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This article is to explore the dimensions of ‘mind-set’ among Malaysian dual-
earners in the work-family context. The primary goal of this study is to 
understand the effect of spousal support in overcoming work-family conflict 
and as a ‘tool’ to break those ‘mind-sets’. In this study an In-Depth interview 
methodology was used. A total of 18 dual-earners were interviewed to 
understand the mind-set of the dual-earners. Based on these interviews, it is 
evident that Gender Role Ideology has taken root in our society. The main 
themes are derived from the interviews and these themes are the root of the 
ideology and mind-set among these groups of people. Two dimensions of 
mind-set have been identified. The first mind-set is the “gender stereotype 
mind-set” based on how men and women are supposed to be influenced by 
religion, culture, beliefs and norms. The second mind-set is described as the 
“mother’s mind-set”. In this type of mind set, mothers believe that they 
cannot let go the responsibility of child care and nurturing to the fathers 
because they are not confident of the fathers’ capability in taking care the 
children. The results from this study highlight the importance of mind-sets 
that cause work-family conflict among Malaysians. The implications of this 
study were discussed. This study identifies the specific themes for work-
family conflict in the Malaysian Perspective. The study also focuses on mind-
sets that create work-family conflict in the Malaysian Perspective. 
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1. Introduction 

* Work and family are the key domains of our life 
and it is becoming the major area for organizational 
researches (Parasuraman and Greenhaus, 2002). 
Clark (2000) and Voydanoff (2005) argued that 
work and family are the two most important 
domains’ in people’s life and as a results work and 
family can cause conflict if they compete with each 
other. There has been a dramatic increase in the 
amount of research that has proved the relationship 
between work and family. To explain the nature of 
the relationship between work and family roles, 
variety of linking mechanisms have been proposed 
(Edwards and Rothbard, 2000). Almost, every 
working individual experiences work life and family 

                                                 
* Corresponding Author.  
Email Address: gouri296@salam.uitm.edu.my (G. A. D. Jacob) 
https://doi.org/10.21833/ijaas.2017.04.021 
2313-626X/© 2017 The Authors. Published by IASE.  
This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/4.0/) 

life challenges daily (Karatepe, 2010; Netemeyer et 
al., 2005). Many working and married individuals all 
over the world are trying to juggle between work 
and family demands and responsibilities to strike a 
balance between work and family in their life. We 
often play different roles, such as an employee, a 
spouse, a mother, a father and etc. in our daily life; 
these roles should however be kept separate and 
function independently (Kanter, 1977).  

Work-family conflict is an effect that occurs when 
the demands of work and family increase and the 
individual is faced with difficulty in managing this 
pressure. Work-family is defined as a type of inter-
role conflict in which responsibilities from the work 
and family domains are to some degree in-
compatible (Greenhaus and Beutell, 1985). Work-
family conflict is an important area because work-
family has been empirically related to negative work 
attitudes (Frone et al., 1992). This relationship has 
shown effects on family life such as, personal 
satisfaction, family satisfaction, family commitments, 
family involvement, and marital satisfaction, 
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relationship with spouses, children, and parents 
(Bedeian et al., 1988; Frone et al., 1992;1997; Frone, 
2000; Kelloway et al., 1999; Nemoto, 2008; 
Parasuraman and Simmers, 2001; Parasuraman et 
al., 1992). Similarly, it has also shown to affect work 
attitude such as; job satisfaction, work performance, 
commitment, job involvement, withdrawal cognition, 
tardiness, absenteeism, productivity, work effort, 
lateness and turnover (Bedeian et al., 1988; Bruck et 
al., 2002; Greenhaus et al., 2001; Hackett et al., 1989; 
Kelloway et al., 1999; Peluchette, 1993). Even in 
health and wellness, work-family has been found to 
bring about negative effects such as; stress 
depression, burnout, heart disease, psychological 
distress, anxiety disorders, mood disorders, and 
substance abuse disorders (Bianchi and Milkie, 
2010; Burke and Greenglass, 1999; Frone, 2000; 
Schmitt et al., 1980; Wiley, 1987).  

In the recent years, the family structure has 
changed dramatically as dual-parent family with one 
income has become less common. This trend is being 
replaced by dual earner families, where both 
husband and wife struggle to carry the financial 
burden due to an increased in economic need at 
home. Increase in expenses and the need for more 
cash, has created a situation where both partners are 
compelled to find alternate sources of income to 
meet their family financial necessities (Bardoel et al., 
2008; Greenhaus and Beutell, 1985). Working 
parents often have difficulties in working out a 
balance between employment responsibilities and 
family and child care responsibilities (Galinsky and 
Johnson, 1998). Based on the effects of work-family 
conflict, researchers have identified two outcomes of 
the work-family conflict. They believe that work-
family imbalance can create conflicts between work 
to family (Work Interference Family-WIF) and family 
to work (Family Interference Work - FIW) 
(Parasuraman et al., 1992).  

In Malaysia, the change in the demography of the 
labour force has the involvement of married women 
in employment. This has resulted in the growing 
number of dual earner couples (Aminah, 2005). The 
participation of women, including married women in 
the labour force has continued to increase year after 
year, in Malaysia. This growth is aided by fact that 
more women are pursuing higher education and 
they are employed as professionals in public and 
private organizations (Nasurdin and Hsia, 2008). 
However, Aminah (2005) argued that the 
motherhood mandate is family entrenched, and 
therefore, married working women are facing 
difficulty in managing the work-family interface. In 
addition, they experience high level of Family 
Interference to Work (Aminah, 1998a).  

