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Abstract

This research investigated the relationship between work-family conflict 
(WFC), job satisfaction and deviant workplace behavior (DWB) in the context 
of the Maldives’ public sector. Furthermore, the moderating roles of family 
income and gender were also considered in these relationships. To represent the 
vastly dispersed population of the Maldives, a two-stage sample scheme was 
used. In the first stage, 11 regions were randomly selected and in the second 
stage, 200 public sector employees were proportionally selected from those  
11 regions. In the initial phase, the reliability of the scale was tested and 
confirmatory factor analysis (CFA) of the measurement model was performed. 
To test direct, indirect and moderating effects, model 17 of the PROCESS 
macro was used. The results of the study revealed a strong positive relationship 
between WFC and DWB. Additionally, the roles of gender and family income 
in the direct relationship between WFC and DWB were significant. The effects 
of having high or low income were stronger for men than for women. Having  
a low income had a significant effect on the relationship between WFC and 
DWB, both among men and women.
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Introduction 

 A single deviant behavior such as workplace theft can 
cost more than USD 50 billion annually in the United 
States alone (Statistic Brain, 2018). Other deviant 
behaviors, such as surfing the internet during office hours, 

intentionally slowing the pace of work and wasting 
resources, are serious concerns for all workplaces, 
especially in the public sector. In the Asia region including 
the Maldives, deviant behavior like corruption is more 
severe than in the rest of the world (Transparency 
International, 2021). Robinson and Bennett (1995) 
defined workplace deviance as the “voluntary behavior 
that violates significant organizational norms and in so doing 
threatens the well-being of an organization, its members, 
or both” (p. 556). In 1982, Hollinger and Clark (1982) 
divided deviant workplace behavior (DWB) into two 
broad categories (property deviance and production deviance) 



H. Miushad et al. / Kasetsart Journal of Social Sciences 43 (2022) 553–560554

based on studies conducted from 1950 to the 1980s. 
According to Robinson and Bennett (1995), this is the starting 
point of an integrated framework for DWB. They then 
expanded the concept and added two more broad categories 
to the model: political deviance and personal aggression.
 Even though there are many studies investigating 
relationships between different internal organizational 
factors and DWB, the research done on external factors 
(like income, the role of gender and work-family life) is 
less common, especially in the context of the public 
sector (Baharom, Sharfuddin, & Iqbal, 2017; Bennett & 
Robinson, 2003). The existing research on antecedents of 
DWB does indicate that stress is one of the most common 
factors associated with it and, further, that DWB is the 
individual’s way of responding to stress (Bennett & 
Robinson, 2003; Fox, Spector, & Miles, 2001; Omar et al., 
2011). WFC and income are among the key elements that 
are highly related to factors beyond the organization’s 
control. Furthermore, these elements act as a major 
stressor in the work and family life and impact job 
satisfaction. Given that the Maldives is among the 
countries with the world’s highest divorce rate, family 
conflicts among the working population are expected to 
be high compared to other countries (National Bureau of 
Statistics, 2019; Organisation for Economic Co-operation 
and Development [OECD], 2020).
 Furthermore, income is one of the key factors that are 
closely linked to most of the other aspects of life domains 
like housing, health and the wellbeing of the family 
(Hobfoll, 2001). Additionally, existing research has 
shown that in many societies, gender plays a key role in 
dictating individual family responsivities, as well as 
career opportunities and level of income (Magadley, 
2021). Accordingly, to understand the spectrum of DWB 
in the context of the Maldives this research aimed to 
investigate the relationship between employees’ work-
family conflict (WFC), job satisfaction (JS), deviant 
workplace behavior (DWB) and the moderating roles of 
family income and gender using the assumptions of 
Conservation of Resource theory.

Literature Review 

Conservation of Resource (COR) Theory

 Conservation of Resource (COR) theory was 
introduced by Hobfoll (1989) as a theory of stress. 
According to COR theory, loss or threat of losing 
resources are the main causes of stress. Hobfoll (1989) 
defines stress as a “reaction to the environment in which 

there is: (1) the threat of a net loss of resources; (2) the net 
loss of resources; and or (3) a lack of resource gain 
following the investment of resources” (p. 516). Those 
resources could be personal characteristics (skills, self-
esteem), objects (car, house), conditions (good marriage, 
job security), or energies (money, credit) valued by the 
individuals and used to procure more resources.

