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Abstract: Employee wellbeing is the most valuable asset to organisations, and it will affect
both employees and organisations that employ them. Work-family conflict has been
exacerbated by substantial changes in family composition, including the developing dual-
earner, single-parent households and the increasing number of working moms. Due to the
excessive burden of priorities on the family, females have more difficulty balancing between
work and family than males. Of these, the current investigation seeks to evaluate the
reliability and validity of the Malay Version of Work-Family Conflict and Emotional
Exhaustion Scales and investigate the determinant of female employee wellbeing (emotional
exhaustion) from the perspective of work-family conflict. A convenience sample of 200
female employees aged between 25 and 50 was surveyed online among public sector
employees in Kuala Terengganu District, East Coast of Malaysia Peninsular. Results of
exploratory factor analysis using Principal Component Analysis (PCA) yielded three
underlying structures of the instruments, and confirmatory factor analysis (CFA) showed a
good fit to the data. Further, the study's findings showed that both works to family conflict
(WFC) and family to work conflict (FWC) predicted emotional exhaustion in participants.
This study makes significant contributions in providing good evidence on psychometric
properties of measurement and contributes to the corpus of literature and theory related to
the field.
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Introduction

An organisation's performance is directly tied to the efficiency with which its
personnel complete their work. Everyone who works there—both male and female—
makes up the company's total amount of human capital. It is impossible to dispute
that today's economic success may be attributed to the contributions of female
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workers. With the help of their staff, companies can gain an advantage over rivals.
Increased employment of females, particularly well-educated and talented females,
will positively impact national GDP as the labour force expands and productivity
rises (Ramli & Jusoh, 2015).

Since the country's independence in 1957, Malaysia has witnessed a dramatic social
and economic transformation. However, several other concerns, such as wellbeing,
must be addressed in addition to the growth and modernisation plan (Bratu and
Cioca, 2019). A person's overall health and happiness are crucial considerations in
their existence. Tun Dr Mahathir Mohamad's 2020 vision emphasised the importance
of family and community prosperity. The success of a country rests on the shoulders
of its wealthiest citizens. A psychological view of human wellbeing emphasises the
cognitive and affective aspects of people's positive or negative sentiments about their
life, and this psychological perspective is essential (Othman, 2014; Bratu and Cioca,
2018).

The participation of females in the labour force increased from 44.5% in 1982 to
55.3% in 2018 (Department of Statistics Malaysia, 2018), indicating the rise of dual-
earner families in Malaysia. The Malaysian Gender Gap Index (2019) released by
the Department of Statistics Malaysia shows that female has higher levels of
education at all levels of education and a longer life expectancy than male. Work-
family conflict has been exacerbated by substantial changes in family composition,
such as the development of dual-earner, single-parent households and an increasing
number of working moms (Benjamin & Samson, 2014). Due to the excessive burden
of priorities on the family, females have more difficulty balancing between work and
family than males (Bird, 2006). In conjunction with the existence of issue, the
present study is conducted to evaluate the reliability and validity of the Malay
Version of Work-Family Conflict and Emotional Exhaustion Scales and investigate
the determinant of wellbeing (emotional exhaustion) from the perspective of work-
family conflict.

Literature Review

Research relates to a work-family conflict involves a few disciplines, including
sociology, psychology, occupational health, management, gender and family studies
(Geurts & Demerouti, 2003; Haque, Sher and Urbanski, 2020). Work-family conflict
is characterised by Greenhaus & Beutell (1985) as a type of inter-role conflict in
which the role constraints from the work and family domains are mutually
incompatible in some ways. Work interfering with family (WIF) conflict and family
interfering with work (FIW) conflict are two types of work-family conflict that differ
in the direction of conflict (FIW). According to Noor & Zainuddin (2011), WIF
conflict occurs when work-related activities conflict with family duties, such as
when an employee tries to do office tasks at home when he or she should be with
their family. On the other hand, when an employee needs to cancel a meeting due to
a child's illness, FIW conflict arises in the opposite direction, disrupting the smooth
execution of job obligations.
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Nonetheless, additional names are frequently used to describe the various types of
work-family conflict in the work-family literature. For instance, Work-family
conflict (WFC) and family-work conflict (FWC) (Lingard & Francis, 2006), work-
family interference (WIF) and family interference with work (Byron, 2005), work-
home conflict (Emslie, Hunt, & Macintyre, 2004), and work-family spillover and
family-work spillover (Franche et al., 2006). Work to family conflict (WFC) to
represent work interfering with family and family to work conflict (FWC) to
illustrate family interfering with work were chosen from this pool of interchangeable
terminology for the current study. WFC and FWC are more straightforward and
directly show the direction of conflicts and are commonly used in the work-family
literature.

