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Abstract: The role of work-family enrichment in the relationships between
workplace support factors and employee attitudes at work has not been
given much attention. This paper aims to examine whether work-family
enrichment mediates the relationships between workplace social support,
namely supervisor support and co-worker support and job satisfaction. Selfadministered questionnaires were employed to collect data from 280
teachers working in Malaysian public secondary schools. The data were
analyzed using structural equation modelling analyses. Work-family
enrichment correlates significantly with supervisor support, co-worker
support and job satisfaction. Work-family enrichment functions as a
mediator in the relationships between the support factors and job
satisfaction. The results indicate that workplace social support enhances
work-family enrichment, whereby the skills, knowledge, values and
confidence gained at work benefit the family and this enrichment brings
about greater job satisfaction. The results underscore the significant role of
work-family enrichment in improving job satisfaction.
Keywords: Work-Family Enrichment, Job Satisfaction, Organizational
Support, Workplace Social Support, Supervisor Support, Co-Worker
Support, Teacher

Introduction
In the educational realm, schools consider teachers’
job satisfaction as a key factor in improving
educational performance (Sargent and Hannum, 2005).
Several studies indicate that job satisfaction influences
teacher performance in terms of teachers' relations to
students (Van den Berg, 2002) and teacher enthusiasm
(Weiqi, 2007) and motivation to leave the teaching
profession (Skaalvik and Skaalvik, 2011). In Malaysia,
there was an increase in the number of teachers who
opted for early retirement or resigned from work during
the period from 2008 to 2011 (Ministry of Education,
Malaysia, 2012). Since the increase in the number of
teachers leaving the profession is an important outcome
of job dissatisfaction (Skaalvik and Skaalvik, 2011),
the factors that could help improve teacher job
satisfaction should be further investigated.
In investigating work and non-work or family-related
factors influencing job satisfaction, the demographic

changes in the labor force participation of women play a
role. With the increase in the labor force participation
rate of Malaysian women from 45.7% in 2008 to 52.4%
in 2013 (Department of Statistics, Malaysia, 2014), the
percentage of female teachers also increased from 67.9%
in 2008 (Ministry of Education, Malaysia, 2008) to
69.2% in 2013 (Ministry of Education, Malaysia, 2013).
More than half of the total women employed were
married and the proportion increased from 56.8% in
2008 (Department of Statistics, Malaysia, 2010) to
59.7% in 2013 (Department of Statistics, Malaysia,
2014). With more married women in the labor force,
there exists an increased number of dual-career couples
who have to wrestle with the dilemma of managing work
and family roles (Galinsky et al., 2011) since work and
family are two main domains occupied by couples
(Butler et al., 2005). Dual-career couples are faced with
the challenge of supporting each other’s career, while
juggling with childcare, parent care, housework and their
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relevant to self-evaluation) and informational support
(providing advice, information and suggestions).
Workplace social support refers to interpersonal
relationships and social interactions with a supervisor
or co-worker that help to protect an individual from the
detrimental effects of stress (Nielson et al., 2001).
Supervisor and co-worker instrumental support refers to
the direct assistance or advice given by the supervisor and
co-worker that helps the individual to fulfill his or her
responsibilities (Frone et al., 1997). Carlson et al. (2007)
suggested that individuals having supportive supervisors
and co-workers tend to attain a sense of energy and
confidence from work that enhances the family domain.
Similarly, Grzywacz and Marks (2000) reported that
higher levels of social support from supervisors and coworkers were associated with greater positive spillover
from work to family. Mahony et al. (2010) indicated
that organizational support progressively impacts
employees’ job satisfaction.
Although work-family interface factors and their
outcomes, including job satisfaction, have been widely
studied (Yildirim and Aycan, 2008; Lapierre et al., 2008;
Lu et al., 2008; Noryati et al., 2009), few studies have
focused on teachers (Cinamon and Rich, 2005). The
mediating role of work-family enrichment was first
reported by McNall et al. (2010b). From a study sample
of working adults, the researchers found that workfamily enrichment played a mediating role between
flexible work arrangements and two outcomes, namely
job satisfaction and turnover intention. Later, In
Malaysia, Noraani et al. (2011) studied the mediating
effects of work-family facilitation and family
satisfaction. An analysis of a sample of middle-aged
working single mothers established the presence of
mediating effects of work-family enrichment on the
relationships between job demands and employees’
intention to stay. Other studies conducted on the role of
work-family enrichment as the mediator by researchers
in Malaysia, include those by Wan Rashid et al. (2011)
who studied social support factors as the independent
variables and life satisfaction as the outcome and who
studied job factors as the independent variables and job
satisfaction as the outcome. The role of work-family
enrichment as a mediator in the support-satisfaction link
has recently been studied among employees in China by
Tang et al. (2014). Despite these studies, there is still a
need for more research on how work-family
enrichment is linked with social support and workrelated outcomes. This present study was conducted to
examine the mediating role of work-family
enrichment in the relationships between workplace
social support (supervisor support and co-worker
support) and job satisfaction among teachers in
Malaysia. The present study will only focus on workfamily enrichment as it is more strongly related to