Work-family issues are getting the attention from 
the media, government bodies, private organizations, 
and NGOs in Malaysia. The need for a work-family 
balance has been highlighted by at the Women’s 
Summit 2009 by Dato Sharizat Abdul Jalil, Minister 
of Women, Family and Community Development, on 
19 August 2009 at Sime Darby Convention Centre in 
Kuala Lumpur. In the Malaysian case, literature 

provides evidence of a significant relationship 
between work-family conflict and job satisfaction 
(Aminah, 2005) and women experienced more work 
interference with family than family interference 
with work  (Aminah, 1998b).  

For dual earners, it is seen that maintaining job 
demand and family demand has become the main 
issue in their life. This is because, their family role 
and work role control the way of their life. It is hard 
for them to strike a balance and get satisfaction 
without the help or support from their partners. 
Here, support from the spouse and family has shown 
to reduce family distress and conflict (Frone et al., 
1997). In a multicultural country like Malaysia, a 
discussion on spousal support is not as easy as one 
thinks. In the Malaysian society, mothers serve as the 
primary caregivers in the family and fathers are the 
main bread winners. Furthermore, Malaysians are 
still influenced by certain beliefs, norms and culture 
based on our religious background. Religion shapes 
and teaches us about family, gender and marriage. It 
also specifies how a man or a woman, husband or 
wife, mother or father should play his or her 
respective roles (Sherkat, 2000). Even though 
religion has an effect on work-family conflict, the 
magnitude is different in women and men as it can 
always interpret the relevance of family and work 
demand for their work-family strategies (Ammons 
and Edgell, 2007).  

Workers in countries that are undergoing rapid 
economic and cultural transitions experienced 
greater work-family conflict when compared to 
countries that are going through less transition 
(Barnett and Hyde, 2001). Furthermore, workers in 
transitioning economies who are traditional gender 
role stereotypes, experienced more work-family 
conflict than those living in economically advanced 
countries with egalitarian gender role stereotype 
(Aycan, 2008). In a study conducted in Malaysia on 
women’s economic participation in the non-formal 
sector and the household division of labour, it was 
found that women whose husbands had less 
traditional orientation towards gender roles were 
less burdened with household chores. In other 
studies it was found that women whose husbands 
held a more egalitarian orientation tend to 
experience less work family conflict (Aminah, 1999).  

There are some significant differences in the 
work-family conflicts experienced by men and 
women. A number of studies suggest that the overall 
well-being of women is lower when comparing to 
men. The men in the research on work-family 
conflict indicated facing less conflict. However, this is 
not due to the characteristic of men or that they have 
better coping strategies. It is due to societal 
stereotypes that dictate who is responsible for the 
family (Hochschild, 1989). This is the kind of mind-
set that holds men back from getting involved in 
doing household chores.  

In the Malaysian cultural context, mind-set can be 
explained as a set of beliefs in a person which affect 
the outcome of the entire endeavour. Wikipedia 
defines mind-set as a set of assumption, methods or 
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notations held by one or more people. Mind-set 
creates a powerful incentive within these people to 
adopt or accept prior behaviour, choices or tools. 
This understanding of mind-set will help us explore 
the dimensions of ‘mind-set’ among dual earner in 
work and family issues based on the Malaysian 
perspective. In other countries, such as China (Yang, 
2005) and Iran (Mortazavi, 2006), men are the 
‘bread winners’ and their work is considered as 
sacrifices for the family. But today’s economical 
demand increase dual earners and there are large 
number of single parent. Which this situation 
increase different work-family responsibilities and 
increase the challenges of juggling both and this 
situation break the traditional mind set “ husband 
works, wife stays at home” (Boles et al., 2001; Powell 
and Greenhaus, 2006).  

Spector et al. (2004) compared studies from 18 
countries and came to the conclusion that people 
across the globe experience work- family conflict. 
The magnitude of conflict may be stronger for in 
certain population compared to others, based on the 
societal or cultural beliefs in the population. Other 
literature also linked work-family issues with 
cultural beliefs, values and norms (Eby et al., 2005; 
Yang et al., 2000). 

1.1. Theories and background of the study 

Gender Role Ideology (GRI) provides the 
foundation for qualitative interview study. GRI refers 
to an individual’s attitudes and beliefs about the 
roles of men and women. Traditional GRI indicates 
that women should pay more attention to family 
related responsibilities and men should pay more 
attention to work related responsibilities (Gutek et 
al., 1991). In other words, GRI explained how a 
person is judged on the appropriateness of 
behaviour and the different characteristic of men 
and women in a society. GRI gives the conceptual 
understanding for the present study, which explores 
and examines how dual earner couples with children 
overcome work-family conflict with spousal support.  

Role theory which was derived from an early 
work on organizational stress has largely influenced 
the understanding of work-family conflict (Kahn et 
al., 1964). Role theory explained that roles are based 
on expectations of what is considerate an 
appropriate behaviour in a given position (Neal and 
Hammer, 2007). Role conflict can be defined as role 
tension that results from conflicting role pressure, 
and role theory stipulates that inter-role conflict, a 
form of role conflict occurs when an individual 
engages in multiple roles that are incompatible, such 
as work and family roles. Based on this theory, dual-
earners with work and family roles tend to be tied 
down by their daily responsibilities and this 
situation can lead to a role overload and conflict 
within roles.  