Work-Family Conflict (WFC) and Deviant Workplace 
Behavior (DWB)

 A WFC can be defined as “a form of inter-role conflict 
in which the role pressures from the work and family 
domains are mutually incompatible in some respect” 
(Greenhaus & Beutell, 1985, p. 77). It is a bidirectional 
phenomenon: it could be either family interfering with 
work (FIW) or work interfering with family (WIF). The 
conflicts that arise could include a) time-based conflicts, 
b) strain-based conflicts, and c) behavior-based conflicts.
In the work domain, WFC affects job satisfaction (JS),
turnover intention, organizational commitment and so on
(Amstad, Meier, Fasel, Elfering, & Semmer, 2011; Boyar,
Maertz Jr, & Pearson, 2005; Kusumanegara, Asmony, &
Numayanti, 2018). In the life domain, it can affect marital 
life, family satisfaction and more (Amstad et al., 2011;
Grandey & Cropanzano, 1999). According to COR
theory, a good family or marital life is an important
resource that individuals strive to acquire and maintain.
When these important resources start to deplete,
individuals experience burnout and strain. DWB has been 
shown to be a way of responding to these stressful
experiences. (Bennett & Robinson, 2003; Fox et al.,
2001; Omar et al., 2011). With reference to these
discussions, the following hypothesis was derived:

Hypothesis 1: WFC has a positive influence on DWB.

Job Satisfaction as a Mediator in the Relationship 
between WFC and DWB

 Job satisfaction (JS) is the feeling individuals have 
about their job. These feelings could be good or bad. 
According to the two-factor theory by Herzberg,  
job satisfaction is mostly related to motivation factors 
l ike recognit ion,  achievement ,  growth;  while 
dissatisfaction is related to hygiene factors like income, 
working conditions, policies, and more (Herzberg, 1986). 
Given that the hygiene factors that contribute to the 
dissatisfaction are also the common causes of WFC, most 
of the existing research has shown a negative relationship 
between WFC and JS (Bruck, Allen, & Spector, 2002). 
Similarly, the mediating effect of JS in the relationship 
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between WFC and different outcome variables like 
turnover intention has shown positive effect (Chan & Ao, 
2019). Furthermore, cross-cultural studies have indicated 
that the effect of WFC on JS varies based on the cultural 
values of the country. In collectivist societies, the relationship 
between WFC and JS is weaker than in individualist 
societies (Allen, French, Dumani, & Shockley, 2020). 
Even though the Maldivian societies traditionally hold 
collectivistic values, the large-scale urban migration and 
modern living has impacted these values in the past 
decades (Moosa, 2019).
 Based on above stated discussion, the following 
hypothesis was derived.
 Hypothesis 2: JS mediates the relationship between 
WFC and DWB.

The Moderating Roles of Gender and Family Income

 In most cultures, gender is an important factor that 
influences the role of individuals in society. Even today, 
many societies expect women to undertake most of the 
family-related responsibilities (i.e., taking care of children 
and dependent parents). Having more family responsibilities 
than men, in addition to workplace stress, could put 
women in a more vulnerable position. The COR theory 
identifies career opportunities and tenure as condition 
resources that individuals strive to achieve, and for 
women, these resources are harder to attain compared to 
men, which leads to more stress among women (Hobfoll, 
2002). The existing research also indicates that women 
are more prone to workplace bullying (Attell, Brown & 
Treiber, 2017) and get more stressed due to interpersonal 
conflicts (Narayanan, Menon, & Spector, 1999).
 The COR theory indicates money or income as an 
energy resource that could be used to obtain additional 
resources. Similarly, individuals with low income face 
the threat of losing those limited resources, which makes 
them more vulnerable to psychological distress (Hobfoll, 

1989). Overall, high-income families are in a better 
position to deal with most of the stressful situations in 
work and life domain than low-income groups. In line 
with these assumptions of COR theory, the existing 
research does indicate that individuals with a low income 
experience more WFC than the high-income group (Ford, 
2011). With reference to the above discussion, the 
following hypotheses were derived.
 Hypothesis 3: Family income and gender moderate 
the direct effect of WFC on DWB such that the effect is 
stronger for low-income groups and women.
 Hypothesis 4: Family income and gender moderate 
the indirect effect of WFC on DWB through JS such that 
the effect is stronger for low-income groups and women.