Many disciplines contribute to research on work and family concerns, including.
Poelmans (2001) reviewed work and family studies and recognised the dominant and
alternative theories. This study employed the role scarcity hypothesis as a theoretical
research framework. "The individual may face many forms of role demands and
conflicts, which he or she perceives as role strains when he or she wishes to carry
out specific tasks," according to the role scarcity hypothesis (Goode, 1960).
Individuals who play multiple roles endure role stress, which has a negative impact
on their wellbeing (Cioca and Bratu, 2021). Poelmans (2001) concluded in his
review that work and family roles could conflict in three ways.

To begin with, conflicting expectations in the performance of one's responsibilities
might lead to intra-role conflict or role ambiguity. Second, juggling numerous
responsibilities can lead to inter-role conflict when one role is more difficult to fulfil
than the others. Finally, juggling various roles might lead to feelings of overwhelm
in one or both work and family domains. According to (Greenhaus & Beutell, 1985),
the scarcity model of human time and energy has been widely utilised in work-family
studies to describe the conflicted relationship between work and family's two
primary domains in human life.

Emotional Exhaustion

Emotional exhaustion is the most common symptom of burnout, characterised by a
sense of being spent due to long-term job stress. As a result of the worker's emotional
tiredness, he or she begins to distance himself or herself from clients, becoming
cynical and disconnected. Emotional tiredness was found to have a negative and
significant impact on all aspects of wellbeing (Lizano, 2015). Job satisfaction and
organisational commitment were found to have a substantial negative association
with emotional exhaustion (Opoku, Yoon, Kang, & You, 2021). Employees with a
high level of emotional exhaustion are more likely to intend to leave and seek better
job opportunities, prone to participate in counterproductive behaviour, including
being impolite or unpleasant to coworkers and portrayed psychosomatic symptoms
(Keffane & Bouazza, 2021).

One of the sources of emotional exhaustion among employees was the experience of
work-family conflict as the main focus of the current study. Females experienced
more emotional exhaustion than males due to personal life interfering with work
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during work from home time. Working females may experience more emotional
tiredness than males as they struggle to provide their best during work from home
due to the demanding family chores. It was discovered that participative leadership
could help prevent work-life interference, and, as a result, emotional weariness
experienced by employees could be mitigated to some extent (Bhumika, 2020).
Work-Family Conflict and Emotional Exhaustion

Many employees are under pressure to combine childcare responsibilities, personal
relationships, household chores and family obligations. Employees with small
children confront additional challenges in maintaining job productivity at home
while caring for their children (Gorlick, 2020). In addition, many working parents
have been compelled to become interim teachers for their children due to school
closures and the transition to online teaching and learning sessions for students
(Gorlick, 2020). When an individual manages to discover a healthy and mutually
supportive work environment, he or she will be able to strike a balance between life
and work (Dhas & Karthikeyan, 2015).

This healthy work atmosphere will aid employees in balancing their professional and
personal lives, resulting in increased organisational production. However, on
average, each working person spends more than 80% of their waking hours at work.
If this situation is not supported by a pleasant atmosphere and does not place a load
on the individual, it will result in a conflict between work and personal life.
According to a study conducted by Lowe (2005), in Canada, one out of every four
employees has high levels of work-family conflict, mostly caused by family
disruption and involving childcare. To make matters worse, when workers are
overworked, the likelihood of workers suffering job and home conflict rises by about
60%. Yet, among the various elements that contribute to work-family conflict, it is
discovered that the amount of time spent at work each day is the largest causal factor,
resulting in the next issue: employees' inability to achieve work-life balance.
Scholars have consistently posited that emotional exhaustion increased with
augmenting of WFC (Rubio, Osca, Recio, Urien, & Peird, 2015). According to
Galletta et al. (2019), WFC stems from demands on both the work and family
domains, which can lead to emotional exhaustion. Previous studies exposed that
employees with high WFC and FWC experience high emotional exhaustion (Wang,
Tsai, Lee, & Ko, 2021). Meanwhile, Bagherzadeh et al. (2016), in their cross-
sectional study among 420 employed married females in Iran, indicated emotional
exhaustion caused by WFC, whereas FWC was not.

