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Abstract 

 

The present study tries to test moderating effects of agreeableness, (conflict) in relationship 

among work, family and subjective Well-being. Personal life, work life is two main components 

of life those are interconnected. Work-family and family-work disputes deal with conflicts 

between roles that arise sometimes the requirement of work conflict with personal or family life. 

The roles of individuals in family and professional life can sometimes lead to conflict. In this 

study check the relationship between family, work that affects subjective well-being, and also 

identifies agreeableness. The sample consists of institute of Lahore public or private institution. 

The basic finding of this research is that agreeableness moderates the relationship between W to 

FC and F to WC and subjective well-being. In the future, attempts should be made those effects 

of other potential moderators such as family size, cultural practices, and leadership style between 

work, family and subjective well-being. 

 

 

 

 

 

 

 

 

 

 

Keywords: Family Work Conflict (FWC), Subjective Well-being (SWB), and Work Family 

Conflict (WFC), Agreeableness (AG). 



   x 
 
 

 

Table of Contents 

 
Dedication ............................................................................................................ vi 

Declaration ......................................................................................................... vii 

Acknowledgement ............................................................................................. viii 

Abstract ............................................................................................................... ix 

List of Tables ...................................................................................................... xiii 

List of Figures ..................................................................................................... xiv 

List of Abbreviations ..........................................................................................xv 

Chapter no 1 .........................................................................................................16 

Introduction ..........................................................................................................16 

1.1 Back ground of study ..............................................................................16 

1.2 Introduction ...............................................................................................19 

1.3 Problem statement of study .......................................................................21 

1.4 Research Objectives ...................................................................................22 

1.5 Research Questions ....................................................................................22 

1.6 Importance of the Study: ...........................................................................23 

1.7 Scope of the Study:.....................................................................................23 

Chapter 2 ..............................................................................................................24 

Literature Review .................................................................................................24 

2.12 Work and Family Conflict .......................................................................26 

2.3 Showing Relationship among Study Variables.........................................73 

2.3,1 Variables ...............................................................................................73 

2.3.2. Dependent Variable ............................................................................73 

2.3.2.1 Subjective Well-Being: ......................................................................73 



   xi 
 
 

2.3.3 Independent Variable ..........................................................................73 

2.3.3.1 Work-Family, Family -Work Conflict .............................................74 

2.3.4 Moderating Variable............................................................................74 

2.3.4.1 Agreeableness ....................................................................................74 

2.4 Framework .................................................................................................75 

2.5 Hypothesis ..................................................................................................75 

CHAPTER 3 .........................................................................................................76 

METHODOLOGY ...............................................................................................76 

3.2 Research Design .........................................................................................76 

3.3 Research Approach ....................................................................................76 

3.3.1 Population.............................................................................................76 

3.3.2 Sampling Technique ............................................................................76 

3.3.3 Unit of Analysis ....................................................................................76 

3.3.4 Sample Size ...........................................................................................77 

3.4 Data collection ............................................................................................77 

3.5 Data collection Procedure ..........................................................................77 

3.6 Data Analysis Software ..............................................................................77 

3.7 Measures .....................................................................................................77 

Chapter 4 ..............................................................................................................79 

Data Analysis ........................................................................................................79 

4.1 Analysis of data ..........................................................................................79 

4.2 General Demographic information ...........................................................79 

4.3 Detection of Normality ...............................................................................83 

4.3.1 Graphical Histogram with Normal curve ..............................................83 

4.3.2 Graphical Histogram with approximate – Normality curve.................83 

4.3.3 Graph 3 Normality P-Plot of Agreeableness: (AG) ............................84 

4.4 Reliability ...................................................................................................85 



   xii 
 
 

4.4.1 Measures with a reliability model .......................................................85 

4.6 Statistical Hypothesis Tests .......................................................................91 

4.6.1 W to FC and subjective well-being......................................................91 

4.6.2 F to WC and subjective well-being......................................................91 

4.6.3 W to FC and subjective well-being moderated by Agreeableness .....91 

4.6.4 F to WC and subjective well-being moderated by Agreeableness .....92 

Conclusion ............................................................................................................93 

5.1 Results.........................................................................................................93 

5.2 Discussion of the findings ..........................................................................93 

5.3 Limitation ...................................................................................................95 

5.4 Recommendations ......................................................................................95 

5.5 Conclusions.................................................................................................96 

References ...........................................................................................................97 

Appendix I…..………………………………………..…………………………118 

 

  



   xiii 
 
 

List of Tables 

Table 1 Material status ..........................................................................................79 

Table 2 Gender .....................................................................................................80 

Table 3 Age ..........................................................................................................81 

Table 4 Education .................................................................................................82 

Table 5 Reliability Statistics .................................................................................85 

Table 6 Model Summary.......................................................................................87 

Table 7 Coefficients ..............................................................................................87 

Table 8 R-Square ..................................................................................................88 

Table 9 Moderation effect @ X, @ Y values: .......................................................88 

Table 10 Model summary……...…………………………………….……………89 

Table 11 Cofficients...…………………………………………………………….89 

Table 12 R-Square ..………………………..……………………………………..90 

Table 13 Moderation effect @X, @Y value ….…………………..………………90 

 

 

 

 

 

 

 

 

 

 

 



   xiv 
 
 

 

List of Figures 

Figure 1 Marital Status of Respondents.................................................................80 

Figure 2 Gender of Respondents ...........................................................................81 

Figure 3 Age of Respondents ................................................................................81 

Figure 4 Education of Respondents .......................................................................82 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



   xv 
 
 

 

 

List of Abbreviations  

 
 

WFC = Work-Family Conflict  

FWC = Family-Work Conflict 

SWB = Subjective Well-being 

AG    = Agreeableness



   16 
 
 

 

Chapter no 1 

Introduction 

1.1 Back ground of study 

Incompatibilities that lead to conflict can have both negative and positive effects results. The 

positive or negative effects of conflict on individuals and Institution would basically depend on 

how it is managed. Conflict management can require the adaptation of certain practices called 

conflict management practices. Family and work are the main component of human life. The 

amount of employee’s that are spend some of their time at work place and those are unable to 

carry out their home duties  (Eshak, Kamal, & Seedhom, 2018).The conflict between family and 

work is very important many of previous studies have been done on family and work conflict 

measuring quantitative methods of research. (Manouchehri, Imani, Atashzadeh-, & Majd, 2017). 

The study investigates the relationship in family life and work life that affects subjective 

well-being, and also identifies personality traits agreeableness. Agreeableness is moderator 

influence in this relationship. All public sector and private institutions are selected for this 

purpose. The need for an efficient and attentive workforce with conflict has decreased and 

Agreeableness is expected to moderate affective responses during conflicts. 

 Researchers have measured the conflict between works and family in a variety of ways. 

Traditionally, Researchers unidirectional measured the conflict in middle of family’s and works. 