Methodology 

Data Collection and Sampling

 For this research, data were collected from civil 
service employees in the Maldives. The civil servant pool 
consists of employees who have different levels of 
income and standards of living and who are distributed 
across 21 regions (20 atolls and one city). Given its 
geographical displacement, this research applied a two-
stage sampling scheme. In the first stage, 11 regions were 
selected randomly from 21 regions. Considering the type 
of analysis and indicators per factor (Marsh, Hau, Balla, & 
Grayson, 1998; Wolf, Harrington, Clark, & Miller, 2013), 
the target number of participants for the second stage was 200. 
Hence, a proportionate number of participants were randomly 
selected in the second stage from those 11 regions 
selected in the first stage. The survey questionnaire was 
distributed online with the help of the government offices 
using SurveyMonkey. A total of 314 samples were received, 
and 200 samples were randomly selected in proportion 
with the total number of public servants in those regions.

Figure 1 Conceptual framework 
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Measures

 All the scales used for this research are well-established 
and have an acceptable reliability level. For DWB, the 
19-item, 7-point scale developed by Bennett and 
Robinson (2000) was used. This scale has two constructs: 
interpersonal deviance (ID) and organizational deviance 
(OD). Interpersonal deviance included 7 items and 
organizational deviance included 12 items. The response 
ranges were as follows: 1 (never), 2 (once a year),  
3 (twice a year), 4 (several times a year), 5 (monthly),  
6 (weekly), and 7 (daily). The Cronbach’s alpha values 
were .81 and .78, respectively.
 WFC was measured using the scale developed  
by Carlson, Kacmar and Williams (2000). The original 
scale consists of three dimensions (time, strain, and 
behavior), but only time and strain were measured for  
the purpose of this research. Behavior was dropped 
because some authors question the function and 
conceptualization of this dimension (Korabik, Aycan, & 
Ayman, 2017). Each dimension was measured with a 
5-point Likert scale in two directions: family interference 
with work (FIW) and work interference with family 
(WIF). The Cronbach’s alpha values for the scale were 
above .79.
 Job satisfaction was measured using the generic job-
satisfaction scale developed by Macdonald and Maclntyre 
(1997). The scale consisted of 10 items on a 5-point 
Likert scale. The Cronbach’s alpha values were .77.

Data Analysis

 Once the data were cleaned, the reliability of the 
scales was tested by computing the Cronbach’s alpha. 
After that (using SPSS version 22; SPSS Inc., Chicago, 
IL, USA), confirmatory factor analysis (CFA) was 
performed, and the measurement model was tested and 
adjusted until acceptable model fit indices were achieved. 
For path analysis and hypothesis testing, the PROCESS 
macro developed by Hayes (2017) was utilized.

Results

 In the initial stage, CFA was performed to test the 
measurement model for all five latent constructs: JS, 
DWB, WIF, FIW, OD and ID. The initial test did not  
yield an acceptable fit (χ2 = 984.299, df = 517, p = .000, 
GFI = .787, AGFI = .755, CFI = .867, RMR = .0609  
and RMSEA = .061). To improve the model, loadings  
of the items were examined to ensure they were greater 
than 0.5. Further, the redundant items were eliminated. 
The adjusted model yielded an acceptable level of  
model fit (χ2 = 229.283, df = 178, p = .007, GFI = .904, 
AGFI = .876, CFI = .974, RMR = .0526 and RMSEA = .038) 
See Table 1.

Hypothesis Testing

 To test the hypotheses, model 17 of PROCESS macro 
was computed as suggested by Hayes (2017) using the 
standardized score of the variables. Figure 2 shows the 
conceptual framework with path coefficients.