Among teaching staff, a study by Piké6 & Mihalka (2018) on 2068 teachers in
Hungary reported a robust relationship between WFC (time, behaviour and strain)
and FWC (time, behaviour and strain) with emotional exhaustion. In addition,
(Muasya, 2015) found that WFC significantly predicted burnout indicators,
including emotional exhaustion among female teachers in Kenya. Also, two different
studies in China and America prove that teachers experience burnout, including
emotional exhaustion due to conflict in work and family demands (Ji & Yue, 2020;
Mahmoodi-Shahrebabaki, 2020). In Malaysia, female teachers are vulnerable to
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work-family conflict, so they become emotionally exhausted (Noor & Zainuddin,
2011). Thus, the authors propose the following hypotheses.

Hypothesis 1 (H1): Work-Family Conflict has a significant relationship with
emotional exhaustion.

Hypothesis 2 (H2): Family-Work Conflict has a significant relationship with
emotional exhaustion.

Accordingly, the research framework of this study is designed as shown in Figure 1.

Work-Family
Contflict
Family-Work
Contflict

Figure 1: Research Framework.

Emotional
Exhaustion

Research Methodology

This quantitative study used a survey gquestionnaire conducted on 139 female
employees for Exploratory Factor Analysis (EFA) and 200 female employees for
Confirmatory Factor Analysis (CFA) and structural model. The data were collected
using the convenience sampling method. Participants are female public servants in
the Kuala Terengganu district. Due to the spread of the Covid-19 pandemic,
participants have been approached using email invitations via Google's survey form
to participate in the study. All participants were voluntary, anonymous and provided
informed consent.

All instruments used in English have been translated into Malay versions using a
back-translation technique (Brislin, 1970). Work-family conflict was measured by
the Work-Family Conflict Scale (Netemeyer, Boles, & McMurrian, 1996). The scale
consists of two subscales, namely WFC and FWC. Ten items will measure general
demand, time and strain conflict. Examples of items are "The demands of my work
interfere with my home and family life" (WFC); and "The demands of my family or
spouse/partner interfere with work-related activities" (FWC). The scales range from
"1" (strongly disagree) to "7" (strongly agree). Categorisation of low (M= 1.00-2.33),
moderate (M= 2.34-4.66) and high (M= 4.67-7.00) levels of work-family conflict
were according to Best & Kahn (1997).

Emotional exhaustion was measured by the Emotional Exhaustion Scale developed
by Abas, Omar, Halim, & Muhammad Hafidz (2016) and Maslach & Jackson
(1981), which consisted of nine items. An example of an item was "l feel emotionally
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drained from my work." The scales ranged from "1" (strongly disagree) to "5"
(strongly agree), indicating low (1.00-1.67), moderate (M=1.68-3.84) and high
(3.35-5.00) levels of emotional exhaustion (Best & Kahn, 1997).

AMOS 26 and SPSS 26 software were used to analyse the data. SPSS 26 was used
to execute descriptive data analysis, including mean, standard deviation, reliability,
correlation, and the principal component analysis, to extract the underlying factor
scale. In addition, AMOS 26 performed a confirmatory factor analysis (CFA) to
validate the scale in this study. As a result, the criteria of measurement fit depend on
the smaller value of chi-square (¥2), Goodness of Fit Index (GFI) and Comparative
Fit Index (CFI) is greater than 0.90, and Root Mean Error of Approximation
(RMSEA) is lower than 0.80. In addition to the measurement model, the study also
tested hypotheses related to examining the direct effect of WFC and FWC on
emotional exhaustion.