That shows, you investigate the conflict that has arisen at work affected the family responsibility. 

The contention among work and family by and large identifies with the degree to which Expert 

and family obligations meddle with one another also, is typically characterized as "some sort of 

contention between jobs that happens of life because of the inconsistent role pressures of work - 

family domain ".conflict among family – work is set as bidirectional so job can be troublesome 

.Family (conflict among family and work) and family can meddle Work (conflict among family, 

work) .The above idea of conflict mentioned that workers often attempt to find some kind of 

balance is labeled in hierarchical concentrates as (W-FC),  (F-WC). W – FC occurs when 

requests from one job (typically at home) influences one's capacity to fulfill the needs connected 
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with another part in another role (generally at working environment). However, the opposite will 

be the situation for F - WC when problem at work conflict with family duty. (Greenhaus & 

Beutell, 1985).  

Conflicts have gradually become an inevitable situation in every institution. The dynamics of 

society in which we the stay can lead to incompatibilities, which can ultimately lead to conflict. 

According to  (Rahim, M A, 2002) conflict generally relates to differences of opinion and 

Perceptions on a specific subject at a specific time. Because of the inevitable nature of conflict in 

all institutions are therefore necessary institutions learning to use them effectively to minimize 

their negative impact and maximize their positive impact on institutions  (Almost.J, 2004). 

(M.M Rahman, et al., 2018) Suggested that the effect of other moderators like size of family, 

cultural practices, leadership style and personality traits on the Work - Family Conflict, Family 

W-FC to Work Family Conflict (F- WC) and Subjective Well-being. The relationships between 

W-FC and many ends result variables such as (job satisfaction, family, as well as life 

satisfaction) were examined and a negative relationship between them was found  (Rahman, et 

al., 2018). 

The agreeableness is the degree to which an one people helps other people and isn't 

egotistical, has pardoning, and is commonly dependable, with attributes, for example, trust 

(forgiveness), direct inconsiderateness, graciousness, (don't uncover) and delicacy. (Radhitya & 

Heru, 2020). 

The relationship among  other intervening outcomes (moderators and mediators) so as to 

achieve  to determine the indirect and total effect of W-FC on well- being in the country 

environment  (Mohammad, Noor, Amer , Zuraina, & Adedeji, 2018),  (Kalliath & Kalliath , 

2013) ( Anafarta, 2011) ( Tanaka, Maruyama, Ooshima , & Ito, 2011). (W-FC) is characterized 

like “pattern of mutual roles” confrontation in which the functional pressure consists of family 

and work areas incompatible in a certain way (Rathi, N; Barath, M, 2013).The teaching, 

especially the university teaching profession, is one of the most respected and respected 

professions around the world. The teachers are the thinkers and the developers of the thinkers of 
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a nation. Still on the whole the world lesson is considered the root and nourishment of all other 

professions (Hanif, 2004). 

Examination inspecting the contentions among work - family is ongoing course in the recent 

course many years and has incited the progression of speculative models, test examinations and 

work family activities kept up by associations. At the point when associations attempt to assist 

representatives with dealing with the organization balance among work and family prerequisites, 

there is a developing collection of examination regarding the matter of contention among work 

and family. Alongside the quick increment in wedded ladies who keep on entering the universe 

of work keep up most of family and home obligations. (Aminah Ahmad, 1, June 2008). 

According to (Carlson, & Kacmar, 2000)  .There are three fundamental components of work and 

family conflict, which are time sensitive conflict, stress-based conflict, and conduct based 

conflict. Absence of time goes through with family or work (time sensitive conflict), weighty 

work necessities (stress-based conflict) and challenges in speaking with the administrator (social 

conflict) are instances of work-family circumstances conflict. (Carlson, & Kacmar, 2000). 

Regard for the interface among work and family has been to a great extent driven by changes 

in the demographic composition of the work place. These changes were marked by an increase in 

the number of women, couples with two learners and single parents. Demographic change was 

coupled with technological advances and organizational structural changes in response to 

increased global competition. Such phenomena contribute to the increase more men and women 

negotiate the interrelationship among family and work. Through observation evidence among the 

family and work has increased pressure escalated tension. (Candice Anne Gilham, 2012).  

(Greenhaus & Beutell, 1985) conceived the work-family conflict (W-FC) and defined it as type 

of home or job position conflict that arises just sometimes pressure of work performance is 

opposite to the pressure in the family performance. 
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1.2 Introduction 

The study helps to investigate the relationship among family life and work life that 

affects subjective well-being, and also identifies personality traits agreeableness. Agreeableness 

is moderator influence in this relationship. All public sector and private institutions are selected 

for this purpose. The need for an efficient and attentive workforce with conflict has decreased 

and Agreeableness is expected to moderate affective responses during conflicts. 

Work-family conflict (W-FC) is a worldwide one Problem paying little mind to the 

nations and Traditions over the universe. The degree and nature are probably going to contrast in 

various nations with various social qualities. WFC is transforming into a significant issue the 

developing and industrialized nations. WFC is a typical and progressing issue of the current day 

living in numerous countries. Specialists, analysts, Academics and strategy producers are entirely 

frightened about this issue and subsequently they are Pay more thoughtfulness regarding balance 

among work and family. An irregularity among family and work is hurtful. (Faisal, Mustafa; 

Ambreen; Arshad, Iqra; sharoon, 2019). 

Conflict among family and work type of inter-part of conflict which occurs when two 

types which one is family and other is work become imbalance. The problem that’s creates 

conflict among work-life and family-life have been widespread in the field of work 

organizational research. It has been found that conflicts in personal work or personal home 

activate which reduce tension and burnout work performance and productivity and sources of 

stress among academics. Involvement of academics in many working activities e.g. teaching 

among with research has come up with higher work pressure that can lead to conflicts between 

work and family. Work which is not hardly among work family Conflict (i.e. (W-FC), (F-WC) 

relatives with academic burdens have been identified, which in turn decrease job satisfaction. 

(Panatik S. A., Badri, Rajab, & Yusof, 2012). 

McGillivray (2007) states that Subjective well-being reflects the level of comfort learned 

from the employees. Therefore, well-being can be measured by subjective or objective. (Achour, 



   20 
 
 

Grine, Nor & MohdYusoff, 2015).Despite the Studies started in the past to assess the impact of 

W-FC on work Satisfaction with various professionals like social workers, hospitality, the effect 

is not yet clearly identifiable different people and organizational outcomes among academics of 

private Universities. (Huffman, Casper, & Payne, 2014). According to systems theory (S. P. 

Robbins, T. A. Judge, & N. Vohra, 2014) the organization is an open system in which 

professional activities and working life are influenced not only by organizational factors, but also 

by external influences, including social life, private life and family life belong. However, for 

every working man and woman, family and work atmospheres are one of the primary concerns 

where they are expected to fulfill a variety of roles and responsibilities that bring forth the 

essence of tremendous time with energy. 