personal relationships (Grzywacz, 2000). A study in
Malaysia has shown that dual-career couples who are
occupied with both work and family responsibilities
have to deal with work-related demands which restrict
the performance of family responsibilities and vice versa
(Aminah and Zoharah, 2008).
Expansion theorists (Marks, 1977; Sieber, 1974) do
agree that occupying multiple roles such as work and
family roles can lead to conflict and stress but there is a
possibility that having multiple work and family roles
may lead to positive effects such as improved
psychological health and well-being (Barnett and Hyde,
2001). Previous research by Brough and O’Driscoll
(2005) had largely focused on the negative aspects of
work-family interface, while ignoring its positive aspects.
However, researchers have begun to recognize the
positive aspects of work and family roles (Carlson et al.,
2006; McNall et al., 2010a; Noraani et al., 2011;
Shein and Chen, 2011). According to Friedman and
Greenhaus (2000), work and family operate as “allies”
more so than “enemies”. Greenhaus and Powell (2006)
viewed “work-family enrichment” as an exchange where
cross-fertilization of ideas takes place between work and
family roles thus improving the quality of life in the
latter role. For example, work effectively develop skills,
knowledge, values and confidence-resources which can
benefit the family. Several attempts have been made by
researchers to provide labels to help describe the positive
aspect of work and family interface; enhancement
(Ruderman et al., 2002), enrichment (Greenhaus and
Powell, 2006; Wayne et al., 2006), positive spillover
(Crouter, 1984; Edwards and Rothbard, 2000;
Hanson et al., 2006), synergy (Beutell and Wittig-Berman,
2008) and facilitation (Frone, 2003; Hill, 2005).
However, according to Hammer and Hanson (2006),
the distinctions among these labels have yet to be fairly
understood and hence causing the labels to be used
interchangeably by researchers (Wayne, 2009).
However, other researchers have argued that these
labels have related yet distinct constructs (Hanson et al.,
2006; Wayne, 2009). Since work-family enrichment
has been commonly used in studies examining the
positive side of work-family interface, we have used
this term in this study.
One of the important antecedents of work-family
enrichment is social support. Cobb (1976) defined
social support as information fed by another which
builds an individual’s perception that he or she is being
cared for and loved (emotional support), esteemed and
valued (affirmative support) and is accepted as part of a
network of communication and mutual support
(network support). House (1981) distinguishes four
kinds of support which are emotional support
(providing sympathy, care, love and trust), instrumental
support (helping directly by providing goods or
services), appraisal support (providing information
243
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increased employees’ job satisfaction. Similarly, this
support-satisfaction link was reported by Kinman et al.
(2011). Based on the findings of these studies, we
formulated the following hypothesis.

work-related outcomes, such as job satisfaction, than
family-work enrichment
(McNall et al., 2010a;
Wayne et al., 2006; Carlson et al., 2014). In addition,
Russo and Buonocore (2012) reported that workfamily enrichment and not family-work enrichment,
relates to work-related outcomes. The term “workfamily enrichment” used in this study is synonymous
to “work-to-family enrichment” used by McNall et al.
(2010b) and work-to-family enhancement used by
Voydanoff (2004).