Table 1 Respondent profile 
Items n Percentage Items n Percentage

Location   Gender
 Male’ city 116 58  Male 67 33.5
 HDh. Atoll 13 6.5  Female 133 66.5
 N. Atoll 8 4 Marital status
 R. Atoll 12 6  Single 47 23.5
 B. Atoll 8 4  Married 145 72.5
 ADh. Atoll 6 3  Divorced 8 4
 V. Atoll 2 1 Monthly Family Income
 L. Atoll 9 4.5  Low (0 to 14,000 MVR) 96 48
 GA. Atoll 7 3.5  High (14,000 MVR +) 104 52
 Gn. Atoll 6 3 Age
 S. Atoll 13 6.5  18–29 78 39

 30–39 92 46
Total 200 100  40 + 30 15
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Figure 2 Conceptual framework with path coefficients

Table 2 Results of conditional direct effect
Gender Conditional direct effect Confidence Interval

Family Income Effect Lower limit Upper limit
Male Low 0.974 0.770 1.177
Male High 0.708 0.487 0.929
Female Low 0.733 0.583 0.881
Female High 0.467 0.304 0.630

Figure 3 Effects of WFC on DWB at different combinations of family income and gender

 The path analysis computed by the PROCESS routine 
reveals a strong relationship between WFC and DWB (β 
= .974**, R2 = .544) and a negative relationship between 
WFC and JS (β = -.199**) as projected by the model. 
Additionally, a negative relationship between JS and 
DWB is shown (β = -.045), but this relationship is not 
significant. The PROCESS routine does not show a 
significant mediation effect for JS in the relationship 
between WFC and DWB, even after accounting for the 
moderating effects of family income and gender. The 
PROCESS routine shows that in the direct relationship 
between WFC and DWB, the moderating effect of gender 

(male, female) and family income (low, high) were 
positive in all combinations. For males with low income, 
the effect is stronger (.974) than for females with low 
income (.733). And also, for high-income males, the 
effect is stronger (.708) than high-income females (.467). 
Table 2 shows the results on the conditional direct effect 
of family income and gender. Figure 3 shows a graphical 
depiction of the effects of WFC on DWB at different 
combinations of family income level and gender. The 
result does not show a significant moderating effect for 
family income and gender in the relationship between JS 
and DWB.
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Discussion

 This research investigated the relationship between 
WFC, JS and DWB in the context of the public sector of 
the Maldives. The results revealed that there was a strong 
positive relationship between WFC and DWB. The 
existing research on the outcomes of WFC shows that 
WFC leads to psychological distress both in the workplace 
and family life and further to absenteeism, poor work and 
family performance, physical health risk and more 
(Amstad et al., 2011; Boyar et al., 2005; Grandey & 
Cropanzano, 1999; Kusumanegara et al., 2018). The 
COR theory indicates that when individuals lose resources 
(like stable work and family life), they experience stress 
(Hobfoll, 1989). Additionally, there are several studies 
that support the notion that DWB is an individual’s way 
of responding to stress (Bennett & Robinson, 2003; Fox 
et al., 2001; Omar et al., 2011). Overall, the strong 
positive relationship between WFC and DWB identified 
in this research aligns with the principles of COR theory 
and other existing research in this area.
 The study hypothesized that gender and family 
income would function as moderators in the relationship 
between WFC and DWB. The results indicated a 
significant moderating effect for family income among 
both males and females. According to COR theory, 
income is an important resource linked to several other 
life resources. Having low income could increase the 
threat to other resources and increase psychological 
distress. Research indicates that low-income groups 
experience higher WFC than high-income groups, which 
leads to more stress (Ciabattari, 2005; Ford, 2011). The 
finding of this study regarding the moderating role of 
family income aligns with the assumptions of COR 
theory. Additionally, this result also supports the study by 
Koirala and Charoensukmongkol (2020), which reported 
that individuals who are more satisfied with their financial 
condition are more positive and committed for their 
organization and support prosocial behavior.
 As far as gender is concerned, the study indicated that 
having low income has a stronger effect on men than 
women, which means that men with low income are more 
prone to DWB when they experience high WFC. In 
Eastern cultures, the financial burden of the family is 
mostly assumed by the male member. This could be one 
of the reasons men with low-income experience high 
DWB compared to women. Additionally, the COR theory 
indicates that social support is one of the resources that is 
used to cope with stress and in general women are in a 
better position in gaining social support than men 