The consequences of role facing conflict can be 
explained by spillover theory. The perspective on the 
process of work-family balance and work family 
conflict are the proponents of spillover theory 

(Aldous, 1969). Spillover happens when working 
individuals carry their behaviour, emotions, 
knowledge and skills that are created at workplace 
to their family life and from the family to the 
working environment (Staines, 1998). This theory 
provides us a clear picture on how an individual’s 
situation at home can affect work and how work can 
affect the home.  

Understanding of these theories helped us to 
draw a background for this study on dual earners 
with children in the Malaysian work-family context. 
This understanding also helped us to explore the 
actual mind-set and challenges that faced by dual 
earners.  

2. Method 

The current study was explored with qualitative 
design based on the thematic analysis. The data were 
collected through semi-structured interviews which 
provided self-effacing way to gained information and 
this method allow respondent to express themselves 
and share their experiences freely. Which, this 
method also helped to explore the dimensions of 
‘mind-set’ among Malaysian dual-earners in the 
work-family context. To achieve this objective, 16 
respondents were interviewed. The participant was 
purposively selected based on dual-earners with 
children criteria.  

3. Validity and reliability  

In order to ensure reliability, an interview 
schedule that followed a structure was designed 
accordingly to create repeatability and consistency. 
Merriam (1998) mentioned identification of the 
researcher’s biases may also add validity to 
qualitative research. In this study the author applied 
active listening techniques during interview sessions 
and explained the interview process to each 
respondent. Creswell and Miller (2000) defined 
validly as how precisely the information represents 
the realisms of the social phenomena to the 
respondents and how reliable is it to them. Based on 
this, to maintain the information flow from the 
interview process the author have followed strictly 
to the step by step analysis process as explained in 
data collection. The steps are included of member 
checking to validate interview transcription. The 
drafted transcripts were personally sent by the 
author to the respondent to review of what they 
have said and confirmed the information. The data 
was analysed by using Braun and Clark’s thematic 
method. Finally peer review was used to support the 
interview finding. In this study, in-depth interview 
method was very vital because the author could see 
and feel the real situation that going through by the 
respondent. This happens when the respondents are 
expressing themselves and share their feelings with 
the author during interview session. As explained by 
Kvale (1996) ‘in-depth focus makes it possible to 
investigate the detail relationship of a specific 
behaviour to its context, to work out the logic of the 
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relationship between the individual and the 
situation”. 

4. Participants 

Among the 16 married and working respondents, 
7 were males and 9 were females and they were 
from different religious background, such as 
Muslims, Hindus, Buddhist and Christians. Purposive 
sampling was used in this method to ensure the 
participant could share the best knowledge and 
experiences in work-family conflict issues. The 
respondents were chosen from amongst those who 
were willing to share their experiences and thoughts 
on work-family issues through an interview. This is 
believed these participants are going through on 
juggling work and family in daily basis. The 
interviews were done individually and face to face. 
Each interview ranged from 25 minutes to 45 
minutes, in a quiet setting of their office and some at 
their home. This said method also helped the 
researcher to understand the actual personal 
experiences of the participants in a culturally 
sensitive society (Sarantakos, 2005). This in-depth 
interview also allowed the researcher to seek further 
information about their opinions on certain issues. 
This interview type not only provided insights into a 
matter, it also initiated access to corroboratory or 
contrary sources of evidence (Yin, 2009). The 
interview was continued until data saturation was 
reached at 16 respondents. This means, the author 
stopped the interviews when the information was 
repeated and the answer for the study was achieved.  

Open ended questions such as, “Do family issues 
or problems affect your work?”, “Do work issues or 
problems affect your family?” were used to explore 
and understand work-family conflict among the 
respondents. Questions such as, “Are you getting 
help from your spouse to reduce your work-family 
conflict?”, “Do you help your spouse in overcome 
work-family conflict?, “Do you think spousal support 
is important in reducing work-family conflict?” were 
used to understand the importance of spousal 
support among these respondents.  

The experience and situation of work-family 
conflict that was shared by 16 respondents is 
summarized in Table 1. Evidence of work-family 
conflict and the need for spousal support to 
overcome work-family conflicts is presented in Table 
1. 

5. Data analysis and finding of study 

The interviews were conducted by the first 
author. The interviews were audio recorded and 
transcribed verbatim after each session. 

The transcript from the interviews was analysed 
using thematic analysis. Braun and Clarke (2006) 
had given six phases of thematic analysis, namely; 
familiarizing self with data, generating initial codes, 
searching for themes, receiving themes, defining and 
naming themes, and producing the report. The data 
collection process involved recording the interview 

sessions and later transcribing it.  Thematic method 
is an analytic approach that leads to organizing and 
analysing the data through examining in deep details 
(Smith and Sparkes, 2009). Thematic analysis is used 
in this study to describe the key issues of work-
family conflict among dual earners in Malaysia.  

Based on the interviews with 16 respondents, it 
seems that Gender Role Ideology has taken root in 
our society. The main themes were derived using the 
qualitative analysis as shown in Fig. 1. In this study, 
five themes have been identified in the Malaysian 
context and these themes are also influenced by two 
main mind sets as shown in Fig. 1. 