H2: There is a positive relationship between co-worker
support and job satisfaction.

Relationship between Supervisor Support and
Work-Family Enrichment
Taylor et al. (2009) examined the effect of
supervisor support on work-family enrichment among
Hispanic business professionals in the United States.
The researchers found that a higher level of supervisor
support leads to a higher level of work-family
enrichment. A positive relationship between supervisor
support and work-family enrichment in a sample of
employed workers irrespective of occupational group in
the Australian construction industry was also reported
by Lingard et al. (2010). Beutell and Wittig-Berman
(2008) conducted a study to explore generational
effects affecting work-family synergy or enrichment.
They found that supervisor support was the strongest
predictor of work-family synergy for each
generational group. Bhargava and Baral (2009) found
a positive relationship between supervisor support and
work-family enrichment in a study which involved
managerial employees working in manufacturing and
information technology sectors in India. Support
provided by supervisors (school principals and heads
of departments) was found to significantly predict
work-family enrichment in a sample of female
teachers in Israel (Cinamon and Rich, 2010).
Furthermore, a longitudinal study of Mainland
Chinese workers indicates a significant connection
between supervisor support and work-family
enrichment (Siu et al., 2010). The positive
relationship between supervisor support and workfamily enrichment was also reported by other
researchers (Baral and Bhargava, 2011; Beham et al.,
2011; Hill, 2005; Karatepe and Bekteshi, 2008;
Thompson and Prottas, 2005; Voydanoff, 2004;
Wadsworth and Owens, 2007).
On the contrary, the findings of a study conducted
in India did not support the positive relationship
between supervisor support and work-family
enrichment (Aryee et al., 2005). It should be pointed
out that Aryee et al. (2005) global measure of social
support did not include both supervisor support and
co-worker support as two distinct sources and hence
this may have resulted in the non-predicting role of
supervisor support on work-family enrichment. Based
on the substantial literature that supports the link
between these two variables, the following hypothesis
was postulated.

Literature Review and Hypotheses
Relationship between Supervisor Support and Job
Satisfaction
Past studies have shown the link between
supervisor support and job satisfaction. Hsu (2011)
did a study on correctional officers in institutions such
as prisons, drug abuse treatment centers, detention
centers, training institutes, juvenile correction schools
and hospitals and the results indicated that family
support from supervisors significantly predicted job
satisfaction (Odle-Dusseau et al., 2012). In another
longitudinal study on work-family enrichment among
Taiwanese employees, similar results were found (Lu,
2011). Supervisors who were willing to be flexible
were likely to be perceived as supportive (Hopkins,
2002). Studies revealed that employees whose
supervisors were supportive experienced greater
satisfaction with their jobs (Allen, 2001; Hill, 2005;
Ng and Sorensen, 2008; Thompson and Prottas, 2005).
However, contrary to the findings of these studies, a
study conducted in the United States by Clark (2001)
and another study conducted in India by Baral and
Bhargava (2010) did not support the link between
supervisor support and employee job satisfaction.
Despite these contradictory findings, most of the earlier
studies seem to support the positive relationship between
supervisor support and job satisfaction and hence the
following hypothesis was formulated.
H1: There is a positive relationship between supervisor
support and job satisfaction.

Relationship between Co-Worker Support and Job
Satisfaction
According to a study by Thompson and Prottas
(2005), support from co-workers was positively
related to job satisfaction. Similar results were
reported by Roxburgh (1999). Ducharme and Martin
(2000) found that both affective and instrumental coworker support were positively related to job
satisfaction. Ng and Sorensen (2008) did a metaanalysis on this support-satisfaction link and the
analysis revealed that social support from co-workers
244
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enrichment and job satisfaction. More recently,
Russo and Buonocore (2012) reported similar results in
their study on nurses working in public hospitals and
private clinics in Italy. Based on the findings of these
studies, we proposed the following hypothesis.

H3: There is a positive relationship between supervisor
support and work-family enrichment.