(Hobfoll, 2002; Kneavel, 2021). This could be another 
reason why women have less DWB than men, regardless 
of high or low income.
 The study showed a negative relationship between 
WFC and JS as supported in some existing research 
(Bruck et al., 2002). Contrary to some research findings 
(Siu, 2002; Wadsworth & Owens, 2007), however, the 
relationship between JS and DWB was not significant. 
The existing studies indicate that culture plays an 
important role in the antecedents and outcomes of JS 
(Allen et al., 2020). The unique cultural aspects of the 
Maldives could be one of the reasons why JS did not have 
a significant direct relationship with DWB and a 
mediating role in the overall model. A large part of the 
Maldivian population still lives on isolated islands with 
small communities holding collectivist values (Moosa, 
2019). In collectivistic societies, the work and family 
roles are more interconnected and overlapping hence role 
conflicts are handled better when compared to 
individualistic societies (Allen et al., 2020).

Conclusion and Recommendation

 This research provides empirical evidence regarding 
the strong relationship between WFC and DWB and the 
roles family income and gender play in this relationship. 
One of the limitations of this study is that the data 
collected was self-reported and cross-sectional in nature. 
Self-reported data, especially about negative behaviors, 
could be biased as employees may be reluctant to 
accurately report their negative behaviors.
 This research revealed that WFC is an important 
factor related to DWB and that the effect is stronger 
especially for men with lower income. These conclusions 
contribute to the existing need for investigating how 
external organizational factors like WFC, family income 
and gender influence the DWB of employees. In light of 
this finding, organizations could concentrate more on the 
causes of WFC to address DWB. Additionally, the WFC 
of men should not be ignored by management in their 
attempts to address issues with DWB. Furthermore, the 
reasons why men experience a stronger effect in the 
relationship between WFC and DWB need to be further 
investigated with a longitudinal, qualitative inquiry.
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Discussion

 This research investigated the relationship between 
WFC, JS and DWB in the context of the public sector of 
the Maldives. The results revealed that there was a strong 
positive relationship between WFC and DWB. The 
existing research on the outcomes of WFC shows that 
WFC leads to psychological distress both in the workplace 
and family life and further to absenteeism, poor work and 
family performance, physical health risk and more 
(Amstad et al., 2011; Boyar et al., 2005; Grandey & 
Cropanzano, 1999; Kusumanegara et al., 2018). The 
COR theory indicates that when individuals lose resources 
(like stable work and family life), they experience stress 
(Hobfoll, 1989). Additionally, there are several studies 
that support the notion that DWB is an individual’s way 
of responding to stress (Bennett & Robinson, 2003; Fox 
et al., 2001; Omar et al., 2011). Overall, the strong 
positive relationship between WFC and DWB identified 
in this research aligns with the principles of COR theory 
and other existing research in this area.
 The study hypothesized that gender and family 
income would function as moderators in the relationship 
between WFC and DWB. The results indicated a 
significant moderating effect for family income among 
both males and females. According to COR theory, 
income is an important resource linked to several other 
life resources. Having low income could increase the 
threat to other resources and increase psychological 
distress. Research indicates that low-income groups 
experience higher WFC than high-income groups, which 
leads to more stress (Ciabattari, 2005; Ford, 2011). The 
finding of this study regarding the moderating role of 
family income aligns with the assumptions of COR 
theory. Additionally, this result also supports the study by 
Koirala and Charoensukmongkol (2020), which reported 
that individuals who are more satisfied with their financial 
condition are more positive and committed for their 
organization and support prosocial behavior.
 As far as gender is concerned, the study indicated that 
having low income has a stronger effect on men than 
women, which means that men with low income are more 
prone to DWB when they experience high WFC. In 
Eastern cultures, the financial burden of the family is 
mostly assumed by the male member. This could be one 
of the reasons men with low-income experience high 
DWB compared to women. Additionally, the COR theory 
indicates that social support is one of the resources that is 
used to cope with stress and in general women are in a 
better position in gaining social support than men 