 
Themes 

 
 

Fig. 1: Work-family issues in Malaysia 

5.1. Gender role ideology  

In this paper, the gender issue is considered 
neutral. This implies the traditional conviction held, 
that is, a woman’s domain is the family and a man’s 
domain is the sphere of paid work. However, this 
positioning itself does not change the reality of the 
gendered sphere in the cultural aspects of work-
family life as revealed by this research finding. 
Despite the growth in women’s participation in paid 
work over the past half century, women still retain 
the close tie with family care and domestic 
responsibilities (Cornell, 1987). One respondent, a 
Sikh, relates how gender roles are still designated by 
their traditional beliefs and culture, as she recalled: 

“Well, I am doing all the housework. My husband 
was brought up in very conservative family, where he 
believes that holding broom - brings bad luck for 
males in the house (His grandmother and mother 
thought him this). So I can’t expect help from him 
when it comes to house hold chores.” 

Experience of the respondent, gives us clear 
picture on how culture influence work and family. 
Culture consists of patterned ways of thinking, 
feeling and reacting, acquired and transmitted 
mainly by symbols, constituting the distinctive 
achievements of human groups, including their 
embodiments in artefacts; the essential core of 
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culture consists of traditional ideas and especially 
their attached values (Kluckhohn, 1951). The 
conceptualization of culture, places strong emphasis 
on values including what is important in one’s life 
(work or care of the family), assumptions, beliefs and 
norms that distinguish one human group from 
another. They are also reflected by individual values, 
resources and opportunities. Even though time-use 
studies show that men have increased their efforts in 
balancing work-family life, including childcare, in the 

recent decades (Bianchi et al., 2000; Craig et al., 
2010), they point out that women have also 
increased the average time spent on care in what 
constitutes as ideas of proper parenting. In this case, 
society as a whole allows a degree of flexibility in 
acting out each gender role. On the other hand, 
acceptable role limits are often in a state of flux and 
produces uncertainty about what appropriate 
gender role behaviour should be. 

 
Table 1: Based from interview analysis: Themes were identified 

No. WORK-FAMILY CONFLICT SPOUSAL SUPPORT THEME 

1 
“I’m too tired but I’ve no choice, I’ve  to do 
what I’ve to do at home after work” 
At work, I’m always thinking about children. 

Not really getting help from spouse with housework. 
Only weekends such as some repairs or shopping. 

- Work interfere Family 
- Family interfere Work 
- Not getting spousal support 
- Gender Role Ideology 

 

2 

Sometimes, have to stay longer at school for 
certain activities that deprive my time with 
the children. 
After work, I rush to send the kids to school 
and tuitions. 

Sometimes, I feel upset, I’ve to do everything at home. Kids 
and house hold chores make me tensed. 
Not getting help from spouse because he is out- station most 
of the time. 

- Work Interfere Family 
- Family Interfere Work 
- Not getting spousal support 
- Stress 
- Gender Role Ideology 

 

3 
 
 
 

Sometime at work, I think about family, I feel 
so stressed because I’ve so much to do at work 
and at home. 

I’m hoping so much to get help from spouse. My spouse only 
good at certain task such as watching the kids, so at end of 
the day I have to do all myself. 

- Family Interfere Work 
- Hoping so much for Spousal 

Support 
- Gender Role Ideology 

 

4 

I don’t really think about family while doing 
my duty. 
My wife complains that I’m spending more 
time at work. 

My wife does most of the housework with the help of 
children. 
I usually help them during our long holidays or weekends. 

- Marital Dissatisfaction – 
complains from spouse 

- Getting spousal support 
- Gender Role Ideology 

 

5 

I always come home late, because of my work. 
I don’t see that as a problem. 
I don’t really spend much time with the kids 
during weekdays. 

 

My wife will do the daily chores at home. 
She’ll plan for the weekend so that we can spend some time 
together. 

- Getting spousal support 
- Gender Role Ideology 

6 

Sometimes I’ve to bring back my work. After 
dinner usually I’ll sit with my lap top to 
complete my office work for the day. 
My wife is actually not very happy about this. 
But I’ve no choice, my work is such. 

 

My spouse will handle housework and the kids. 
When come to discipline issues and children than I will 
involve. 

 

- Getting spousal support 
-  Gender Role Ideology 
- Marital Dissatisfaction 

7 
Family doesn’t affect my work. 
Work is work, family is family. 

 

I am from very conservative family. Certain task is given for 
man and women. I am doing my job as bread winner and my 
wife does the housework and taking care the children. 

 

- Getting spousal support 
-  Gender Role Ideology 

 

8 

Normally, when the children are not well or 
there are things at home that need to be 
addressed urgently and being unable to take 
leave, will affect my concentration in a way. 

 

I am doing the bulk of the work at home... however, my 
husband has been a great supporter... and thankfully he had 
been great getting the laundry done and helping out with the 
children as much as he can, which is a relieve. Otherwise, it 
would be truly difficult to continue working. 

 

- Rarely experiences Family 
Interfere Work 

- Getting Spousal Support 

9 
Silly mistakes at work place which can be 
avoided. Release my anger on husband and 
children. 

Myself and my hubby helps me most of the time, (e.g.:- take 
care the baby and helps with some cleaning at home during 
the weekend. 
First year of marriage life, I couldn't cope.  Everything is 
different then.  I start to plan a new strategy to make it 
balance. Now everything is smooth with my husband 
besides me. 

 

- Getting Spousal Support 
- Managing good coping strategy 

with the help of spouse 

10 

Not facing this problem at the moment. 
I don’t think about family at work and once I 
am back I don’t talk or think about job. 