Relationship between Co-Worker Support and
Work-Family Enrichment
Co-worker support is less frequently studied than
supervisor support in work-family enrichment studies.
Co-worker support is another aspect of the informal
work environment that may influence an employee’s
ability to integrate work and family roles (Thompson and
Prottas, 2005). Lu et al. (2009) examined the effects of
co-worker support on the level of work-family
enrichment among working parents in China. The results
indicated that employees whose co-workers were more
family-friendly or supportive tended to experience
greater work-family enrichment. A study by Beham et al.
(2011) on German service sector employees in the
information technology, retail and healthcare industries
revealed that co-worker support was positively related
to work-home enrichment. Acknowledging the fact that
previous studies have shown the link between coworker support and work-family enrichment, we
formulated the following hypothesis.

H5: There is a positive relationship between work-family
enrichment and job satisfaction

Work-Family Enrichment as Mediator
The mediation model draws upon the principles of
the Conservation of Resources (COR) theory (Hobfoll,
1989), the work-family enrichment model (Greenhaus and
Powell, 2006) and the theory of social exchange (Blau,
1964). In essence, the COR theory suggests that
individuals are inclined to seek and maintain resources to
reduce stress-resources being objects, personal
characteristics, conditions, energies and social support.
This study employs the COR theory to gain insights into
the relationships between social support factors and job
satisfaction. Supervisor and co-worker support are
resources gained which can reduce stress (e.g., job
dissatisfaction) and more importantly contribute to the
enrichment process (Friedman and Greenhaus, 2000).
According to the work-family enrichment model
(Greenhaus and Powell, 2006), different resources can be
acquired from one role to improve performance in
another role. These resources include, among others,
social support such as supervisor and co-worker support.
The support could improve performance directly
(referred to as instrumental support) or indirectly
(referred to as affective support). In addition to the
enrichment model, the theory of social exchange (Blau,
1964) is used to gain an understanding of the
relationship between enrichment and work-related
outcomes, specifically job satisfaction. This theory,
which is applied to the work-family dynamics and their
subsequent outcomes, will help understand employees’
perceptions and responses toward workplace support.
Employees acknowledge the support they receive by
reciprocating with more positive work attitudes such as
greater work satisfaction (McNall et al., 2010a).
Based on the model of work-family enrichment, the
COR theory, the social exchange theory and previous
empirical findings, we predict that higher levels of social
support could lead to greater experience of work-family
enrichment and this enrichment has the potential to
increase the levels of job satisfaction and hence, the
following hypotheses were formulated.

H4: There is a positive relationship between co-worker
support and work-family enrichment

Relationship between Work-Family Enrichment and
Job Satisfaction
McNall et al. (2010a) conducted the first metaanalysis on the positive side of the work-family
interface and its outcomes. Work-family enrichment
was more strongly associated with work-related
variables (e.g., job satisfaction) whereas family-work
enrichment was more strongly associated with nonwork related variables (e.g., family satisfaction).
Similarly, Russo and Buonocore (2012; Carlson et al.,
2010; 2014) found that work-family enrichment was
more strongly correlated with job satisfaction than
with family satisfaction.
A study by Aryee et al. (2005) which involved fulltime working fathers and mothers in India found that
work-family enrichment was positively related to job
satisfaction. Lu et al. (2009) examined the relationship
between work-family facilitation and job satisfaction
among employed parents in China and found similar
results. Hassan et al. (2009) reported that work-family
enrichment increased employees’ job satisfaction in a
study of employees from three public and three private
sector organizations in Sarawak, Malaysia. Similar
results were reported by (McNall et al., 2010b; Jaga and
Bagraim, 2011; Masuda et al., 2012). A longitudinal
study of Taiwanese employees by Lu (2011) reported a
significant positive relationship between work-family

HE: Work-family enrichment mediates the relationship
between supervisor support and job satisfaction.
HE:Work-family enrichment mediates the relationship
between co-worker support and job satisfaction.
245

Ng Swee Fung et al. / American Journal of Applied Sciences 2015, 12 (4): 242.253
DOI: 10.3844/ajassp.2015.242.253

responses using the five-point Likert scale which ranges
from 1 = strongly disagree to 5 = strongly agree.
Examples of items include “I find my activities at work
to be personally meaningful” and “I am very satisfied
with this job”. Clark (2001) reported an internal
consistency reliability of 0.91.