Personal-family conflict but also work-conflict has become sources of tension. 

Conflict is characterised like an interpersonal mechanism of inconsistency, dispute and differene 

of opinion or dissonance among peoples i.e. single, and two or more persons, company etc. and 

interpersonal conflict are defined as occurring conflict when individuals perceive that others are 

preventing them from achieving their goals.  (Rahim & Afzalur, 2002). Since past articles has 

demonstrated that conflict among work and family greatly affects individual subjective well-

being  than conflict among family and work, this examination zeros in more on conflict among 

work and family than conflict among family and work.  (Donald & Lingington, 2008) (Mauno, 

S; M. Ruokolainen; U.Kinnunen;, 2006). 

Numerous investigations have inspected the relationship between work-family conflict 

and multiple potentials consequences. Examiners have zeroed in on Well-being pointers, for 

example, sorrow or distress. (Kossek, Lautsch, & Eaton, S. C, 2006). Have a few Meta- analyzes 

of these discoveries has been accounted. (Allen T. , Herst, Bruck, & Sutton, 2000); (Ford, 

Heinen, & Langkamer, 2007). Notwithstanding; we think a meta-investigation can enhance this 

writing. To begin with, research in the region of work, family conflict is developing fast. (Eby, 

Lockwood, Bordeaux, Brinley, & Casper, W. J, 2005). (Bellavia, G; Frone, M.R;, 2005) 

Analysts normally contend that there are three major kinds of work-family conflict: time 

sensitive conflict (for example absence of a family birthday celebration because of expert duty), 

Stress-based conflict (e.g., fractiousness towards relatives following a distressing day at work) 
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and conduct based conflict (for example treating relatives the manner in which you treat 

subordinates at work place).He portrayed that in a working environment, the work-family 

conflict is an intellectual evaluation of requests and assets. Family- work conflict can likewise be 

important for the other space of the home. (Voydanoff, 2005). 

Home can impact the work place, also. In certain investigations, family-work conflict 

influences Well-being and subjective well-being status of the employees. (Beauregard, T.A, 

2006).At the finish of family work conflict, issues such as conflicts of the person with the home, 

absence of help from mate, a high number of obligations at home, presence of an infant at home 

and the high number of kids can cause issues at work. The main ones of these issues are work 

disappointment, being behind schedule for work, non-attendance and poor showing. (Gurcu 

Erdamar & Husne Demirel , 2014). 

A low level of agreeableness is linked to threatening contemplations and hostility in 

young people, just as helpless social variation of work- life conflict. The work -life conflict is an 

augmentation of the work, family conflict and mirrors the truth that the work job can impact 

roles and interests in life. In addition to family roles, these can go from time for companions, 

exercise, instruction, and time for you to recuperation. (Kossek, Ernst Ellen, 2016). The term 

subjective well-being refers to the perception and evaluation of people's life and well-being, 

including cognitive evaluations such as satisfaction with life and affective evaluations such as 

emotional, social and psychological well-being. It has been widely recognized that people's 

subjective wellbeing plays an important role in their overall physical and mental health. As a 

result, there has been an explosion in wellness design research over the past four decades. 

(Pieter, Anna, & Jodi Forlizzi, 2013) . 

1.3 Problem statement of study 

The conflict among work life and family life is an important problem in every institution. 

Work-life conflict is aspect for the work-family conflict, representing the fact which the work-

role can affect other personal roles and interests of the individual in life. It might vary family-

role, can range from time for friends, exercise, education, and time for you and recovery. 
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The finishing of the job request in one area strongly affects the other and the worker 

either wedded or single endures extraordinarily. These are a contention which prompts various 

mentalities (both at work and in family life) and these perspectives are work fulfillment and life 

fulfillment. In this investigation, the non-satisfaction of expert is examined in a productive way, 

which prompts conflicts in work to family life, since every individual requires the complete 

consideration of the person. The institutional structures rehearses are changing and the work has 

gotten significant for the educators. The fruition of job request in one side is gravely influencing 

the other one and the instructors either wedded or single is enduring a great deal.  (Sidra & Yasir 

, 2014).These conflicts are bringing about various both at work and family life. So the issue 

statement for formulated as  

To analysis the outcomes of Work-Family and Family-Work Conflict on Subjective 

Well-being of teachers and how does an Agreeableness influence this relationship? 

1.4 Research Objectives 

1. Determine if there are significant relationships exist among the W to FC on subjective 

well-being of teachers. 

2. Determine if there are significant relationships exist between FC to W on SWB of 

teachers. 

3. Determine Agreeableness acts as a moderation in the relationship between W-FC, 

subjective well-being of teachers. 

4. Determine if Agreeableness acts as a moderator in the relationship among Family to 

Work Conflict and subjective well-being of teachers. 

1.5 Research Questions 

1. Does Work Family Conflict have significant effects on the subjective wellbeing of 

teachers of universities?                                                                                                                                                                                                                                                                                                                                                                               

2. Does Family to Work Conflict have significant effects on the subjective well-being of 

teachers of universities?? 

3. Does Work Family Conflict, subjective well-being moderated by Agreeableness??? 

4. Does Family, Work Conflict and subjective well-being moderated by Agreeableness??? 
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1.6 Importance of the Study: 

This investigation has to be important because it has deal with the subject important topic 

in the life of every person who works. This has likewise shown that the non-satisfaction of home 

requirements have led to conflicts in Work-family, as each area requires complete consideration 

from the person. It likewise indicated that the unevenness between the two jobs led to F-WC 

(conflict in work-life because of private home) and W-FC (conflict in private life because of 

expert life) who certain mentalities/results, such as, work fulfillment and life satisfaction. This 

has helped the existing information on how much the issue of W-FC and F-WC are important in 

the Lahore instruction part and especially in a public or private division establishment. 

Previous research examines have demonstrated that conflicts between work-family are 

perceived as twofold complex marvel. However, the results so far have stood out some unsolved 

issues that require more detection. First, additional top to bottom examination considers are 

needed to determine the primary factors that cause W-FC and affect the ladies who work in 

Pakistan. Second, a few investigations have underscored on the requirement for research that 

decides the effect of the authoritative help important to reconcile family and professional 

requirements. (Ambreen Khursheed; Faisal Mustafa; Iqra Arshad; Sharoon Gill, 2019). 

1.7 Scope of the Study: 

This study centers on the effect of workplace and home conflicts on the subjective well-

being of institutions teachers. This exploration zeroed on finding how the contention among 

work and home influences subjective well-being both at work and in private life. The teacher's at 

institutions has to work long hours harder because the teachers can't effectively satisfy the needs 

of their family life. Teachers with a significant level of agreeableness on a character test are 

normally kind and careful. They are commonly hopeful about human instinct and manage 

everything well with others. In this world, Conflict is one of the considerable issues for 

institutions. The need for an efficient and attentive workforce with conflict has decreased. 

