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Abstract 

In recent years, studies have shown that with the increase in the number of dual-career couples and greater job 
demand from employers, employees have to deal with work-family role imbalance. Hence, many employees 
have demanded assistance for non-work or family activities. The absence of a strong legal contract on 
work-family benefits to help employees deal with work-family role imbalance has resulted in employees relying 
on psychological agreements or contracts. This paper presents a model that includes personality factors (positive 
affectivity and negative affectivity) as independent variables, work-family psychological contract as a mediator 
and job satisfaction as the dependent variable. This model was developed based on the ‘conservation of 
resources theory’ as well as previous research findings. This model extends the content of psychological contract 
to include work-family issues by introducing the work-family psychological contract concept and postulates the 
role of work-family psychological contract as a mediator in the relationships between affectivity and job 
satisfaction. 

Keywords: work-family psychological contract, affectivity, job satisfaction 

1. Introduction 

The increase of woman workers has created another new scenario in the workforce whereby the number of 
dual-earner couples has also increased (Aminah, 2011). This means that more couples are juggling both work 
and family roles (Perrewe´, Treadway, & Hall, 2003) and are experiencing difficulty in balancing these roles 
(Baral & Bhargava, 2010). The experience of work-family role imbalance affects employees’ job satisfaction 
(Saltzstein, Ting, & Saltzstein, 2001). Research has shown that employees who received family-friendly 
programs at the workplace had high levels of job satisfaction (Saltzstein, Ting, & Saltzstein, 2001). It is also 
found that low levels of job satisfaction may reduce the morale of employees who then tend to work less and 
concentrate less on their jobs and inadvertently this is a loss to the organization due to the decrease in 
productivity and efficiency (Varawalla, 2009). 

This situation has forced organizations to take action to help employees manage their work and family role 
demands and increase their job satisfaction (Baral & Bhargava, 2010). The importance of workplace family 
support in generating positive organizational outcomes has been reported (Lapierre et al., 2008; Aminah & 
Zoharah, 2013). Many organizations in developed countries have formulated work-family policies to help 
employees deal with this situation by integrating employees’ work and family roles (Jones & McKenna, 2002). 
In Malaysia, although the government sector has been more generous in providing work-family benefits as 
compared to the private sector, the work-family policy is still at its early stage of development (Aminah, 2007). 
The absence of a strong regard for legal contracts in terms of work-family policies suggests that such an 
exchange relationship may depend on psychological, social, and interpersonal mechanisms rather than 
formalisms arising from legal provisions. Employees and employers may come into a psychological contract or 
agreement about employer assistance in non-work activities. 

According to Rousseau (1995), psychological contracts are “individuals’ beliefs, shaped by the organization, 
regarding terms of an exchange agreement between individuals and their organizations” (p. 9). Although there 
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have been many studies on psychological contract, only a few have used the psychological contract concept to 
deal with work-family issues (Conway & Briner, 2002). Moreover, many studies on psychological contracts only 
focus on testing theories and discussing them in general (DelCampo, 2007). In this paper, work-family 
psychological contract refers to unwritten beliefs held by employees regarding what has been promised to 
employees by organizations regarding the integration of work and family roles. In other words, work-family 
psychological contract reflects an employee’s expectations regarding an organization’s obligations and these 
expectations are based on what has been promised by the organization regarding work-family benefits. 

According to Conway and Briner (2005), a psychological contract can be shaped by individual factors such as 
the individual’s personality. This paper suggests that psychological contract potentially provides a useful 
mechanism through which the relationships between personality factors and job satisfaction can be examined. 
Psychological contract plays a key role in shedding light on contemporary employment relationships (Sels, 
Janssens, & Van den Brande, 2004; Sturges et al., 2005; Pate, 2006). This paper extends the content of 
psychological contract to include work-family issues by introducing the work-family psychological contract 
concept and investigate the role of this contract as a mediator in the relationships between personality factors and 
job satisfaction. 