 
 
 

Imbalance occurs when you are not satisfied at home or 
work - dissatisfaction at home or work shows that you are 
facing an imbalance of work-family life). 
So far I am not in this situation yet. My wife is taking care of 
things at home and updating me with things that I have to 
know and get involve. Life seems to be good so far. 

 

- Getting Spousal Support 

11 

Family does not interfere with my work 
unless certain problems arise such as a family 
members fall sick and etc. 
Because of my work, I have to meet people 
after office hours. That might interfere with 
my family time. 

 

Well, my wife is doing most of the housework. 
My wife prefers to do things for the children such as feeding 
and preparing them.  This is because she thinks; she can do 
better for them. “Mothers always better” – this makes me sit 
and watch her. 

 

- Getting spousal support 
-  Gender Perception  (Mother’s 
Mind-set) 

 

12 

When I am about to go back and the thought of 
what would be waiting at home comes to me.  
At work I will try not to think about family and 
problems. Try to complete the  job for the day. 

 

My spouse doesn’t help in the housework because we have 
our maid. 
I will be much happier if he can spend more time with the 
children because that really makes me occupied at home. I 
have no time for myself. 

 

- Family Interfere Work 
- Not getting spousal support 
- marital dissatisfaction 
- Hoping for Spousal Support in 

children care 

13 
Too much work to do at home, sometimes 
don’t know where to start. 

Well, I am doing all the housework. My husband was 
brought up in very conservative family, where he believes 

- Family Interfere Work 
- Not getting Spousal Support 
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Can’t be without thinking about family during 
work hours. 

that holding broom - brings bad luck for males in the house 
(His grandmother and mother thought him this). So I can’t 
expect help from him when it comes to house hold chores. 

- Gender Ideology – culture 
influences 

 
 

14 

Usually, I will be too tired, and sometimes I 
wish just to throw myself on the bed and rest. 
But I can’t do that because I have too many 
things to do at home. 
At work, I will be thinking about things 
happening at home or sometimes will be 
thinking about what to cook my children and 
husband. 

 

Not getting much help from my spouse. He comes home late 
after work. As a wife I have no choice but just do my 
responsibilities and carry on for another day. 

- Work Interfere Family 
- Family Interfere Work 
- Not getting Spousal Support 
- Gender Ideology 

15. 

Once I am back, I just wish to be quiet. 
I am too occupied at work and have no time to 
think about family but if my son is not feeling 
well that really affects me at work. 

Once back my husband and I don’t really talk much because 
we both are too tired. 
I will be rushing to finish the housework and at the same 
time have to take care my toddler son. 
My husband usually brings back work and he is occupied so 
only helps me to do some housework during weekends. 

 

- Work interfere Family 
- Family Interfere work 
- Not getting spousal support 
- Gender ideology 

 

16. 

I am too occupied at work. 
At home, I do reply emails and answer phone 
calls from my colleagues and boss regarding 
my job. 
But it is not a problem. 

My wife has her own perception when come to me and 
children. She always thinks that I don’t know how to take 
care of my kids. (Actually she is not really confident about 
me taking care of the kids”). 

- Work Interfere Family 
- WIF not a problem because 

getting spousal support 
- Gender Perception  (Mother’s 

Mind-set) 
 

    

5.2. Gender perception (Mother’s Mind Set) 

In the Malaysian context, our society still expects 
that a mother should give top priority to the family 
as the primary caregiver. This implies that although 
most women hold jobs outside their homes, they 
should spend most of their time with their families. 
This situation creates thoughts in their minds that 
they are the best caregivers and sometimes they find 
it difficult to pass this duty to their spouses. 
Similarly, some mothers are unable to hand over 
their family responsibilities to their spouses because 
they believe they can handle the matter more 
efficiently. In addition, they may not have the 
confidence in their partners’ ability to cope. Working 
mothers also firmly believe that they have to care for 
the family and so they not allow their spouses to 
share the household and childcare. Traditionally, 
domestic work and child care are linked with women 
(Bittman et al., 2003). This has rooted in most 
women, and working women feel guilty about not 
spending enough time with their children and not 
doing household work as wish to. This mind set and 
guilty feeling become barrier to let go their home 
responsible to their spouse. The idea of women roles 
as perceived by their spouses are highlighted by the 
two statements below: 

1st man: “Well, my wife is doing most of the 
housework. My wife prefers to do things for the 
children such as feeding and preparing them.  This is 
because she thinks; she can do better for them. 
“Mothers always better” – this makes me sit and watch 
her.” 

2nd Man “My wife has her own perception when 
come to me and our children. She always thinks that I 
don’t know how to take care of my kids. (Actually she 
is not really confident about me taking care of the 
kids)”.  

These statements pointed out how mother’s mind 
set plays an important part to create work-family 
balance. At the individual level, WFC seems to be felt 
more strongly by men or women, depending on the 
strength of transition in gender roles or strength of 
role expansion (Barnett and Hyde, 2001), if the 

women or the mothers are not willing to share their 
home responsible with their spouses, this going to 
make their life more difficult and stressful. The two 
statements above show that individuals holding 
traditional gender role stereotypes and experiencing 
role expansion would be more prone to suffer from 
WFC when compared to those holding egalitarian 
gender role stereotypes. The acknowledgement by 
the two men that women ‘can do better’ or ‘mother 
always do better’; shows that the mutual give and 
take attitude that leads to joint conjugal roles with 
shared or interchangeable activities. In balancing 
gender roles, childcare responsibility is influenced 
by values of gender and family, household division of 
paid work, social norms, class, and policy 
frameworks. These factors have effects on one 
another (Craig and Mullan, 2011). However, this 
research finding goes a step further to show that in 
the context of the Malaysian society, cultural beliefs 
and traditional norms are still influential factors in 
achieving a balance in a work-family life.  This shows 
how mother’s mind-set influences them in work-
family issues in Malaysia.  