Understanding how to control conflict at the workplace implicate consequences to an institution 

is important to both the public and private sector. Thus, the gap of this study has examined the 

consequences of conflict in decreasing teachers’ attentiveness at the work. 
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Chapter 2 

Literature Review 

Previous research showed an increase Work Family Balance mitigates the negative 

effects of work-family conflicts. (Rahman, et al., 2018). The relationships between W-FC and 

many results variables such as (job satisfaction, family and life fulfillment) were examined and a 

negative relationship between them was found  (Rahman, et al., 2018)  (Kalliath & Kalliath , 

2013) ( Anafarta, 2011): ( Tanaka, Maruyama, Ooshima , & Ito, 2011). Individual agreeableness 

buffered both the negative effects of relationship conflicts and the positive effects of task 

conflicts on job performance. In particular, when the individual agreeableness was high, the 

rejected relationship among between conflict and work performance was not significant. In 

contrast, such a relationship became negative and significant when the individual agreeableness 

was low. (Yanran Fang, Jiannan , Junqi, & Shenjiang, 2020). Accounting to  (Zulfiqar, Khan, 

Khan, Q, & Khan, 2013) suggested that W-FC is time-based and W-FC Stress was negatively 

correlated with work Satisfaction. The author founded this more level the W-FC and the W-FC 

strain correlated with less work satisfaction in nurses. The relationship among work - family 

satisfaction and work, family conflict has been main focus about several studies aimed at 

determining whether certain characteristics of a domain, such as Family stress factors that 

influence satisfaction in the other domain, such as professional life. 

 (Minnotte, Minnotte, & Bonstrom, 2015), (Huffman, Casper, & Payne, 2014) suggested 

that there is a reciprocal relationship among family, work so work can be negative influence 

family roles and vice versa .As stress reactions both act as Mediator between job-related stress 

work- family (W- FC), family to work (F- WC) and job outcomes (wok satisfaction & sales 

intentions). Taking into account different cultures and numerous professionals, the associations 

between W-FC and various outcome variables (work, family and life Satisfaction) were 

examined and found a negative relationship between them (Rahman, et al., 2018)  (Kalliath & 

Kalliath , 2013). 
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Conflict among the work, family is one of those issues to consider the role of the 

individual peoples of a family and company, hard work arises because of efforts of a one person 

is meet commitments to more than duty in some little period. This limitation of period of time 

and small resources may be lead to high level of stress, upset, loss of work performance, less the 

amount of work satisfaction and institutional pressure commitment to conflicting needs of an 

individual. Lots of researcher emphasize that the conflict among family or work has great 

impact, particularly on the attitudes of employees towards their job and their behavior during 

working hours. For this reason, conflicts between working families are becoming increasingly 

important to other researchers, and the main interest is generally the attitudes of Employees 

towards the workplace and the work itself. (Diah Indira Maha Putri & Desak Ketut Sintaasih, 

2018). 

2.1 Border Theory and boundary theory: 

 

Border theory and boundary theory are the basis for the investigation of conflicts between 

work and family. Border theories have two parts of social life one is interdependent part, such as 

family, work. Boundary theory, border theory both are the two main important theories many 

past researchers have used this theories in their study as role or responsibilities among conflicts. 

Other theories build on the foundations of these two theories. Many past studies have 

investigated the relationship among work life and family life through boundary theory. (Kayvan 

Miri Lavassani & Bahar Movahedi, 2014). 

 Boundary theory was acquainted with clarify how an individual gives his condition 

through order creation and upkeep of work and non-work limits. An important contribution of 

the border theory is the conceptualization of how individuals switch between jobs (for example 

administrator and employee) and areas (for example work and family) where advances are 

characterized as physical or mental movements among jobs and spaces. (Matthews, Winkel, & 

Julie, 2014). In light of an express investigation of these two major theories, (Rothbard, Phillips, 

& Dumas, 2005) suggest that individuals can choose other words, individuals can choose the 

division systems: keeping work and family distance and treating work-family functions as 

distinct parts for which assuming one job requires leaving another; or coordinating work & 

family domains and trying to strike a some kind of harmony between these two domain. 
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Boundary theory was introduced to explain how an individual gives his environment 

through order creation and maintenance of work and non-work boundaries. An important 

contribution of the border theory is the conceptualization of how individuals switch between 

roles (e.g. manager and employee) and areas (e.g. work and family) where transitions are defined 

as physical or psychological shifts between roles and domains. (Matthews, Winkel, & Julie, 

2014). 

Border theory helps to found that the relationship that exists among work, family. 

Boundary theory is same as the border theory. Border theory also explains that work-family is 

the separate domains; The Border theory focuses on effects of each domain and another domain. 

(Zheng, Gary, & Jeffrey , 2009). 

2.12 Work and Family Conflict 

The term “conflict” refers to conflicts of interest, ideologies and values. Scientists define 

“conflict” from different perspectives. Political scientists describe conflict as a political 

phenomenon that arises when states have differences in systems, ideologies or values. In most 

cases, such differences lead to latent conflicts that can lead to persecution at a later date. A 

conflict escalates when violence becomes part of the expression of the conflict. Economists 

characterize conflict as a competition for resources between developed and developing blocs or 

as a conflict between different economic systems. ( Maria, 2017).The researchers reported that 

work-family conflicts were highly related to intellectual conflicts health problems. The 

imbalance between work and family can lead to stress. (Joseph; Thomas; Lourdes; Bless; M. 

Antionio; Micheal, 2007). 

Work-family have more demand a lot of energy time and responsibility. The modern 

work-place is made by more time to work and shorter working hours, more salary, less vacation, 

frequent tours and job transfers. Conflict among family-work (FWC) has been shows that “main 

part of conflict between roles where the duty pressure through work, family domains is some 

ways opposite with each other. (Nimitha Aboobaker; Manoj Edward, 2019). Behavioral conflicts 

arise when behaviors are expected in a domain it is difficult to meet requirements in the other 

domain, which creates conflicts. For example, a person can be in a leadership role needs to be 

motivated, ambitious and analytical, which may not be compatible with that behavior that are 



   27 
 
 

desirable at home, such as care and empathy. Interestingly, the behavior-based conflict 

dimension has empirically proven to be problematic and lack of validity. Previous studies have 

provided little evidence of this type of conflict. (Candice Anne Gilham, 2012).  

The work-family is a type of conflict among the mutual position in which the position is 

job pressure and job to family state is not compatible with each other a certain regard, that is, 

cooperation in work (or position of family is made more complicated by involvement in the role 

of family (or work position) ".Work-family conflict is viewed as bidirectional where Family can 

meddle with work, i.e. Conflict between job, family. (Bethge & Borngraber, 2015). 