Research Results

Before embarking on the results of data analysis, this study conducted the screening
process for the questionnaire distributed and returned. The descriptive statistics
results are separated by three in this section, i.e. demographic profile, mean and
standard deviation and correlations. Using the convenience sampling method,
participants comprised public sector employees aged between 25 and 60 years (M =
1.60, SD = 0.49). Also, all participants in the EFA analysis were married; the
majority have between 3 and 5 children (59.0%) and have working experience of 11
to 20 years (49.6%). Meanwhile, an additional (N = 200) female employees aged
between 25 and 60 years (M = 2.08, SD = 0.77) in CFA analysis. Specifically, only
married female employees with at least one child were included. Details of the
demography profile are presented in Table 1.

Table 1. The Results of Demography Profile of Respondent.

Demoaraph Catedor EFA Analysis CFA Analysis
grapny gory Freaq. Percentage Freq. Percentage
25-40 55 39.6 52 26.0
years
Age 41-50 84 60.4 80 400
years
51-60 0 0 68 34.0
years
Race Malay 139 100.0 192 96.0
Chinese 0 0 8 4.0
Religion Islam 139 100.0 193 96.5
g Buddha 0 0 7 35
Status Married 139 100.0 200 100.0
No.of children 172 35 252 46 23.0
children
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3-5

: 82 50.0 116 58.0
children
6 children 22 15.8 38 19.0
and above

1-10 37 26.6 60 30.0
years

Working 11-20 69 49.6 65 325
experience years
21-30

Joars 33 23.7 75 375

Total 139 100 200 100

Table 2 summarises the means, standard deviations and correlations between the
study variables. Overall, employees experienced a moderate level of work-family
conflict (M= 3.63) (Best & Kahn, 1997). Further, employees experienced higher
level of WFC (M= 3.75, SD= 1.53) compared to FWC (M=3.51, SD=1.47).
Employees reported experiencing moderate levels (M= 2.53, SD=0.91). Correlation
analysis showed WFC (r = 0.735, p <0.01) and FWC (r = 0.703, p <0.01) had a
significant positive relationship with emotional exhaustion. Overall, variables are
interconnected.

Table 2. The Result of Means, Standard Deviations and Correlations Between Study
Variables.

Variables Mean SD 1 2 3 4
1. Work and Family Conflict 3.63 144 1.000 - -

2. Work-family conflict (WFC) 3.75 153 0.959**  1.000 - -

3. Family-work conflict (FWC) 351 147 0.956** 0.851** 1.000 -
4. Emotional exhaustion (EE) 253 091 0.751** 0.735** 0.703** 1.000

Note: All are significant at **p<.01

Exploratory Factor Analysis (EFA)

Factor analysis revealed no ambiguity in terms of items' understandability and
comprehensibility. Therefore, exploratory Factor Analysis (EFA) was carried out to
establish the construct validity of the current scale. Participants have recruited from
a purposive sampling strategy (N = 139), and the sample size was according to the
criteria recommended by Bryman & Cramer (1997), which is at least five
participants per item. The result of EFA is shown in Table 3.

Table 3. The Result of Factor Structure and Eigenvalue for Studied Variables.

Code(s) Item(s) 1 Compoznent(s) 3

Emotional Exhaustion
EE5 | feel burned out from my work. 0.811
EE6 | feel frustrated by my job. 0.787
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Working with people directly puts too much

EES 0.739
stress on me.
EE4 \é]V:rkmg with people all day is really a strain for 0.698
EE9 | feel like I'm at the end of my rope. 0.697
EE3 | feel fatigued when | get up in the morning and 0.649
have to face another day.
EE2 | feel used up at the end of the workday. 0.640
EE7 | feel I'm working too hard on my job 0.581
EE1 | feel emotionally drained from my work. 0.555
Work-Family Conflict
The amount of time my job takes up makes it
WFCZ " jifficult to fulfil my family responsibilities. 0.802
WEC3 Things | want to do at hon_1e do not get done 0.775
because of the demands my job puts on me.
WEC4 My.job pfoduce_s strain that makes it difficult to 0.758
fulfil family duties.
WECL The demands_ of my work interfere with my 0.738
home and family life.
WEC5 Due to work-related duties, I_ have_ to make 0.702
changes to my plans for my family activities.
Family-Work Conflict
FWC3 Things | want to do at work do_nt get done 0.863
because of the demands of my family/spouse.
FWC5 Famlly—rela_ted strain mte_rf(_ar_es with my ability 0.789
to perform job-related activities.
My home life interferes with my responsibilities
FWC4 at work: s_uch as _gettlng to work on tlme, 0.779
accomplishing daily tasks, and working
overtime
FWC2 I have to put off dom_g things at work because of 0.755
the demands on my time at home.
FWCL The demands of _m_y_famlly/spouse interfere with 0.726
work-related activities.
Eigenvalue 10.78 2.07 1.02
% Variance 56.73 10.88 5.39
% Cumulative Variance 56.73 67.61 73.01
Cronbach Alpha 0.913 0.943  0.949

