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Between L ocus of Control and Job Satisfaction

Noryati Ngah, Aminah Ahmad and Maznah Baba
Faculty of Educational Studies, University Putral&yaia
43400 Serdang, Selangor, Malaysia

Abstract: Problem statement: Based on the literature review, few studies hastetl the mediating
effect of work-family conflict on the relationshipetween locus of control and job satisfaction.
Approach: This study tested a mediation model consistingjohf satisfaction as the dependent
variable, locus of control as the independent wdeiaand work-family conflict as the mediator. Data
were gathered from 159 single mother employees] d§eand below and having at least one child,
using self-administered questionnaires. The dataewanalyzed using correlation and multiple
regression analyseResults: Results of correlation analysis revealed that doaficontrol was related
to work-family conflict and job satisfaction and skefamily conflict was related to job satisfaction.
Results of a series of multiple regression analyiseiicated that work-family conflict partially
mediates the relationship between locus of comtndl job satisfaction. During the screening prooéss
potential recruits, employers should take into aberstion locus of control as one of the important
dispositional characteristics of candidates. Emgisyshould look into the possibility of designing
training programmes to assist employees in takimgentontrol of events in their work situations.
Conclusion: Single mother employees who believe that theyrao®ntrol of the events that happen in
their lives seem to be more satisfied with thelisj@nd seem to experience less work-family conflict
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INTRODUCTION Previous research has shown that work-family
conflict leads to various negative outcomes, initigd
One of the changes in the workforce demographicgpb dissatisfactiofi'®. Thus, taking into account the
which have implications on human resourcereality of working life today and the stress-proihgc
development, is the increase in the participation onature of work-family conflict, we are forced to
married women and single mothers in employment. Irreconsider the resources that might help eithewialte
Malaysia, the labor force participation rate ofghin  work-family conflict or, increase the level of job
mothers was 4.1% for widowed and 2.8% forsatisfaction. Locus of control is one of the resesr
divorced/separated in 2087compared with 4.0 and that might help to reduce work-family conflict and
2.4% in 20058, Besides the increase in single mothersincrease job satisfactiH.
entering the work force while continuing to maintai Most of the studies on locus of control have
the majority of the family responsibiliti€s there is a concentrated on its direct effect on job satistacti
growing interest in the interface of work-familyles. = Based on the literature review, there is still lamk
This interest has also in large measures beeretubly studies examining the indirect effects of locus of
the growing concern shown by policy makers regardin control on job satisfaction. This study tested a
the well-being of employees in both the work andmediation model consisting of job satisfaction ke t
family domain&!. When the demands of participation dependent variable, locus of control as the indéeen
in one domain are incompatible with the demands ofariable and work-family conflict as the mediatdir.
participation in the other domain, interrole catfli examined both the direct and indirect of effectoofis
result$’. According to Kahnet al.®!, work-family  of control on job satisfaction.
conflict is a type of interrole conflict in whichrgssures
in the work role are incompatible with pressuresh@  Conservation of Resources Theory: The mediation
family role. model in this study was developed based on the
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Conservation of Resources (COR) théGtyas well as  work-family conflict. ~ Similarly, Andreassi and
the study of previous researchers. The COR theorfhompsoft® found that internal locus of control was
proposes that individuals seek to acquire and m@int negatively related to work-family conflict. Prev®u
resources to reduce stress. Stress is a reacti@n to research findings seem to support the relationship
environment in which there is the threat of a lo§s between locus of control and work-family conflictda
resources, an actual loss in resources, or lacknof the following hypothesis was tested.
expected gain in resources. Resources include tshjec
conditions, personal characteristics and energiedd2: There is a significant correlation between loctis o
Personal characteristics likéocus of control are control and work-family conflict.
resources which buffer one against stress. Losisese
resources, or the threat of such a loss, may ctese Relationship between work-family conflict and job
experience of stress. Work-family conflict is arfoof  satisfaction: Many researchers have demonstrated a
stress which is a reaction to an environment inctvhi  significant negative correlation between work-famil
there is the threat of a loss of resources. conflict and job satisfactiéi??®. Similarly, in a more