5.3. Work interfere family (WIF) and family 
interfere work (FIW) 

Work-family role system composed of male work 
role, female work role, male family role and female 
family role. Work-family conflict can appear in two 
aspects; Work Interference with Family (WIF) and 
Family Interference with Work (FIW) (Pleck, 1977). 
In this study, based on the interviews with the 16 
respondents proved they are facing Work interfere 
Family and Family Interfere Work.  All nine women 
facing FIW and four of them are facing both 
situations.  

Female 1 (WIF and FIW): “I’m too tired but I’ve no 
choice, I’ve to do what I’ve to do at home after work”. 
At work, I’m always thinking about children. 

Female 2 (FIW): “Normally, when the children are 
not well or there are things at home that need to be 
addressed urgently and being unable to take leave, 
will affect my concentration in a way”.  
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Female 3 (WIF and FIW): “Usually, I will be too 
tired, and sometimes I wish just to throw myself on the 
bed and rest. But I can’t do that because I have too 
many things to do at home.  At work, I will be thinking 
about things happening at home or sometimes will be 
thinking about what to cook my children and 
husband”. 

Two out of six male respondents are facing WIF 
and the other four male respondents deny 
experiencing of WIF or FIW because they are getting 
spousal support to take care the home and children. 
As the respondents:     

Male 1 (WIF – deny): “I don’t really think about 
family while doing my duty.  My wife complains that 
I’m spending more time at work”.  

Male 2 (WIF – deny): “I always come home late, 
because of my work. I don’t see that as a problem. I 
don’t really spend much time with the kids during 
weekdays”. 

Male 3 (WIF – sometimes): “Family does not 
interfere with my work unless certain problems arise 
such as a family members fall sick and etc. Because of 
my work, I have to meet people after office hours. That 
might interfere with my family time”. 

Gender role theory argued that women, who are 
more involved in the family, will experience greater 
conflict in trying to balance work and family 
responsibilities. According to Jost and Banaji (1994), 
women as primary supporters of traditional gender 
roles, they should justify the prevailing inequalities 
in the social system, which they feel powerless to 
change. Women who internalize the traditional 
gender roles feel guilty for not fulfilling their wifely 
and motherly duties. This theory supported our 
finding on WIF and FIW, where we identified women 
in Malaysia are trying to follow the rhythm of life as 
caregiver and an employee face greater conflict 
compared to their partner.  

5.4. Spousal support 

Spousal Support is an important factor in 
reducing conflict in work-family life (Kirrane and 
Buckley, 2004). Noor (1999) in her study of 
employed women in Malaysia found that those who 
had more control over their work requirements are 
those who received support from their spouses. In 
addition, those who were more religious tend to 
experience lesser work-family conflict. Spousal 
support is divided into two different types: 
emotional support and instrumental support. 
Emotional support is the mental support by being by 
the side of the spouse and providing full assistance 
in their career and child care. Further, listening to 
their problems, giving advice and full 
encouragement in whatever they are involved in is 
emotional support (Aryee and Luk, 1996). 
Instrumental support is when the spouse does more 
chores at home to lighten the burden of the partner. 
For example, the husband does the laundry, cooks 
dinner etc. similarly; the wife pays the bills for the 
husband, doing extra chores at home when husband 
has to work outstation or do extra hours.  

5.4.1. Getting spousal Support 

Dual Earners, who get support from their spouses 
are believed to have a better life style overall when 
compared to those who are not getting any support 
from their spouses: 

Female 1: 
“I am doing the bulk of the work at home... 

however, my husband has been a great supporter... 
and thankfully he had been great getting the laundry 
done and helping out with the children as much as he 
can, which is a relief. Otherwise, it would be truly 
difficult to continue working” 

Social resource that an individual creates with 
the help of the spouses helps to prevent stress 
(Bernas and Major, 2000). They argued that women 
who have spouses who offered support are less 
likely to experience stress. As one of the respondent 
said:  

Female 2: “Myself and my hubby helps me most of 
the time, (e.g.: - take care the baby and helps with 
some cleaning at home during the weekend. First year 
of marriage life, I couldn't cope. Everything is different 
then.  I start to plan a new strategy to make it balance. 
Now everything is smooth with my husband besides 
me” 

Among dual-earner couples, women are 
shouldering more responsibilities in adapting to 
work and family demands (Hochschild, 1989). 
Further, literature shows that married women are 
more responsible for housework and child care than 
their husbands (Aycan and Eskin, 2005; Cornell, 
1987; Pleck, 1977; Yang et al., 2000). By getting help 
from their partners, working mothers can 
concentrate in managing their work and are able to 
handle their work-family conflict better. A man, who 
is getting spousal support, works happily without 
Family interference in Work. As the respondent:  

Male Respondent: “Imbalance occurs when you 
are not satisfied at home or work - dissatisfaction at 
home or work shows that you are facing an imbalance 
of work-family life). So far I am not in this situation 
yet. My wife is taking care of things at home and 
updating me with things that I have to know and get 
involve. Life seems to be good so far.”  