Table 3 shows that principal component analysis with VVarimax rotation yielded three
mutually inclusive factors. All factors were clear, well defined, and selected on the
basis of theoretical assumptions along with an eigenvalue greater than 1.0.
Moreover, the identified three factors accounted for 73.0% of the total variance.
Factor 1 comprises nine items (EE1, EE2, EE3, EE4, EE5, EE6, EE7, EE8 and EE9)
related to emotional exhaustion due to multiple workloads during work from home
accounted for 56.73% of the variance. Next, factor 2 accounted for 10.88% of the
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variance and comprised five items (WFC1, WFC2, WFC3, WFC4 and WFC5)
related to work interfering with family life (such as extensive, irregular, or inflexible
work hours, work overload). Meanwhile, factor 3 is related to family interference
with work (such as responsibility for children and interpersonal conflict), consisting
of five items (FWC1, FWC2, FWC3, FWC4 and FWCS5) and accounted for 5.39%
of the variance.

Assessment of Measurement Model

In order to confirm the measurement model in this study, confirmatory factor
analysis was conducted. CFA showed that all items had the strongest association
with their latent constructs, with the value of loading factors greater than 0.50 (Hair,
Black, Babin, & Anderson, 2014). Furthermore, the value of the Average Variance
Extracted (AVE) is higher for work-family conflict when compared to other
constructs (family-work conflict & emotional exhaustion) (see Table 4). Therefore,
applying the common threshold suggested by (Hair et al., 2014), this study uses the
cut value as higher or equal to 0.50.

Table 4. The Results of the Loading Factor.

Construct Item Loading Factor

WFC 1 0.866

WEFC 2 0.912

Work-Family Conflict WFC 3 0.959
WFC 4 0.966

WFC 5 0.879

FWC 1 0.895

FWC 2 0.882

Family-Work Conflict FWC 3 0.915
FWC 4 0.902

FWC5 0.934

EE 1 0.788

EE 2 0.861

EE 3 0.887

EE 4 0.829

Emotional Exhaustion EES5 0.924
EE 6 0.724

EE 7 0.761

EE 8 0.826

EE9 0.712

In addition, the discriminant validity was tested using the square of average variance
extracted (AVE), as shown in Table 5. It is found that the value of square root AVE
is higher for its construct (e.g. Emotional Exhaustion) when compared to other
constructs (e.g. Family-Work Conflict), respectively. It means that the construct used
in this study fulfils the condition of convergence. Also, Table 4 shows that the
composite reliability values (CR) of the constructs used in this study are reliable,
which exceeded the recommended value of 0.50 (Fornell & Larcker, 1981).
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Table 5. The Results of Discriminant and Convergence Validity and Reliability of the
Measurement Scale.

Variable(s) CR | AVE | MSV | ASV | EE | FWC | WFC
(EE”I‘E‘;“O”a' Exhaustion | 4 917 | 0666 | 0566 | 0.560 | 0.816
Family-Work  Conflict
e 0.956 | 0.811 | 0.760 | 0.658 | 0.745 | 0.901
‘(’\\/’\‘,’;'é)':am"y Conflict | 965 | 0.848 | 0.760 | 0.663 | 0.752 | 0.872 | 0.921

Subsequently, absolute, incremental and parsimonious fit indices were used to
ensure the model is fit.

FITNESS INDEXES
Sig=.000
ChiSq/df=1.588
GFI=.903
AGFI=.863
CFI1=.982
TLI=977
NFI=.953
PNFI=752
PCFI=775
RMSEA=.054
PCLOSE=.290
AIC=324.422

Figure 2: The Result of Three-Factor Structure Model after Modification Indices.