Method
Sample and Procedures
Employing a two-stage sampling method, data
were collected from randomly selected public
secondary schools in Bangsar Zone, located in the
capital city of Kuala Lumpur. Teachers from these
schools were then selected using simple random
sampling. Considering previous research (Grzywacz and
Marks, 2000; Siu et al., 2010; Van Steenbergen et al.,
2007) as guiding resources, this study used a more
encompassing sample, without excluding married
teachers without children, thus moving away from
narrow conceptualizations of the family. Nevertheless,
the study sample did not include teachers who had
serious illnesses and those undergoing practical training,
as well as replacement teachers. Self-administered
questionnaires were dispatched using the drop and
collect method. Out of a total of 301 teachers in the
sample, 280 (93%) responded to the questionnaires
whereby 218 were females and 62 were males. The mean
age reported was 36.51 years (SD = 8.12) and the
teachers had worked for an average of 11.36 years (SD =
8.21). The proportion of married teachers was high,
slightly more than three quarters (79%) of the teachers
who responded. In terms of educational attainment, most
of the teachers (87.5%) had a bachelor’s degree while
the rest (12.5%) a postgraduate degree.

Work-Family Enrichment
Work-family enrichment was measured using the
nine-item scale by Carlson et al. (2006), which
consists of three items for work-to-family
development, (e.g., “My involvement in work helps
me to understand different viewpoints and this helps
me be a better family member”), three items for workto-family affect (e.g., “My involvement in work puts
me in a good mood and this helps me be a better
family member”) and another three items for work-tofamily capital (e.g., “My involvement in work helps
me feel personally fulfilled and this helps me be a
better family member”). The questionnaire provided
the five-point Likert scale response options ranging
from 1 = strongly disagree to 5 = strongly agree.
Carlson et al. (2006) reported a reliability coefficient
(alpha) of 0.92 for the nine-item scale.

Data Analysis
Descriptive statistics, comprising means, standard
deviations and correlations between variables, were
calculated. The direct, indirect and mediated models
were tested using the Structural Equation Modeling
(SEM) procedure. The SEM procedure incorporates
the measurement and structural models (Iacobucci,
2008). The number of respondents for this study
which consisted of 280 teachers had met the minimum
requirement (200 respondents) for the use of SEM
(Hoe, 2008).

Measurement
Social Support
To measure supervisor and co-worker social
support, the study used an adapted version of a six-item
scale used by Aminah (1997), whereby four items were
originally developed by Caplan et al. (1975) and two
items by Letiecq et al. (1996). This six-item scale was
employed to measure each source of workplace social
support, specifically supervisor and co-worker support.
Examples of items for supervisor support include “How
often does your supervisor talk to you about your workrelated problem” and “How often does your supervisor
talk to you about your family problem?” Similar items
were used to measure co-worker support. Each teacher
was requested to state the frequency of support
received from each source, using a five-point Likert
scale with a range from 1 = never to 5 = always.
Aminah (1997) reported a reliability coefficient (alpha)
of 0.86 for the supervisor support scale and 0.81 for the
co-worker scale.

Results
The means, standard deviations, reliability (Cronbach
alpha) coefficients and bivariate correlation coefficients
are shown in Table 1. For all scales, the Cronbach
alpha coefficients ranged from 0.78 to 0.95, thus
surpassing 0.70 minimum acceptable level suggested
by Hair et al. (2010). The Average Variance Extracted
(AVE) values for all the latent variables exceeded the
threshold of 0.50, indicating that the scales have high
convergent validity (Hair et al., 2010). All the bivariate
correlation coefficients were significant.
The fit indices of the measurement model are as
follows: χ2 = 274.337, χ2/df = 1.946, AGFI = 0.873, GFI
= 0.905, CFI = 0.960, RMSEA = 0.058 and IFI = 0.961.
Three of these indices (CFI, TLI and IFI) exceed the
threshold value of 0.90. The RMSEA value is within the
acceptable range of 0.03 to 0.08 (Hair et al., 2010).