Drawing from the classical ‘conservation of resources theory’ (Hobfoll, 1989), this model presents the mediating 
effect of work-family psychological contract on the relationships between positive affectivity, negative 
affectivity and job satisfaction (Figure 1). 

 

Figure 1. Model on the mediating effect of work-family psychological contract on the relationships between 
positive affectivity, negative affectivity and job satisfaction 

 

2. Literature Review 

2.1 Conservation of Resources Theory 

The present model is grounded on the ‘conservation of resources theory’ (Hobfoll, 1989), which suggests that 
individuals will strive to protect their resources from any loss. Resources here refer to objects, conditions, 
personal characteristics, or energy, which are valued by individuals (Hobfoll, Freedy, Lane, & Geller, 1990). 

In this model, personality factors (positive affectivity and negative affectivity) are recognized as ‘personal 
characteristic resources’ that individuals may protect from any loss so that other resources, namely work-family 
psychological contract and job satisfaction may in turn be protected. Work-family psychological contract is 
identified as a ‘condition resource’ that is protected to ensure that individuals are satisfied with their jobs. 

In line with this theoretical perspective, it seems reasonable to view work-family psychological contract as a 
resource for employees who believe that the organization is fulfilling its obligations to help them balance work 
and family roles, and hence increase satisfaction in their jobs. 

2.2 Positive Affectivity, Negative Affectivity and Job Satisfaction 

Affectivity is a characteristic that describes how individuals experience emotions and react to their environment 
(Brouer & Harris, 2007). Individuals with positive affectivity are typically enthusiastic, confident, energetic and 
active while individuals with high negative affectivity are characterized as distressed, disagreeable and tense 
(Heller, Judge, & Watson, 2002). An individual with high negative affectivity is described as nervous, anxious, 
and tense, while an individual with low negative affectivity is seen as calm and quiet (Brouer & Harris, 2007). 
High negative affectivity individuals tend to dwell on their failures and shortcomings and see themselves as 
unhappily engaged (Bouckenooghe, Raja, & Butt, 2013). Individuals with high positive affectivity are illustrated 
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as joyful and confident (Toegel, Anand, & Kilduff, 2007). These individuals have a generalized sense of 
well-being and are predisposed to experience positive emotional states as well as a tendency to espouse positive 
views of oneself and the world (Bouckenooghe, Raja, & Butt, 2013). Both positive affectivity and negative 
affectivity have also been linked to the major personality traits of extraversion and neuroticism from the Big Five 
model of personality traits (Bouckenooghe, Raja, & Butt, 2013). Relying on meta-analytic data, Ilies and Judge 
(2003) found that positive and negative affectivity could better explained genetic sources of job satisfaction than 
the Big Five traits. 

According to Bouckenooghe, Raja, and Butt (2013) positive and negative affectivities influence key work 
outcomes such as job satisfaction, job performance and intention to quit. It is critical to understand how positive 
affectivity and negative affectivity relate to key attitudes such as job satisfaction because employees’ 
organizational lives are imbued with affect (Bouckenooghe, Raja, & Butt, 2013). Positive affectivity and 
negative affectivity are positive and negative sources of energy (Watson, 2000) that may motivate people to 
perform well or discourage them from doing so. Whether one will mobilize these negative or positive sources of 
energy will depend on the evaluation or assessment of his or her own job (Bouckenooghe, Raja, & Butt, 2013). 
Individuals who habitually experience positive emotions (high positive affectivity) report higher job satisfaction, 
and individuals who habitually experience negative emotions (high negative affectivity) report lower job 
satisfaction (Templer, 2012). Connolly and Viswesvaran (2000) reported that both positive affectivity and 
negative affectivity were moderately correlated with job satisfaction. Research by Bruk-Lee, Khoury, Nixon, 
Goh, and Spector (2009) found that positive affectivity was positively related to job satisfaction, and negative 
affectivity was negatively related to job satisfaction. According to Lent et al., (2011) individuals with high 
positive affectivity may have high levels of satisfaction with their jobs. This is because individuals with positive 
affectivity always look at the bright side of their job, and hence they feel satisfied with their jobs (Grafton, Ang, 
& Macleod, 2012). Diefendorff, Erickson, Grandey, and Dahling (2011) illustrated that individuals with negative 
affectivity may feel dissatisfied with their jobs because they are easily depressed. Moreover, in the case of 
negative affectivity, the experience of negative emotions such as distress and anxiety will deplete the resources 
required for satisfaction on job (Bouckenooghe, Raja, & Butt, 2013). 