Work-family conflict is a between job conflict brought about by a person's endeavors to 

be similarly proficient and compelling in releasing the normal duties at a time in various jobs like 

family and work. To deal with parity needs constant battle as both the areas require the person's 

time and energy prompting physical just as mental pressure. The tussle accordingly resulted 

perniciously affects the person's exhibition in both the circles. Studies have uncovered interesting 

stressors of showing calling which incorporate raucous understudies, interruption guardians, 

enormous class size, unique children in the class, partners' uphold, family uphold, helpless 

understudies' exhibition and work hour adaptability. This study of W-FC influences female 

educators more than their male partners. (Farid Ullah Khan, Waqar Un Nisa Faizi , Muhammad 

Naseer Ud Din, 2018). 

A second form of work-family conflict involves role-based stress that is nonexistent work 

or family role characteristic that leads to stress, such as role conflicts and family conflicts can all 

contribute to WFC .Role-based conflict refers to the root associated with joining a domain 

transferred to another domain. The burden is experienced in the receiving area impairment of 

role performance in this domain. (Candice Anne Gilham, 2012). 

Time-based conflicts are consistent with role overload and therefore time spent on work 

or family needs makes it difficult to do what is a necessary requirement in every role. For 

example, a person may have to work late to meet a work deadline. You are no longer available 

for urgent matters at home. Time-based requirements are connected to WFC through a process of 

resource consumption, allowing time or involvement the time required to participate in a domain 
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limits the time or participation available participation in a different domain. (Candice Anne 

Gilham, 2012). 

Previous articles have proved that the imbalance among work-family is significant. 

Stressor, which can have various negative consequences, such as: B. bad physical and mental 

well-being and lower job satisfaction of employees. Employees are often required to be available 

for work (e.g. access to the Internet or phone for their professional duties) full day, 7 days of 

week. Therefore, the work format requires employees to expend undue amounts of time and 

effort on their work and there may be dissatisfaction, sales intent and insufficient time and 

energy for family-related activities. (Kenchi chi kin wong, 2014). In terms to determining the 

relationship between W-FC and well-being earlier scientists followed a multidisciplinary 

approach such as management, organization behavior, sociology and psychology. This 

multidisciplinary approach shows that the relationship between W-FC and wellbeing is 

considered broadly Perspectives. From the perspective of previous researchers, this is an 

established idea that W-FC is a bi-directional concept where work can influence family roles (W 

to FC) and family can influence work duties (F to WC). (Mohammad & Rahman, 2019). 

Conflict have two types, which one work family conflict and family-work conflict; both 

of situation. The first type, is called the conflict among work to family, comes due to the non-

fulfillment toward the responsibilities of a person when they are unable to perform the duties 

associated with family life. The second dimension, which is defined as a family work conflict, 

occurs when a person unable to perform his or her family-related duties. (Senem & Ozgur, 

2014). 

The WFC is characterized by mutually incompatible burdens that arise at the same time from the 

work and family areas. Research in this area has revealed the existence of differences 

interferences among work to family and between interferences between families to work. The 

first concerns the impact on family (or personal life) of individuals from work (e.g., failure to 

attend a child's soccer game due to last minute work commitments; failure to attend an important 

family dinner due to work demands). On the other hand, the second relates to the opposite effect, 

that is, family interference in work (for example, being absent from work to care for a sick child, 

or neglecting a task due to personal problems). The same applies to the significant part of this 
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relationship, Work-Family Facilitation (W-FC) which implies an enrichment of the family role 

performance based on work experience, (e.g. experience ,knowledge from the organization and 

management of work tasks facilitate the organization and management of homework or family 

tasks) and Family Work Conflict (FWC) (e.g. knowledge from the management of conflicts and 

interpersonal relationships at home become a source of learning, an aid in managing 

interpersonal relationships at work with colleagues and managers; ways of solving problems at 

home make it easier to solve and make decisions at work). (Carla Santos, Mendes Monico, 

Almeida Pinto, Pinto, & Alegre, 2018). 

(Valk & Srinivasan, 2011) reported that an elevated level of work - Family conflict is low 

occupation fulfillment for the reason. Family - work conflict happens when family encounters 

meddle with work life, such as Presence of small kids, obligation regarding caring for the older, 

relational contrasts inside the nuclear family, uncooperative relatives. 

(FWC) and is more closely related to performance and well-being results. The academic 

faculties of the university in Pakistan are facing a greater challenge pressure and increased 

workload from their work. It was hypothesis that the faculty is quantitative, cognitive and 

emotional demands on their work that would have a positive effect their experience of conflicts 

arising from work and influence family roles. (Farhan Sarwar & Aisyah Panatik, 2020). 

WFC is a one person constant conflict to come work to family. Failure to do so creates 

conflict as the requirements of an obstacle are met the same applies to the other domain .It was 

explained in concepts of the role theory framework, if an individual cannot prove this expected 

behavior in both areas. WFC has three types based on time, stress, and behavior. In time based 

WFC, a person invests more time in a domain, resulting in poor performance in the other. 

Sometimes experienced stress in one domain degrades performance in other domains due to the 

side effect of structural changes in role such as caring for a new addict in the family and 

changing the schedule at work. (Farid Ullah Khan, Nisa Faizi, & Naseer Ud Din, 2018). 

Many of the earlier researchers such as (Matthews, Kath, & Barnes-Farrell, 2010) tried to 

find out the moderation outcome of social relationship among W-FC , work fulfillment , and 

additionally carried out an activity to found the moderating effect of apparent social support with 
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the relationship between work- family conflict (W-FC) ,  job satisfaction. However, he did not 

focus on F to WC in the model either. To mitigate work family conflict (W-FC), grants play an 

important role, as previous studies have shown that organizational grants have a negative impact 

on W-FC (H.A; Casper, W. J; Huffman; Payne, 2014).On the other hand, according to ( Achour, 

Grine, Nor , & MohdYusoff, 2015) well-being has a significant impact on work, life, and 

productivity, but the concept of well-being is not clear and is not widely accepted by researchers 

due to the different views of well-being . Low agreeableness isn't just a problem for interaction 

partners with whom it is also connected negative life outcomes such as decreased life expectancy 

and poorer mental health, including depression. This can be due to a targeted rejection. Low 

agreeableness is type that includes anger, against behavior, the tendency to conflict. (Mayriam ; 

Caroline ; Leah B. Zalan; Barnhart, 2018). 

Currently, the work-family conflict (WFC) is becoming a buzzword in the global politics. 

This topic importance is drawn the attraction in a large number of researchers in Pakistan and 

many researchers were carried out to analyze this matter. Still, no research has focused primarily 

on work-family conflicts of women with different professions and their conflict management 

style in relation to their professional career’s commitment to personal values. This study focuses 

on this research gap by examining the main issues conflict among work to family. To achieve the 

goals of this research we have used a qualitative approach. (Khursheed, Mustafa, Arshad, & Gill, 

2019).  