Job Satisfaction
Six items adapted from Clark (2001) were used to
measure job satisfaction. The teachers provided their
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Fig. 1. Estimated path coefficients of the full mediation model; Note: CS = co-worker support, SS = supervisor support, W = workfamily enrichment, JS = job satisfaction
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Table 1. Descriptive statistics, reliability coefficients, AVE estimates and correlation coefficients
Variables
Mean
SD
α
CS
SS
W
JS
CS
3.37
0.57
0.88
-0.588
SS
3.29
0.57
0.87
0.174*
-0.546
W
3.79
0.65
0.95
0.376***
0.373***
-0.738
JS
3.74
0.66
0.91
0.382***
0.457***
0.732**
-0.618
Note: ***ρ<0.001, *ρ<0.05, α = Cronbach alpha reliability values, AVE = average variance extracted, AVE estimates are presented
in parenthesis, CS = co-worker support, SS = supervisor support, W = work-family enrichment, JS = job satisfaction
Table 2. Model fit summary and structural model comparison
Model

χ2

Mediation model
Indirect model
Direct model

274.337
293.298
466.821

X2
df

AGFI

GFI

CFI

RMSEA

TLI

IFI

1.946
2.051
3.242

0.873
0.868
0.820

0.905
0.900
0.864

0.960
0.955
0.904

0.058
0.061
0.090

0.952
0.946
0.885

0.961
0.955
0.904

Table 3. Standardized regression weights
Dependent variables
Independent variables
Mediation model
Indirect model
Direct model
W
←
CS
0.321***
0.328***
W
←
SS
0.317***
0.335***
JS
←
W
0.635***
0.761***
JS
←
CS
0.109*
0.312***
JS
←
SS
0.202***
0.403***
Note: ***ρ<0.001, *ρ<0.05, CS = co-worker support, SS = supervisor support, W = work-family enrichment, JS = job satisfaction

Alternative structural models were tested against
each other to test the research hypotheses. The
mediation model was compared to a competing indirect
model in which all path coefficients from
organizational support to job satisfaction were
constrained to zero and to a competing direct model in
which all path coefficients to and from work-family
enrichment were constrained to zero. As shown in
Table 2, the values of the indices for the mediation
model indicate a significantly better fit to the data
compared to those for the indirect and direct models.
Table 3 presents the path and parameter estimates of
the mediation, as well as indirect and direct models. To
test Hypotheses 1 to 5, Confirmatory Factor Analysis
(CFA) using maximum likelihood estimation was
conducted. Significant direct effects of supervisor
support (β = 0.403, p<0.001) and co-worker support (β =
0.312, p<0.01) on job satisfaction suggest that the direct
effect condition was satisfied, thus supporting
Hypotheses 1 and 2. The path coefficients for this model
indicate that co-worker support (β = 0.321, p<0.001) and
supervisor support (β = 0.317, p<0.001) were
significantly related to work-family enrichment which
support Hypotheses 3 and 4. The results indicate a
significant relationship between work-family enrichment
and job satisfaction (β = 0.635, p<0.001), thus
supporting Hypothesis 5.
The test of the mediation model showed that the
direct effect of supervisor support on job satisfaction (β
= 0.202, p = 0.001) and co-worker support on job
satisfaction (β = 0.109, p = 0.001) decreased but remain
significant upon the addition of work-family enrichment

acting as the mediator in the model. This suggests that
work-family enrichment partially mediates the
relationships between supervisor support and co-worker
support and job satisfaction. Hence, Hypothesis 6 and 7
were supported.
As shown in Fig. 1, the coefficient of determination
(R2) of 0.24 implies that co-worker support and
supervisor support jointly explained 24% of the
variance in work-family enrichment. Overall, 61% of
the variance in job satisfaction was accounted for by
co-worker support, supervisor support and workfamily enrichment.