(Hobfoll, 2002; Kneavel, 2021). This could be another 
reason why women have less DWB than men, regardless 
of high or low income.
 The study showed a negative relationship between 
WFC and JS as supported in some existing research 
(Bruck et al., 2002). Contrary to some research findings 
(Siu, 2002; Wadsworth & Owens, 2007), however, the 
relationship between JS and DWB was not significant. 
The existing studies indicate that culture plays an 
important role in the antecedents and outcomes of JS 
(Allen et al., 2020). The unique cultural aspects of the 
Maldives could be one of the reasons why JS did not have 
a significant direct relationship with DWB and a 
mediating role in the overall model. A large part of the 
Maldivian population still lives on isolated islands with 
small communities holding collectivist values (Moosa, 
2019). In collectivistic societies, the work and family 
roles are more interconnected and overlapping hence role 
conflicts are handled better when compared to 
individualistic societies (Allen et al., 2020).

Conclusion and Recommendation

 This research provides empirical evidence regarding 
the strong relationship between WFC and DWB and the 
roles family income and gender play in this relationship. 
One of the limitations of this study is that the data 
collected was self-reported and cross-sectional in nature. 
Self-reported data, especially about negative behaviors, 
could be biased as employees may be reluctant to 
accurately report their negative behaviors.
 This research revealed that WFC is an important 
factor related to DWB and that the effect is stronger 
especially for men with lower income. These conclusions 
contribute to the existing need for investigating how 
external organizational factors like WFC, family income 
and gender influence the DWB of employees. In light of 
this finding, organizations could concentrate more on the 
causes of WFC to address DWB. Additionally, the WFC 
of men should not be ignored by management in their 
attempts to address issues with DWB. Furthermore, the 
reasons why men experience a stronger effect in the 
relationship between WFC and DWB need to be further 
investigated with a longitudinal, qualitative inquiry.

Conflict of Interest

 There is no conflict of interest.

H. Miushad et al. / Kasetsart Journal of Social Sciences 43 (2022) 553–560 559

References

Allen, T. D., French, K. A., Dumani, S., & Shockley, K. M. (2020). 
A cross-national meta-analytic examination of predictors and 
outcomes associated with work–family conflict. Journal of  
Applied Psychology, 105(6), 539–576. https://doi.org/10.1037/
apl0000442

Amstad, F. T., Meier, L. L., Fasel, U., Elfering, A., & Semmer, N. 
K. (2011). A meta-analysis of work–family conflict and various 
outcomes with a special emphasis on cross-domain versus  
matching-domain relations. Journal of Occupational Health 
Psychology, 16(2), 151–169. https://doi.org/10.1037/a0022170

Attell, B. K., Brown, K. K., & Treiber, L. A. (2017). Workplace  
bullying, perceived job stressors, and psychological distress:  
Gender and race differences in the stress process. Social Science 
Research, 65, 210–221. https://doi.org/10.1016/j.ssresearch.2017. 
02.001

Baharom, M. N., Sharfuddin, M. D. K. B., & Iqbal, J. (2017). A systematic  
review on the deviant workplace behavior. Review of Public 
Administration and Management, 5(3), 2–8. https://doi.org/10.4172/ 
2315-7844.1000231

Bennett, R. J., & Robinson, S. L. (2000). Development of a measure of 
workplace deviance. Journal of Applied Psychology, 86(3), 349–360. 
https://doi.org/10.1037/0021-9010.85.3.349

Bennett, R. J., & Robinson, S. L. (2003). The past, present, and future of 
workplace deviance research. In J. Greenberg (ed.) Organizational 
behavior: The state of the science (pp. 247–281). Lawrence Erlbaum 
Associates Publishers. 