Work-family examines have truly centered focused on considering the contention among 

various one’s jobs that people have in their general public, particularly their parts at work and 

their functions as relative. Studies concentrated on the well -being related results of family - 

work conflict are oftentimes guided by pressure models. Grzywacz and Fuqua, the two scientists 

have set that work–family conflict is an impactful stressor that can possibly impact an assortment 

of physical and emotional well-being results. (Grzywacz & Marks, 2000). It has been contended 

that the two types of work/family conflict should be investigated. In the current investigation, we 

have conceived the contention among work - family (W -FC) as Work - Family & Family- Work 

Conflict (F - WC) as interference because of family obstruction in work. Both W -FC and F -WC 

are between inter-role inside the interface among work and family, the differentiation lies toward 
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the path or the circumstances and logical results of the contention. The current examination 

zeroed in on Chinese encounters with conflict between works - family in the two ways. (Luo Lu; 

Ting-Ting Chang; Hsin-Pei Wu; Cary L. Cooper, 2008). 

Most previous researchers are only focuses on one dimension of job and home conflict so 

that is hard to figure out of relationships among family- work conflict, other outcome variables, 

other outcome variables. Within terms of understanding the relationships among family- work 

conflict, multiple outcomes variables better, only a few Meta-analyze were carried out. The two 

sorts of between job conflict indicated more grounded relationships to cross-space results than to 

cross-area results. So work impedance family was stronger related with business related than 

family-related results, and family obstruction work was more grounded identified with family 

related than to business related results. (Laurenz., Fasel, Achim, Semmer, & Fabienne, 2011). 

This study show that W to FC has a critical negative impact on work fulfillment (J -S), 

which is steady with pervious investigations by (Burke, 2013). Agreeable people is  depicted as 

charming, open minded, supportive, trusting, excusing, accommodating and will in general be 

helpful. (Nathan A. Bowling, 2010). 

The study of the problem of contention among work and family has increased 

enormously in recent a very long time because of the changing workforce and the work 

environment. The inundation of ladies into the work power and force the related development in 

twofold pay families and the expansion in single-parent families want to more readily 

comprehend the conflicts between work- families. In the recent past, numerous examinations 

have been completed on conflicts among work – families in various disciplines such as 

sociology, psychology, business administration, gender studies, etc. However, some research has 

been conducted in the educational field. In Pakistan, in particular, few studies have been 

completed in the education sector to examine the determinants and components of work-families 

conflict’s and their effects at the arrival of job by educators. (Khadija :Sumairar; Nadia Saleem; 

Noreen, 2020). 
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Family work conflict happens when family encounters meddle with work life, such as, 

stress of small kids, duty regarding thinking about the old, relational contrasts differences the 

nuclear family, uncooperative relatives. (Valk & Srinivasan, 2011; Yu Ru Hsu, 2011). 

Past study indicated demonstrated that elevated levels of work, family conflict are 

identified with this to a degree extent of stress responses, which thus impact work attitudes and 

the activity fulfillment. Appeal for occupations is a common problem in scholastic fields. 

Horrendous work requests go about as a triggering inhibitor conflict between among work and 

family. What's more, collaboration with understudies, extra work, for examples of this were 

monitoring students, meeting and marking papers and assignments demands that create a conflict 

between work and family. This outcome was upheld by the border theory where conflict with 

one area influences different areas. It has been discovered that plants have a higher affinity to 

limit the cutoff than that family. Therefore, this “weak” boundary may frame among the 

associations of work- family versus family- function as a result of overflow. (Panatik S. A., 

Badri, Rajab, & Yusof, 2012). 

Job fulfillment alludes to collecting positives and negatives emotions that an individual 

(representative) has towards their activity. Job fulfillment is a significant mentality that includes 

cognitive, affective full of feeling and conduct parts of both the working and non-working life of 

people. Job fulfillment is essential to the association just as well as subjective Well-being. The 

conflicts in the expert existence of the representatives are expected on their family duties and the 

contentions in close to home existence of workers dependent on their activity requirements have 

become focal worries for businesses and them organizations. it is complete from the research 

faced by university teachers because of this, there is an along these lines, there is an 

awkwardness among work, non-work requests. They think that it’s hard to be fulfilled both at 

work and work individual life. (Sidra & Yasir , 2014). 

A work-family conflict is a contention among work- family that has a negatively affect 

accomplishment on family. (Anandyas; Khoirunnisa; Dan Al Musadieq, Mochammad;, 2016). 

Family conflicts can prompt needy people nature of conjugal relationships and the creation of 

issues in the relationship among families and can prompt it negative perspectives towards the 

association. Work is seen as distressing, one could say that conflicts among family and work due 
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to work pressure. Different examinations have been carried out the relationship of work, family 

conflict with work pressure. (Krisnadivara, I. G. A, 2016). (Kalendesang; Monique P; Hendro; 

Bidjuni; Reginus; Malara, T, 2017). 

Conflict has a negative and huge effect on work fulfillment. The concentrate additionally 

came to the conclusion that there is a negative and their huge work-family relationship conflict 

and occupation fulfillment. (Triana, 2010). Two sorts of work-family conflict: work-family 

conflict (W- FC) and family work conflict (F- WC). A (W -FC) family work conflict arises when 

business related exercises meddle with domestic responsibility (e.g., having an individual 

bringing their work home and attempting to do it to the detriment of family time), and a family 

work conflict (F- WC) conflict emerges when family job responsibility interferes with job action 

activity obstructed (for example an individual needs to drop a significant gathering on the 

grounds that a kid is abruptly sick). In spite of the fact that they are highly associated, they are 

reasonably and exactly different develop. (Noraini, 2004). 

Recently, arguments about the conflict contention among work - family have gained 

acceptance as they influence the workers behavior in the work place the current writing. 

Different scientists had examined the relationship between the contention between work - family 

and hierarchical productivity. (Popoola MF , 2008). 

(Simone Chlosta; Holger Patzelt; Sabine B. Klein; Christian Dormann, 2012) Discovered that 

work -family conflict is substantial and contrarily identified with academics work -fulfillment. 

They observed that the increasing conflict between work and family the level of academic 

activity decreased satisfaction. Hence, the study showed work has caused associated stress and 

conflicts academics too physically, emotionally and behavioral disorders in the family domain, 

which in turn reduce its work degree of satisfaction. A work family conflict alludes to the more 

broad observation that the time and energy consumed by one job affects performance in another 

role. 

Although moving resources across domains is likely to contribute to these impressions of 

obstruction don't characteristically imply that changes are assessed as interference with different 
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role execution. For instance, people who reply to business messages during individual time could 

conceivably see this problem with their role performance. (Matthews, Winkel, & Julie, 2014). 