Discussion
The present study found significant relationships
between supervisor support and co-worker support and
work-family enrichment. The advice, emotional support
and assistance received from supervisors and co-workers
generate a positive effect-a sense of energy and
confidence gained from work which could enhance
family functioning. These findings are in line with those
by (Hsu, 2011; Odle-Dusseau et al., 2012; Lu, 2011;
Beham et al., 2011; Lu et al., 2009; Ng and Sorensen,
2008; Thompson and Prottas, 2005).
Consistent with the findings reported by previous
researchers (Aryee et al., 2005; Hassan et al., 2009; Lu,
2011; Russo and Buonocore, 2012), this study found a
significant enrichment-satisfaction relationship, whereby
teachers who reported higher levels of work-family
enrichment experienced greater job satisfaction. The
findings indicate that the skills, knowledge, values and
248
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Supervisors and co-workers can provide substantial
social support to teachers through behavior that
demonstrates care and willingness to listen to teachers’
work-or family-related problems. Teachers tend to
receive support from their co-workers possibly because
they spend time together in their common room in
between teaching periods whereby they have greater
opportunities to interact and acquire support. This
support would generate greater positive spillover from
work to family and hence results in the experience of
higher levels of job satisfaction.
This study acknowledges several limitations. This
being a self-report and cross-sectional study restricts one
from inferring causality. Another limitation of the study
is related to its sample. The results of the study may be
generalized to teachers working in public but not private
schools in Malaysia, since the working conditions of the
two types of schools may differ.

confidence gained at work could benefit the family and
this brings about greater job satisfaction.
Pertaining to the mediation effect of work-family
enrichment on the relationship between supervisor and
co-worker support and job satisfaction, the results show
that teachers receiving more supervisor and co-worker
support tend to experience enhanced enrichment and this
would lead to greater job satisfaction. The findings
suggest that the work-family enrichment model
(Greenhaus and Powell, 2006) could help explain the
mediation research framework.
The findings of this study demonstrate that supervisor
support and co-worker support are important factors
related to employees’ experiences of work-family
enrichment and job satisfaction. In this study, support
from supervisor and co-workers seems to be effective
in predicting enrichment. Teachers who receive
favorable assistance from their supervisors and coworkers are involved in the “norm of reciprocity” as
explained by Gouldner (1960), reciprocating the support
with positive work attitudes.
From a theoretical perspective, the findings contribute
toward the growing literature on work-family enrichment
and support the model of work-family enrichment
(Greenhaus and Powell, 2006) which explains the
resource generation process and occurrence of enrichment.
The findings provide additional evidence on the
antecedents and consequences associated with workfamily enrichment. The COR theory, which also serves as
a theoretical foundation of this study, is supported, thus
providing an understanding of how resources are attained
and utilized to achieve a positive experience in workfamily interaction. The resources gained, namely
supervisor and co-worker support could reduce the
experience of stress in the form of job dissatisfaction. The
findings also support the use of social exchange theory in
explaining the relationship between work-family
enrichment and job satisfaction, in accordance with the
norm of reciprocity. When teachers attain work-family
enrichment, they are more likely to reciprocate by having
more positive attitudes toward their job.
In this study, it is evident that teachers received
valuable support from their supervisors and coworkers. Teachers who have to perform multiple
roles, such as class teacher, head panel of a subject as
well as co-curricular activity advisor, have different
supervisors who monitor the performance of these
different roles. Therefore, the school management
should take proactive steps in creating opportunities
for teachers to interact meaningfully with supervisors
and co-workers, hence enhancing communication or
network support among them. Social programs, such
as gatherings and excursions can be organized
informally to promote mutual understanding and care
or emotional support among teachers.

Conclusion
supervisor and co-worker support are important
antecedents of job satisfaction. Work-family enrichment
mediates the relationships between these support factors
and job satisfaction. A teacher who receives more support
tends to experience greater work-family enrichment and
will in turn attain greater job satisfaction. This mediation
process, where workplace social support results in workfamily enrichment and hence enhancing job satisfaction,
points to the important role of work-family enrichment
in improving job satisfaction.
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