The analysis result showed that all empirical test values are higher than the threshold
value of categories, as illustrated in Figure 2. Generally, CFA showed a good fit to
the data with p = 0.000, GFI = 0.90, CFI = 0.86, TLI = 0.98, and RMSEA = 0.054.
Also, the chi-square value is divided by the degree of freedom yield of 1.588, which
is within the recommended limit. The EFA-derived three-factor solution on the
measurement model in this study was confirmed in the CFA model.
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Assessment of Structural Model

In this section, Table 6 and Figure 3 show that the construct of work-family conflict
significantly affected emotional exhaustion. The estimated value of WFC is 0.428
with a standard error of 0.072 and a critical value of greater than 1.96 (e.g. 3.989).
Assuming an increase of 1% in WFC can increase emotional exhaustion as much as
0.428 or 42.8%. Subsequently, the family-work conflict also had a significant effect
on emotional exhaustion. The estimated value of FWC is 0.372 with a standard error
of 0.070 and a critical value greater than 1.96 (e.g. 3.465). It shows that an increase
of 1% in FWC can increase emotional exhaustion as much as 0.372 or 37.2%.
Finally, the Standardised Root Mean Square Residual (SRMR) value is 0.03, where
only 3.0% of work-family and family conflicts explained the relationship between
emotional exhaustion.

Table 6. The Results of Hypothesis Testing.

Estimate S.E. C.R. P SRMR
EE <--- WFC 0.428 0.072 3.989 ool 0.03
EE <--- FWC 0.372 0070 3.465 Frk '

Note: *p<0.05; **p<0.01; ***p< 0.001

CONFLICT

EMOTIONAL
EXHAUSTION

FAMILY
WORK
CONFLICT

FITNESS INDEXES
Sig=.000; ChiSq/df=1.588; GFI=.903; AGFI|=.863; CFI=.982; TLI=.977; NFI=.853; PNFI=.752
;PCFI=.775; RMSEA=.054; PCLOSE=.290; AIC=324.422

Figure 3: Structural Relationship between WFC and FWC towards Emotional
Exhaustion.

Discussion

Descriptive analysis revealed that participants reported a moderate level of work-
family conflict (Jamaludin, lbrahim, & Dagang, 2018) and emotional exhaustion
(Barriga Medina, Campoverde Aguirre, Coello-Montecel, Ochoa Pacheco, &
Paredes-Aguirre, 2021) consistent with previous studies. Further, the levels of WFC
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that participants experienced were higher than FWC and previous findings in Eastern
and Western studies (Barriga Medina et al., 2021; Ibrahim, Saputra, Akmal, & Johar,
2020). Nevertheless, employees could handle their issues and keep them from
interfering with their work. In addition, most employees in this study benefited from
informal family support, as it was reported that family or relatives assisted 42 to 58
percent of Malaysian households with childcare.

The main objectives of this paper were to address the psychometric properties of the
measurement scales (Netemeyer et al., 1996) as well as to examine the prediction of
work-family conflict (WFC & FWC) on employee wellbeing (emotional
exhaustion). Since all the scales were adopted from standardised questionnaires from
Western countries (Maslach & Jackson, 1981), examining the underlying factor
structures using EFA is important to analyse the adequacy of the instruments for
Malaysian samples with different socio-cultural backgrounds (Gipson-Jones, 2005).
The three extracted factors from EFA confirmed the factor structure of the
measurement, and loading items greater than 0.55 yielded good construct validity.
The three factors solution accounting for 56.73% (emotional exhaustion), 10.88 %
(WFC) and 5.39% (FWC) of the variances. CFA also confirmed the goodness of fit
of the measurement used.

Regarding the direct effect analysis, the results revealed that experiencing high WFC
and FWC has shown employees' emotional exhaustion. It was consistent with
previous studies by Leineweber et al. (2014) and Rubio et al. (2015). This finding
was also in line with role theory (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964),
which claims that a Malaysian's many roles and responsibilities at work and home
(e.g. spouse, wife, parent, son, and daughter) lead to conflict in executing their roles
owing to the revelation of their capabilities. Therefore, it will negatively impact their
welfare and comfort and harm their long-term wellbeing.