Various examinations have inspected the relationship between work-family conflict and 

employment .All the work-family conflict measurements contemplated (work conflict, work 

parent conflict and employment home conflict) were adversely identified with work fulfillment. 

An examination the way diagnostic affiliations between work-family conflict, work pressure and 

employment fulfillment. Multivariate relapse examinations uncovered that expanded in work-

family conflict  experienced would in general lessen the activity fulfillment level .In their first 

paper, (Matthews & Barnes-Farrell et al, 2010)discovered that people who participate in more 

bury area changes demonstrated feeling like their work and family areas were more obscured 

together. They viewed as too that advances from work - family are decidedly identified with 

conflict from family - work and that changes from family, work were emphatically identified 

with the contention among work, family. (Matthews & Barnes-Farrell et al, 2010) . 

The positive affiliations are seen between agreeableness, extroversion, receptiveness to 

experience and scruples with trading off style. There are positive, negative relationships among 

extroversion and agreeableness with the binding style. A positive association among 

appropriateness and restricting style is found. At last, appropriateness, extroversion, 

receptiveness to experience and good faith connect emphatically with the integration of style. 

(Hossein & Sara Yaminib, 2020). 

The Work-Family Conflict (W -FC) has been the subject of much research in the course 

of the last long term's many years. W -FC is a type of between job conflicts in which support in 

the role of work (family) is made more troublesome because of interest in the family (work) job. 

The literature on W -FC has conceived it as a multi-dimensional construct emphasize the 

interrelationship between work and family of a person. (Hazel Melanie; Michael Mustafa ; 

Michelle Lee Chin Chin, 2012). Work -family life can be upsetting for some individuals. In the 

advanced work environment, laborers are entrusted with finishing their doled out errands and 

overseeing relationships in the workplace. The entirety of this can be very stressful, in less 

hospitable work environments. (Ekienabor, 2016).The marvel of work-family impedance (for 

example worry in one region influencing the working of another area) has been recorded in an 
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enormous number of studies, taking the two bearings work influencing the family and family, 

that influences the work are examined. Family relationships are not without their unpleasant 

traits , which can frequently put a strain on them, regardless of whether those relationships are 

not intrinsically contradictory. 

Albeit both work- family settings are regularly inspected independently, there are 

numerous cases where stress is the one area overlaps and influences the other. The study of the 

interference between work, family has additionally been the subject of numerous describing 

many neighboring ideas identified with the incorporation of work and different everyday issues 

(Norling & Chopik, 2020). Work -family conflict has been related with decreased fulfillments 

and lower levels of mental subjective well-being. While WIF conflict is more identified with 

business related results, for example, work fulfillment and burnout, F-IW conflict is connected 

more with proportions of mental trouble. An ongoing meta-investigation has additionally 

indicated W-IF conflict to have a more grounded relationship with work and life fulfillments 

than does F-IW conflict. (Noor, 2004) . 

Works requirements significantly affect Work-family conflict WFC). Two factors of the 

work area; H. Work self-governance and family-accommodating policies, play an significant 

function in needs and fulfilling the requirements of both the work region and the non-work area 

.Work-family- conflict and family-work- conflict are contrarily identified with work fulfillment 

just as life fulfillment if the social help by employees goes about as a middle person between 

Work family conflict (W -FC), Family, Work Conflict (F -WC) and family fulfillment. (Nawab 

& Iqbal, 2013). 

The exact meaning of the idea of subjective well-being stays troublesome and can in any 

event, testing to quantify. In general, in any case, there can be feel-acceptable measures be either 

objective or emotional. The objective class gauges subjective well-being utilizing detectable 

pointers including financial, social and ecological measurements. Too being is evaluated by 

implication utilizing cardinal measures. Emotional proportions of in any case, subjective well-

being catches individuals' sentiments or genuine encounters in an immediate manner. The 

contention among work and family affects the individual families and businesses. Long working 

hours, tight cutoff times and high outstanding burden that make representatives experience 
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significant levels of worry in the work place. This significantly resulted in a low job performance 

and productivity. The employees were also confronted with burnout due to the workload and the 

loss of work family obligations. The work and family demands can affect personal life and lead 

to a low life Satisfaction. (Say xiao mei, 2020). 

Passionate and psychological responses to work encounters, as caught by measurements 

of laborers' abstract subjective well-being (i.e., work fulfillment and work impact), bring out 

physiological reactions that after some time lead to exorbitant and now and then deadly 

sicknesses. (Lauren & Louis Tay, 2015). Most working moms have endured a great deal in trying 

to reconcile the awkwardness among work and family, and they feel very burdened when it 

comes to keeping the balance compared to non-working mothers. (Sultana, 2012). 

Family-work had been viewed as the extremely incredible everyday issues for most 

grown-ups. Be that as it may, the job desires for these two spaces are not generally viable, which 

prompts conflictes among work and family life. This thus can be negatively affecting the two 

sides. On the work side, different examinations have looked for some kind of employment family 

(W- FC) and related conflictes Family work conflict (F- WC) on work disappointment, burnout 

and vacillation. On the individual side, Work-family conflicts have been linked to a decline in 

marriage and life Satisfaction. Most past studies  on the W- FC and F- WC have demonstrated 

applied forerunners, for example, job equivocalness, job pressure, manager backing, and friend 

attachment job conflict and history of family spaces, for example, single guardians, double 

professions, couple, working ladies, and parental claims. Consequences ascribed to W, FC and F, 

WC incorporate work pressure and different mental outcomes, for example, deals plan (Cristian 

Chelariu & Rodney Stump, 2011).  

On account of the changing idea of work and family, most grown-ups today oversee both 

work and families. The conflict between work and family is a type of contention between roles 

wherein the requests on work and family exist Family areas are contradictory on the grounds that 

an expected 52% of representatives have a work-family conflict and 43% have experience 

conflict among family and work. At the point when work and family jobs meddle with each 

other, it has negative outcomes it is critical to comprehend the variables that add to work-family 
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conflicts lessen his huge expenses for the individual, their managers and their families. (Rahman 

& Chowdhury, 2012). 

(Tracy & Carolina , 2013) Proposed that the effect of the other character characteristics ought to 

be examined, for instance, extraversion and agreeableness and social help at work and at home 

on the relationship between work-family conflicts. Work-family conflict is viewed as a positive 

wellspring of stresses that has negative impact in subjective well-being and behaves. (Geurts S, 

Kompier M, & Roxburgh S, 2003) Number of work family conflict can be isolated into 3 sorts: 

business related, family-related and space vague results. (E, Niro, & Lori , 2004) ,absenteeism 

(Kirchmeyer & Cohen, 1999), family -related outcome such as martial satisfaction (Greenhaus, 

Collins, & Shaw, 2003). 