Based on the COR theory, interrole conflict couldrecent study, Yildirim and Ayc&d reported that
lead to strain because resources are lost in theeps work—family conflict decreased employees’ job
of juggling both work and family roles. The potehtor  satisfaction. Based on previous research, it isebqul
actual loss of these resources results in jolihat work-family conflict lead to lower job satistion
dissatisfaction. Once employees are confronted wittamong single mother employees and the following
high levels of conflicts in the work-family inteda, hypothesis was tested.
they are likely to be dissatisfied with their jobs.
Grandey and Cronpanzatid have used the COR H3: There is a significant correlation between work-
theory to examine the relationship between workiam family conflict and job satisfaction.
conflict and its resulting strain.

Work-family conflict as a mediator in the
Relationship between locus of control and job relationship between locus of control and job
satisfaction: Research has shown that people with arsatisfaction: Noot¥ in her study found that locus of
internal rather than external locus of control témde  control as a personality characteristic acted omeras
more satisfied with their joB$***® Across perceptions of work-family conflict, thereby enhamyg
professions, locus of control is a relatively well- or reducing their levels of job satisfaction. Inhet
established influence on how employees perceivie thewords, locus of control could help reduce employees
situations and whether or not they experiencestissa  job satisfaction because it could reduce the engasy
result. Individuals for whom control resides inerxtal  perceptions of conflict. Based on the COR th&drgs
phenomena, such as a boss or chance, are mogettikel well as previous findings, one could argue thainges
experience higher levels of stress or job dissattgin  in the level of locus of control could lead to cbas in
in response to a difficult situation than those whothe levels of work-family conflict as well as thevkls
perceive control to reside within themsel8s Thus  of job satisfaction and thus the following hypotses
empirical evidence seems to support the relatipnshiwas tested.
between locus of control and job satisfaction amel t
following hypothesis was tested. H4: Work-family conflict mediates the relationship
between locus of control and job satisfaction.

H1: There is a significant correlation between loctis o
control and job satisfaction. MATERIALSAND METHODS

Relationship between locus of control and work- Sample and procedure: The sample of this present
family conflict: Several studies have examined thestudy consisted of single mothers working in Klang
relationship between locus of control and work-fgmi Valley, Malaysia. The sampling technique adopted wa
conflict. Noof***® investigated the effects of locus of purposive sampling. Single mother employees who
control on work-family conflict and found that meet the following criteria were identified: (a) Mad,
individuals with an external locus of control (teosho  (b) working full-time and (c) has at least one dhil
attribute the causes of events in their lives toidies  staying at home. These criteria were established to
other than themselves) reported experiencing morensure that the women in the sample had quite aimil
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responsibilities in terms of family and work rol€ata  used. Examples of items are: “My work schedulerofte
were collected from a sample of 159 single mothekonflicts with my family life” and “The demands ofy
employees using self-administered questionnairefob make it difficult to be relaxed all the timetaime”.

through the drop and collect method. The questivena The reliability coefficient (alpha) of this workifaily
was administered in the Malay language. Before it$onflict scale was 0.89.

administration, the questionnaire was translatetd in
Malay and was validated by back-translation to emsu gatistical  analysis ~ Descriptive ~ statistics ~ were

that both versions were equivalent. calculated to describe the main characteristicshef
subjects and the distribution of subjects accorttinte
M easurement: intensity of work-family conflict experienced.

Job satisfaction: Job satisfaction was measured usingCorrelation coefficients were computed to examime t
five items. Three of the items were adopted from th relationships between work-family conflict, locus o
instrument developed by Hackman and Oldhffaand  control and job satisfaction. A series of regressio
two by Clark®. The subjects of this study were analyses was employed to test the hypotheses of the
requested to respond using five-point scaled respon study. Judd and Kenf§ recommended the use of a
options ranging from strongly disagree (1) to siign series of regression models to test mediational
agree (5). Examples of items are: “I am generallyhypotheses. Testing for mediation requires the
satisfied with the kind of work I do in this job'hd “I  estimation of the three following regression ecprai
frequently think of quitting this job”. The relidlty  First, regressing the mediator on the independent
coefficient (alpha) of this job satisfaction scal@s variable; second, regressing the dependent variale
0.81. the independent variable and third, regressing the
dependent variable on both the independent variable
Locus of control: Locus of control was measured using and on the mediatS?.
9 items from the Spheres of Control scale develdped The following are the four conditions for
Paulhu8%. The scale consists of three separate spheresstablishing mediation: (1) The independent vaeiabl
of behavior, namely personal efficacy, interpersonasignificantly affect the dependent variable; (2)eTh
control and sociopolitical control (10 items pehsm). independent variable significantly affect the méalia
This study is limited to measuring employees’ peaedo (3) The mediator significantly affect the dependent
efficacy. The subjects of this study were requested variable; (4) The effect of the independent vagabh
respond using five-point scaled response optionéhe dependent variable shrinks upon the additiothef
ranging from strongly disagree (1) to strongly &gf®). mediator to the model. If the independent variatbes