Conclusion

In conclusion, the findings revealed that employees from the public sector
comprising 200 females, experienced moderate work-family conflict and emotional
exhaustion. Also, the results provide evidence that both WFC and FWC predicted
employees' emotional exhaustion. It is also among few studies that validate the
western adopted scale involving female Malaysian participants. Finally, although
several limitations were addressed, this work's theoretical and practical contributions
were clear. Overall, this study contributes to the generalisation of role theory in the
context of Malaysian. The collectivistic and eastern cultural participants. According
to the authors' knowledge, there is still a lack of studies, especially in Malaysia, that
examine the direct relationship between studied variables and incorporate the
psychometric properties of instruments used.

Among the study's practical implications, the current findings include management
programs to mitigate the negative experience of emotional exhaustion among
employees due to work-family conflict. Strategy to cope with conflict arising from
work and family demands will be the main focus of the training module. In addition,
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promoting flexible working hours and teleworking has been shown to improve the
negative consequences of work-family conflict. On the other hand, organisations
may be a part of this societal transformation, for example, by including family-
friendly policies to assist their employees in finding a work-life balance. It would
imply a method to enhance the wellbeing of both employees and organisations.

As for the limitations, this study involved only female employees from public sectors
in the Kuala Terengganu district. Future research should expand the number of
participants comprising employees from the private sector, and a comparison can be
carried out. Further research using more heterogeneous samples, including male
employees from different sectors, is needed to overcome this restriction, which could
negatively impact the generality of these findings. In addition, different cultural
working environments of private sectors might be investigated as it might contribute
to the consistency of the result. Furthermore, this study was not free from common
method variance as it used self-reported data. However, suggestions for multiple data
collection sources and statistical strategies minimised common method bias. Finally,
the cross-sectional and convenience sampling research design also limits causality
and generalisation of findings.
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DETERMINANTY DOBROSTANU PRACOWNIKOW KOBIET
Z PERSPEKTYWY KONFLIKTU PRACA RODZINA

Streszczenie: Dobrostan pracownikoéw jest najcenniejszym zasobem organizacji i bedzie
mial wplyw zaréwno na pracownikow, jak i organizacje, ktore ich zatrudniaja. Konflikt
miedzy pracg a rodzing zostal zaostrzony przez istotne zmiany w sktadzie rodziny, w tym
rozwijajace si¢ gospodarstwa domowe z dwoma osobami zarabiajacymi, samotnymi
rodzicami oraz rosnaca liczbe pracujacych matek. Ze wzgledu na nadmierne obcigzenie
rodziny priorytetami, kobiety maja wigksze trudnosci z balansowaniem migdzy praca
arodzing niz me¢zczyzni. Sposrdd nich, obecne badanie ma na celu ocen¢ rzetelno$ci
i trafno$ci malajskiej wersji skali konfliktu praca-rodzina i skali wyczerpania emocjonalnego
oraz zbadanie czynnika warunkujacego dobrostan kobiet (wyczerpanie emocjonalne)
z perspektywy konfliktu praca-rodzina. Wérod pracownikéw sektora publicznego w
dystrykcie Kuala Terengganu na wschodnim wybrzezu potwyspu Malezji przeprowadzono
ankiete internetowa obejmujaca 200 pracownikéw plei zenskiej w wieku od 25 do 50 lat.
Wyniki eksploracyjnej analizy czynnikowej przy uzyciu analizy glownych sktadowych
(PCA) dostarczyly trzech podstawowych struktur instrumentow, a konfirmacyjna analiza
czynnikowa (CFA) wykazata dobre dopasowanie do danych. Co wigcej, wyniki badania
wykazaty, ze zarowno praca z konfliktem rodzinnym (WFC), jak i konflikt rodzinny z praca
(FWC) przewidywaty emocjonalne wyczerpanie uczestnikow. Badanie to wnosi znaczacy
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wktad w dostarczanie dobrych dowod6éw na psychometryczne wlasciwosci pomiaru, a takze
wnosi wktad do korpusu literatury i teorii zwiazanych z tg dziedzina.

Stowa Kkluczowe: konflikt miedzy praca a rodzina, konflikt miedzy rodzing a praca,
pracownica i dobrostan.
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