2.3 Positive Affectivity, Negative Affectivity and Work-Family Psychological Contract 

The study of relationships between affectivities (positive affectivity and negative affectivity) and psychological 
contract has not been given much attention compared to other personality studies (Grafton, Ang, & Macleod, 
2012). According to Turnley and Feldman (1999), individuals with negative affectivity were inclined to have 
negative perceptions on psychological contracts. They tend to develop negative perceptions toward their 
organizations in terms of reciprocating obligations at the workplace. This happens because individuals with 
negative affectivity are likely to pay attention on what they do not gain or gain less from the psychological 
contract than what they have received. Thus, employees may not have positive beliefs about their organizations 
pertaining to assistance in integrating work and family roles. On the other hand, individuals with positive 
affectivity are known to be more calm and optimistic (Brouer & Harris, 2007). Turnley and Feldman (1999) 
found that individuals with positive affectivity might have positive perceptions on psychological contracts. 
Hence, they are more likely to believe that their organizations will help them integrate work and family roles. 

Research by Guerrero and Herrbach (2008) found that perceptions on psychological contracts are influenced by 
positive affectivity and negative affectivity. Individuals who experience positive affectivity may generate 
mindsets that their organizations would fulfill psychological contracts. In other words, individuals with positive 
affectivity tend to perceive that their organizations would reciprocate their obligations regarding work-family 
issues. Conversely, individuals with negative affectivity are linked to distress and anxiety, and the experience of 
negative events on the job is likely to be related over time to negative perceptions of psychological contract 
fulfillment. 

2.4 Work-Family Psychological Contract and Job Satisfaction 

Psychological contract is a key management concern as it can have an impact on employees’ attitudes including 
job satisfaction (Beynon, Heffernan, & McDermott, 2012). Research on psychological contract and job 
satisfaction shows that these two factors are positively related (McDonald & Makin, 2000; Allen, 2001; Gordon, 
Whelan-Berry, & Hamilton, 2007; Chambel & Alcover, 2011). A study by Baral and Bhargava (2010) shows that 
psychological contract is positively correlated to job satisfaction. Beynon, Heffernan, and McDermott (2012) 
suggested that breach of psychological contract might have negative effects on employees’ attitudes such as job 
satisfaction. Chao, Cheung, and Wu (2011) found that breaching the psychological contract would lower 
employees’ job satisfaction. It can be expected that fulfillment of the psychological contract may enhance 
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employees’ job satisfaction because when employees belief that their organizations have fulfilled obligations in 
helping their employees integrate work and family responsibilities, employees would feel satisfied with their 
jobs. Conway, Guest, and Trenberth (2011) also found that fulfillment of psychological contract may increase 
employees’ satisfaction toward their jobs. Thus, it seems reasonable to view that work-family psychological 
contract would positively contribute to job satisfaction. 

3. Conclusion 

The absence of a strong legal contract on work-family benefits to help employees deal with work-family role 
imbalance has resulted in employees relying on psychological agreements or contracts. In the past, studies on 
psychological contract have only focused on traditional contents such as emoluments, promotions and training. 
Due to the significance of work-family issues, the model developed in this paper has introduced a new content of 
the psychological contract namely, work-family integration. 

The model includes personality factors (positive affectivity and negative affectivity) as independent variables, 
work-family psychological contract as a mediator and job satisfaction as the dependent variable. The model 
developed in this paper is based on the conservation of resources theory, and work-family and psychological 
contract literature. This model would help provide a greater understanding of the mechanism by which the 
work-family psychological contract, positive affectivity, and negative affectivity are linked to job satisfaction of 
employees. 
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