Examples of items are: “When | get what | want it's "0t affect the dependent variable upon regresdieg t
usually because | worked hard for it” and “I caarfe dependent variable on both the independent variable

almost anything if | set my mind to it". Out of tHe® and on the mediator, then full mediation is esshiad.

items, one item was deleted from the scale usetign T Otherwise, the test supports partial mediation.
present study because of lack of variance and tem-i
total correlation based on reliability test viaeimtal

consistency method. The item deleted was, “On any The respondents’ age ranged from 31-45 years (M

sort of exam or competition | like to know how well  _ 37.13, SD = 6.07) with 62.3% aged 36-45. They had
do relative to everyone else”. The reliability dogént averz;\ge of about 9 years of working experiekte (
of the scale was 0.64. 9.41, SD = 6.41) (Table 1). Among the respondents,
, , ) o ) 36.5% had 5 years or less of experience while 30.2%
Work-family confhct_: Work-famlly conflict mtgnsny had 6-10 years of experience in their present jbs.
was measured using the interrole conflict scalénean income for the respondents was RM 1942.28 (SD
developed by Pleck, Staines and L&HgThis scale = 1296.37). 57.9% of the respondents had onlytone
consists of eight items based on the three mosiwo children and on the average, the respondentha
prevalent aspects of work-family conflict, namely 3 children (M = 2.48, SD = 1.34). The mean score fo
excessive work time, schedule conflict and fatigme work-family conflict on a five-point scale was
irritability. Five-point scaled response optionsigang  2.84(SD = 0.87), locus of control 3.62 (SD = (.44d
from strongly disagree (1) to strongly agree (5yeve job satisfaction 3.88 (SD = 0.68) (Table 2).
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Table 1: Characteristics of respondents

Table 3: Results of multiple regression analysis

Characteristic Frequency Percentage Mean SD
Age (years) 37.13 6.07
<30 31 195
31-35 29 18.2
36-40 45 28.3
41-45 54 34.0
Working experience 9.41 6.41
(years)
<5 58 36.5
6-10 48 30.2
11-15 24 15.1
16-20 19 11.9
>21 10 6.3
Income (RM/month) 1942.28 1296.37
400-1000 35 22.0
1001-1500 38 23.9
1501-2000 33 20.8
> 2001 50 31.4
Number of children 2.48 1.34
1-2 92 57.9
3-4 53 33.3
>5 14 8.8
Table 2: Means, standard deviations and interaticgls of the
variables

Variable 1 2 3 Mean SD
Work-family conflict 2.84 0.87
Locus of control -0.27* 3.62 0.44
Job satisfaction -0.35** 0.31** 3.88 0.68
Note: **: p<0.01, ***: p<0.001

Work-family

. conflict

Locus of control . Job satisfaction
Ll

0.24%*

Criterion Predictor

variable variable Beta AdiR F
Job Locus of 0.31* 0.09 17.23*
satisfaction control
Job Work-family -0.35** 0.12 21.65**
satisfaction conflict
Work-family Locus of -0.27** 0.07 11.94**
conflict control
Job Work-family 0.24** 0.16 16.45**
satisfaction conflict

Locus of control  -0.29**

conflict partially mediates the relationship betwee
locus of control and job satisfaction since the
independent variable affected the dependent variabl
upon regressing the dependent variable on both the
independent variable and on the mediator (Table 3).
Thus, these results support H4.