Boyar, S. L., Maertz Jr, C. P., & Pearson, A. W. (2005). The effects of 
work–family conflict and family–work conflict on nonattendance 
behaviors. Journal of Business Research, 57(7), 919–925. https://doi.
org/10.10.1016/j.jbusres.2003.11.005

Bruck, C. S., Allen, T. D., & Spector, P. E. (2002). The relation 
between work–family conflict and job satisfaction: A finer-grained 
analysis. Journal of Vocational Behavior, 60(3), 336–353. https://
doi.org/10.10.1006/jvbe.2001.1836

Carlson, D. S., Kacmar, K. M., & Williams, L. J. (2000). Construction 
and initial validation of a multidimensional measure of work  
family conflict. Journal of Vocational Behavior, 56(2), 249–276. 
https://doi.org/10.1006/jvbe.1999.1713

Ciabattari, T. (2005). Single mothers, social capital, and work-family 
conflict. Journal of Family Issues, 28(1), 34–60. https://doi.
org/10.17848/wp05-118

Chan, S. H. J., & Ao, C. T. D. (2019). The mediating effects of job 
satisfaction and organizational commitment on turnover intention, 
in the relationships between pay satisfaction and work–family 
conflict of casino employees. Journal of Quality Assurance in 
Hospitality & Tourism, 20(2), 206–229. https://doi.org/10.1080/152
8008x.2018.1512937

Ford, M. T. (2011). Linking household income and work–family conflict: 
A moderated mediation study. Stress and Health, 27(2), 144–162. 
https://doi.org/10.1002/smi.1328

Fox, S., Spector, P. E., & Miles, D. (2001). Counterproductive work 
behavior (CWB) in response to job stressors and organizational 
justice: Some mediator and moderator tests for autonomy and 
emotions. Journal of Vocational Behavior, 59(3), 291–309. https://
doi.org/10.1006/jvbe.2001.1803

Grandey, A. A., & Cropanzano, R. (1999). The conservation of resources 
model applied to work–family conflict and strain. Journal of 
Vocational Behavior, 54(2), 350–370. https://doi.org/10.1006/
jvbe.1998.1666

Greenhaus, J. H., & Beutell, N. J. (1985). Sources of conflict between 
work and family roles. Academy of Management, 10(1), 76–88. 
https://doi.org/10.1006/jvbe.1998.1666

Hayes, A. F. (2017). Introduction to mediation, moderation, and 
conditional process analysis: A regression-based approach. Guilford 
publications. 

Herzberg, F. (1986). One more time: How do you motivate employees 
(pp.433–448). The Leader Manager, 

Hobfoll, S. E. (1989). Conservation of resources: a new attempt at 
conceptualizing stress. American Psychologist, 44(3), 513. https://
doi.org/10.1037/0003-066X.44.3.513

Hobfoll, S. E. (2002). Social and psychological resources and 
adaptation. Review of General Psychology, 6(4), 307–324. https://
doi.org/10.1037/1089-2680.6.4.307

Hobfoll, S. E. (2001). The influence of culture, community, and 
the nested-self in the stress process: Advancing conservation of 
resources theory. Applied Psychology, 50(3), 337–421. https://doi.
org/10.1111/1464-0597.00062

Hollinger, R., & Clark, J. (1982). Employee deviance: A response to the 
perceived quality of the work experience. Work and Occupations, 
9(1), 97–114. https://doi.org/10.1177/0730888482009001006

Kneavel, M. (2021). Relationship between gender, stress, and quality of 
social support. Psychological Reports, 124(4), 1481–1501. https://
doi.org/10.1177/0033294120939844

Korabik, K., Aycan, Z., & Ayman, R. (Ed). (2017). The work-family 
interface in global context. Taylor & Francis. 