5.4.2. Not getting spousal support  

It is also revealed in this investigation that among 
working men and women in Malaysia, cultural 
beliefs and practices influence family expectations 
and they shape one’s perception of work-family 
balance issues. Female respondents who are not 
getting spousal support have shared what they felt:  

Respondent 1: “Sometimes, I feel upset; I’ve to do 
everything at home. Kids and house hold chores make 
me tensed.  Not getting help from spouse because he is 
out- station most of the time” 

Respondent 2: “Not getting much help from my 
spouse. He comes home late after work. As a wife I 
have no choice but just do my responsibilities and 
carry on for another day”.  
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The above statements show that, wives who are 
not getting spousal support are going through stress 
and conflict. Based from this study, the essentiality 
and closeness of the family among the respondents 
involved in this study illustrate how cultural 
environment influences the balance in their work-
family life. Integration of spouse and spousal support 
(the help, advice and understanding) is then seen as 
a necessity in facing interference from family, in 
order to achieve a work-family balance. It has been 
suggested that the male partner emphasizes self-
reliance, emotional stability, aggressiveness and 
objectivity (Schein, 1973). However, if a person is 
unable to comply with the expectations of spousal 
support, he or she is likely to comply with non-
supportive spouse, emotionally; understanding, 
listening, affection, advice, for welfare, and 
instrumentally; helps in household chores and 
childcare (Adams et al., 1996). Voydanoff (2007) 
suggested two possible forms of conflict that is 
work-to-family conflict and family-to- work conflict. 
Work-to-family conflict is associated with family 
absence, poor family role performance, and family 
dissatisfaction and distress. Meanwhile, family-to-
work conflict is related to absenteeism, tardiness, 
poor job performance, and job dissatisfaction 
(Voydanoff, 2004). 

5.4.3. Hoping to get spousal support  

Existing literature on the relationship between 
spouse-partner support has been positively related 
to a number of work related outcomes and marital 
adjustment (Bird and Bird, 1986; Roskies et al., 
2003; Roskies and Lazarus, 1980).  

Respondent 1: “My spouse doesn’t help in the 
housework because we have our maid. I will be much 
happier if he can spend more time with the children 
because that really makes me occupied at home. I 
have no time for myself” 

Respondent 2: “I’m hoping so much to get help 
from spouse. My spouse only good at certain task such 
as watching the kids, so at end of the day I have to do 
all by myself.” 

Based on the above statements it is evident that, 
these wives are desperately hoping for spousal 
support. Earlier we have discussed the types of 
spousal support; instrumental and emotional 
support. Emotional support refers to a sympathetic, 
loving and caring behaviour and Instrumental 
support is the assistance or facilitation in task 
accomplishment or providing assistance (Lee and 
Ling, 2001).  

Spousal support during illness, emotional 
support when necessary, and advice are seen to 
minimize fatigue and irritation (Bernas and Major, 
2000). Some women hope to share their burden of 
home chores with their spouse and reduce their 
stressful days.  They also wish to have time for them, 
just to take a short break after a hectic day. For both 
women and men a shift role from worker to mother 
or wife and to father to husband is not an easy task 
to handle if there is no support from their spouses. 

Our family system needs adjustment and adaptation 
to make sure that one partner is not overburdened 
by the roles he or she plays. Partners should get 
spousal support to overcome work-family conflict 
and create a balance in their life.  

5.5. Marital satisfaction  

Dual earners create two sources of family income 
for greater economy stability at home. This situation 
avoids placing a heavy responsibility on the husband 
as the sole provider for the family. It also helps wives 
to get the satisfaction of working outside the home 
(Bartley et al., 2007). For these couples, adapting to 
the dual worker lifestyle can create conflict. The 
statements below from the respondents show that 
they are experiencing marital dissatisfaction:   

Respondent 1:“My wife complains that I’m 
spending more time at work” 

Respondent 2:“Once back my husband and I don’t 
really talk much because we both are too tired. I will 
be rushing to finish the housework and at the same 
time have to take care my toddler son” 

Respondent 3: “Sometimes I’ve to bring back my 
work. After dinner usually I’ll sit with my lap top to 
complete my office work for the day. My wife is 
actually not very happy about this. But I’ve no choice, 
my work is such” 

Marital happiness is conceptualized as the degree 
of personal satisfaction on how the partner feels 
about his or her marriage (Cherlin, 1996). The 
literature on marital satisfaction found that the 
division of household tasks plays a part in marital 
satisfaction. It is all about how fairness is perceived 
in the division of household chores rather than the 
actual division of labour. This is apparently the key 
to the wife’s contentment. Other researchers also 
found that a perceived unfair division of labour 
decreased the wives’ marital quality and it becomes 
a major source of conflict (Frisco and Williams, 
2003; Stevens et al., 2007).  

Bartley et al. (2007) suggested the use of 
negotiation skills among the partners to overcome 
work-family conflict and create work-family balance. 
They believe that negotiation skills can help resolve 
their differences. The ability to resolve a conflict in a 
timely fashion is a mutually beneficial way. It also 
proven, that negotiation skill is essential for success 
in all areas of life including marriage (Bazerman, 
1998). Negotiation includes the partner’s effort to 
understand the situation and accommodate 
accordingly, and this obviously shows spousal 
support. The ability to negotiate during times of 
stress and conflict so that neither partner feels 
overburdened with the demands of home and family 
should be beneficial to maintain acceptable levels of 
marital happiness during stressful periods (Grote 
and Clark, 2001).  