The results indicate that locus of control could
directly help increase job satisfactigh£ 0.24, p<0.01)
and that the locus of control could reduce the work
family conflict of single mother employeeB € -0.27,
p<0.01) which in turn could help increase job

satisfaction experienced by the single mother
employeesff = -0.29, p<0.01) (Fig. 1).
DISCUSSION
The single mother employees in this study

experienced moderate intensity of work-family canfl
as shown by the mean score. This can be attridoted
the fact that a third of the women studied werevabo
40 years old. It is therefore very likely that tvemen
in this category have reached a life stage whevatly

Fig. 1. Results of multiple regression analyseshwit jqer children the demand for family roles have

WFC as a mediator of the relationships between. jined. The

locus of control and job satisfaction

Correlational analysis results revealed that there

were significant correlations between locus of oant
and work-family conflict (r = -0.27, p<0.01) andbjo
satisfaction (r = 0.31, p<0.01). Work-family confli
was significantly related to job satisfaction (r-G:35,

p<0.01) (Table 2). The results show that an in@eas

intensity of work-family conflict
experienced is hence not very high.

The findings that locus of control is a signifitan
and positive predictor of job satisfaction has disen
reported by Kircadyet al.™® and Noot! as well as
other researchét$™®'”] The findings of this study
show that the women employees with internal lodus o
control experience higher levels of job satisfattio

locus of control leads to a decrease in work-familyWith regard to locus of control and its associatiaith

conflict and an increase in job satisfaction. Ardese

work-family conflict, this study found that an imase

in work-family conflict leads to an increase in job in locus of control led to a decrease in work-famil

satisfaction. These results support H1-H3.

conflict. These findings are consistent with thedfings

A series of regression analyses were used to tesf Noof™*®. The significant effect of locus of control

the role of work-family conflict as a mediator ihet

and work-family conflict also supported the resatsa

relationship between locus of control and jobstudy by Andreassi and Thomp$§8h In other words,

satisfaction. Applying the four conditions
establishing mediation, it was found that wéaksily

for women employees who believe that they are in cbntro

of the events that happen in their lives seem tmbee
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satisfied with their jobs and seem to experienas le CONCLUSION

work-family conflict. . .
The significant relationships between work-family . Single mother employees who believe that they are

conflict and job satisfaction are consistent witte t in control of the events that happen in their [igeem

results reported by Bhuiaret al.2%2228 whereby to be more satisfied with their jobs and seem to

individuals who reported higher intensities of work
family conflict tended to experience lower levefgab
satisfaction. Similar findings have also been regggbby

Namasivayam and Zh&d**%"! 1.

With regard to the mediating effect of work-family
conflict in the relationship between locus of cohtaind
job satisfaction, the results show that single raoth
employees with internal locus of control tend to

experience lower intensity of conflict and this Wbin 2

turn increase their levels of job satisfaction. &m
findings have been reported by N&8r

The findings of this study have important
implications  for  organizations. The findings
demonstrated that locus of control is an important
individual resource that is
experiences of work-family conflct and job
satisfaction. During the screening process of pakn
recruits, employers should take into consideralous
of control as one of the important dispositional

characteristics of candidates. Employers shoulk loo 4

into the possibility of designing training programsnto
assist employees in taking more control of events i
their work situations. Future research should also
examine other personality factors that could reduce

employees’ exposure to work-family conflict and ben 5.

increase their job satisfaction. For example, ¢ayddin
gender role orientation and self-esteem are likely
reduce work-family conflict. There is also a need f

future researchers to test this mediation modelrgmo 6.

women employees with partners besides single mother
employees and then compare the results.
Several limitations of this study should be noted.

First, a significant limitation of the present istigation

is the small sample size that was utilized. Thailtes
reported here may only be generalized to singlehemst
meeting the selection criteria (full-time workinaged

45 years and below, and having at least one child).

Caution must be exercised in generalizing the figsi g

from this sample to other single mother employedbé
study area, as well as to other groups of women
employees such as those with partners and workirtg p
time, as well as those without children. Seconeé th
inferences drawn from this study are limited byf-sel
report data and cross-sectional characteristitiseofata.
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related to employees’3'

experience less work-family conflict.
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