Koirala, M., & Charoensukmongkol, P. (2020). Contributions of CSR 
perception to employees commitment and job satisfaction: Does 
personal income matter? Kasetsart Journal of Social Sciences, 41(2), 
303–307. https://doi.org/10.34044/j.kjss.2020.41.2.06

Kusumanegara, I. S., Asmony, T., & Numayanti, S. (2018). Work-family 
conflict on turnover intention regarding work stress as intervening 
variable. International Journal of Social Sciences and Humanities, 
2(2), 141–154. https://doi.org/10.29332/ijssh.v2n2.153

Macdonald, S., & Maclntyre, P. (1997). The generic job satisfaction 
scale: Scale development and its correlates. Employee Assistance 
Quarterly, 13(2), 1–16. https://doi.org/10.1300/j022v13n02_01

Magadley, W. (2021). Moonlighting in academia: A study of gender 
differences in work-family conflict among academics. Community, 
Work & Family, 24(3), 237–256. https://doi.org/10.1080/13668803
.2019.1678458

Marsh, H. W., Hau, K. T., Balla, J. R., & Grayson, D. (1998). Is more 
ever too much? The number of indicators per factor in confirmatory 
factor analysis. Multivariate Behavioural Research, 33(2), 181–220. 
https://doi.org/10.1207/s15327906mbr3302_1

Moosa, S. (2019). Social connectedness and wellbeing of ageing 
populations in small islands. University of Waikato. https://www.
intechopen.com/chapters/66271

Narayanan, L., Menon, S., & Spector, P. E. (1999). Stress in the 
workplace: A comparison of gender and occupations. Journal of 
Organizational Behavior, 20(1), 63–73. https://doi.org/10.1002/
(sici)1099-1379(199901)20:1<63::aid-job873>3.0.co;2-j

National Bureau of Statistics. (2019). Statistical pocketbook of  
Maldives. National Bureau of Statistics. http://statisticsmaldives. 
gov.mv/nbs/wp-content/uploads/2019/07/Statistical-Pocketbook- 
2019.pdf

Organisation for Economic Co-operation and Development [OECD]. 
(2020). Marriage and divorce rates. https://www.oecd.org/els/
family/SF_3_1_Marriage_and_divorce_rates.pdf

Omar, F., Halim, F. W., Zainah, A. Z., Farhadi, H., Nasri, R., & 
Khairudin, R. (2011). Stress and job satisfaction as antecedents 
of workplace deviant behaviour. World Applied Sciences Journal, 
46–51. https://www.idosi.org/wasj/wasj12(SPSHD)11/9.pdf

Robinson, S. L., & Bennett, R. J. (1995). A typology of deviant 
workplace behaviors: A multidimensional scaling study. 
Academy of Management Journal, 38(2), 555–572. https://doi.
org/10.2307/256693



H. Miushad et al. / Kasetsart Journal of Social Sciences 43 (2022) 553–560560

Siu, O. l. (2002). Predictors of job satisfaction and absenteeism in  
two samples of Hong Kong nurses. Journal of advanced nursing, 
40(2), 218–229. https://doi.org/10.1046/j.1365-2648.2002.02364.x

Statistic Brain. (2018). Employee theft statistics. S. B. R. Institute. 
https://www.statisticbrain.com/employee-theft-statistics/

Transparency International. (2021). CPI 2020: Asia pacific. https://www.
transparency.org/en/news/cpi-2020-asia-pacific

Wadsworth, L. L., & Owens, B. P. (2007). The effects of social support 

on work – family enhancement and work – family conflict in the 
public sector. Public Administration Review, 67(1), 75–87. https://
doi.org/10.1111/j.1540-6210.2006.00698.x

Wolf, E. J., Harrington, K. M., Clark, S. L., & Miller, M. W. (2013). 
Sample size requirements for structural equation models:  
An evaluation of power, bias, and solution propriety. Educational 
and Psychological Measurement, 73(6), 913–934. https://doi.
org/10.1177/0013164413495237


	The relationship of work–family conflict, job satisfaction and deviant workplace behavior in the Maldives’ public sector
	Abstract
	Introduction
	Literature Review
	Conservation of Resource (COR) Theory
	Work-Family Conflict (WFC) and Deviant Workplace Behavior (DWB)
	Job Satisfaction as a Mediator in the Relationship between WFC and DWB
	The Moderating Roles of Gender and Family Income

	Methodology
	Data Collection and Sampling
	Measures
	Data Analysis

	Results
	Hypothesis Testing

	Discussion
	Conclusion and Recommendation
	Conflict of Interest
	References