For dual-earners, the time that they spend at 
home is very precious and they should negotiate well 
with their partner to reduce conflict and create a 
happy marriage. As we know, dual earners are 
usually faces with a stressful situation and are likely 
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to bring up difficult emotions that need to be 
processed. When an individual has the ability to 
negotiate an agreement with his or her partner, this 
can result in more commitment and happiness in 
their marriage. All in all, this study clearly explained 
two mind-sets found in our Malaysian society which 
controlled the work-family issue. The mind-sets are 
shown in Fig. 1. 

6. Limitation and future research 

The present study had several limitations that 
should be considered. The respondent in this study 
are not from the same type of job or not from the 
same job level. Different job and different job level 
might give different stage of work-family conflict. 
Earlier researchers had discussed the differences 
between high job level workers and low job level 
workers that lead to different degrees of work-family 
conflict (Brett and Stroh, 2003; Drago, 2007; 
Greenhaus and Beutell, 1985). Future research could 
attempt to repeat this study on job levels or job 
types among dual earners to gain better 
understanding on work-family conflict.  

Second limitation in this study is focus on the 
method of this study. Interview method has it 
weaknesses such as it is difficult to directly compare 
the results of in-depth interview because each 
interviews are unique and the sample size is small 
which the results are most probably don’t represent 
the population. This situation provides opportunity 
to create more rigorous study in future which 
researcher should involve multiple method of data 
collection. 

7. Conclusion  

Malaysians are from a multicultural background 
with strong beliefs, and norms according to their 
respective culture, and this situation had influenced 
the way of life and created the different kind of 
mind-sets among them.  Furthermore, these mind-
sets have created a unique atmosphere in work-
family issues and provide a cultural framework that 
specifically delegates the different responsibilities 
“who should do what” in the family work domain. 
However, most dual earners still have their own 
mind-set on work-family related issues. There are 
certain groups of people who still think that women 
belong at home and should take care of the house. 
These are views handed down from their 
forefather’s era.  

We can see how deep this view has taken root in 
certain people’s mind as noted from the comment 
made by an individual at the event entitled “Women 
in Technology” at Microsoft Tech SEA 2008 in Kuala 
Lumpur. This also goes to show that some Malaysian 
male workers are still in the state of transition from 
the old role ideologies.  

The concept of femininity and masculinity here 
refers to the degree in which a person sees himself 
or herself as masculine or feminine given what it 
means to be a man or woman in the particular 

society (Burke et al., 1988; Mead, 1935) and argues 
that the differences in temperament between men 
and women are not a result of their biological 
differences, but rather their differences in 
socialization and cultural expectations held for each 
sex. Based on this study, one of the most influential 
cultural expectations is from an individual’s religion. 

When religious perspective is included, it 
provides crucial resources that may help to manage 
stress in the work and family domains. As with other 
role involvements, however, the potential benefits of 
adding the religious domain may be moderated by 
the extent of one’s religious involvements which  are 
perceived as positive or negative (Pargament, 1997). 
Apart from involvement in work and family roles, 
involvement in a religion is a potentially powerful 
source of psychosocial resources. This is true of 
religion  for several reasons, which includes; (1) It is 
a way of thinking that helps many people understand 
personal limitations and encourage them to look 
beyond themselves for solutions and explanations; 
and (2) It provides a moral framework that shapes 
personal expectations of an ideal family and general 
life arrangements (Ammons and Edgell, 2007); and 
(3) It provides a formal mechanism for positive 
social network building and enhancement of role-
spanning skills or resources.  

With respect to the cultural changes in the 
Malaysian society, another aspect with considerable 
importance in achieving work-family balance is the 
mind-set. Two forms of mind-set were identified; 
mind-set related to one’s culture and a mind-set of a 
woman (or mother) as the better caretaker.   

The male respondent explained how women are 
seen traditionally as caretaker. Meanwhile the 
female respondent shows that although women 
desire to advance at work, their ambition often gives 
way to childcare responsibilities. Although gender 
roles are expanding and modern values are 
endorsed, Malaysians still practise and hold on to 
their traditional values on the importance of family 
in the society (Aycan and Eskin, 2005). Therefore, 
despite the changes in the workplace, the family is 
still the primary site where gender norms are 
reproduced (through cultural mind-set) in order to 
achieve a work-family balance.  

Therefore, dual earners with children should plan 
proper coping strategies to break and overcome 
these mind-sets in order to have work-family 
balance. Similarly, both partners should understand 
their own roles and also those of their spouse’s. This 
is to make sure that, when necessary, they can help 
cushion each other’s roles to overcome work-family 
conflict.  

In most cases, issue of work-family related to 
fixed mind set. In a fixed mind-set, risk and effort are 
two things that might reveal individual’s 
inadequacies and it shows that they are not up to the 
task. People with fixed mind-set do not believe in 
effort. Fixed mind-set individual always trying to 
prove themselves and they are super sensitive about 
being wrong or making mistakes.  In this society 
fixed mind-set set should replace with effort mind-
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set which the dual earners should plan and put some 
effort to improvise and create work-family balance.  
This situation only can happen by helping each 
other, regardless of gender and culture which have 
been blocking their minds.  
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