The interface among work - family is characterized as far as the interdependencies among 

the work - family areas the Work- Family- Conflict (W- FC) is the situation when they influence 

each other negatively. Conflict subjective Well-being among work and private life are of high 

social significance as they are related with negative results, including physical and psychological 

well-being. The WFC likewise shows up based on the cooperative starting appropriation between 

mates in the family, in administration. (Jose Alberto Molina, 2020). 

Agreeableness’ is one of the "big five" character elements or qualities that have been the 

subject of psychological exploration for quite a long time. An individual who is truly pleasing 

shows supportive of social practices. They are friendlier, need to satisfy others, and are prepared 

to help that out of luck. Accordingly, lovely individuals will in general function admirably as a 

feature of a group. In contentions or seasons of contention, they will attempt to determine the 

encounter as opposed to delaying it . Individuals with a low match score are less appropriateness 

.They are regularly less ready to work with others and are rather roused to seek after their own 

advantages as opposed to those of their gathering. Likewise, with other character attributes, 

agreeableness stays liquid all through an individual's life. Exploration has demonstrated that we 

will in general turn out to be more agreeable as we age. (Donnellan & Lucas, 2009). 

Work-to-family -conflict (W -FC) is comprised of the responses to the accompanying 

three explanations: requirements of my activity, I miss home or family exercises that I would like 

to take an interest in work, I have too brief period or energy to be the caring I need to be a parent 
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and when I work I miss a portion of the compensating parts of child rearing. Our second conflict 

pointer spared pressures coming about because of the spread of the family to pay work (family- 

work) Conflict (F -WC). It depends on the responses to two explanations: Due to my family 

commitments, I need to won't or work exercises openings I'd preferably take due to my family 

obligation, the time I spend working is less agreeable and under pressure. (Anna Matysiak, 

Letizia Mencarini, & Daniele Vignoli, 2016). 

Considering the current express, the requirement for new research to be attempted in 

work, family conflict  is evident .It is basic for us to recognize the determinants and outcomes of 

the collect that persevere over some time and culture so as to help workers with forestalling and 

handle the uneasiness that happens when work and family guarantees conflict. Representative's 

families will pick up advantage from another look at the punishments of work-family conflict, as 

appreciating the issue is the initial phase in helping families, which will forestall negative 

family-related results of work-family conflict. (Khadija; Sumaira; Nadia, Saleem, 2020). 

Work-family, conflicts is on the ascent in this day and age and is not confined to one 

association. As a matter of certainty, there are conflicting job desires that an average working 

mother or profession lady experienced, while she is grinding away and at home. On the expert 

front she is required to be committed, dynamic, serious, straight forward and non-wistful, act in 

an "efficient" way, and at home, she is relied upon to be sweet, delicate, touchy, versatile, 

delicate and unassertive, and domesticated. Therefore, ladies that expect numerous jobs bring 

about work-family conflict since time and energy are shared across the two circles of action. 

Adapting up to the circumstance requires not just extra physical quality, individual capacity and 

insight with respect to working ladies yet in addition requires the individuals from her 'job 

set'(i.e. spouse and the business) to at the same time make vital changes in their desires (Allen T. 

, Herst, Bruck, & Sutton, 2000).  

Since society isn't discrete from associations, the negative effect of job conflict will have 

its belongings on the general public when all is said in done as settle for the easiest option of 

execution, lower nature of merchandise and ventures and a developing sentiment of relational 

conflict being the conspicuous outcomes. There is thusly, a developing acknowledgment by 

policymakers of the significance of supporting ladies in shuffling work and family life 
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(Evandrou, Karen, & Ursula, 2002). In prior explores, work-family conflict develop was at first 

conceptualized as bidirectional, yet late investigates demonstrated that the conceptualization that 

work-family conflict and family-work conflict were separate build (Ford, Heinen, & Langkamer, 

2007). Work-life conflict sway on hierarchical results because of representatives encountering 

diminished representative employment fulfillment, expanded staff turnover and non-appearance, 

lower execution what's more, expanded occupation feelings of anxiety, and expectation to leave 

the association. (Rose, Hunt, & Ayers, 2007). 

Examination expresses that contention between these spaces adversely influence people. 

For instance qualities of work meddling with family and attributes of family meddling with work 

causes discouragement, stress, weariness, uneasiness, low fulfillment from marriage, helpless job 

execution, low proficient subjective well-being, life disappointment, low authoritative 

responsibility, work disappointment, burnout (Jennifer, Kisamore, Stone, & Rahn, 2012) . 

Past specialists have given consideration regarding these events in the two spaces and 

have exhibited that these contentions effects critical corporate outcomes, for example, JS, 

truancy, turnover aims and damaged authoritative duties just as significant individual results, for 

example, family fulfillment, sadness, hypertension and life fulfillment. On a further note, 

endeavors made so far around there of examination had fixated on assessing the key contacts 

with less spotlight on the directing factors impacts, despite the fact that, the last through different 

exploration work have demonstrated that the outcomes are not steady, in spite of their 

incorporation (Boles, Wood, & Johnson, 2003). 

(Byron, k, 2005) proposed the use of double components of W-FC on the grounds that 

various observational writings have demonstrated that each sort of contention has various 

foundations and results. Nonetheless, in this exploration both of the elements of W-FC, for 

example, WFC and FWC are autonomous factors. Every one of the free factors contains 9 things 

for example "The time I give to my activity gets me far from partaking in family duties". "At the 

point when I get the opportunity to telecommute, I am regularly too fatigued to partake in work 

obligations". While Job Satisfaction as reliant variable has been estimated by 6 things, for 

example, "I discover genuine satisfaction in my activity". 
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In prior periods, numerous scientists have assessed the consequences of the double 

bearings of contention (W - FC and F -WC) and Job Sanctification dependent on schedule, 

tension, and even demeanor. Once more, many exploration endeavors have been engaged with 

the assessment of the relationship between family work conflict and J-S with the outcomes 

proposing a negative effect on JS (Boyar, S.L; Mosley, D.C;, 2007) ;  ( Lu, J, Spector , & K. Shi, 

2009). 

The work–family interface is characterized as far as inter dependencies between the work 

and family areas, with the work–family (W- FC) being the situation when they influence each 

other in a negative manner. Conflict among words related work and private life have a high 

cultural significance since they are related with negative emotional results, including physical 

and psychological wellness. The WFC shows up, even based on the communicant starting 

suspicion between mates in the family, when overseeing significant family choices (e.g., the 

choice regarding whether one accomplice ought to acknowledge work or advancement that 

would require family movement) or straightforward day by day choices. (José Alberto Molina;, 

2020) 

The above idea of contentions that representatives frequently attempt to find some kind 

of harmony is labeled in authoritative concentrates as work-family conflict (WFC) and family-

work conflict (F- WC). WFC happens when requests from one job (normally at home) influences 

one's capacity to fulfill the needs connected with another part in another space (for the most part 

at work environment). In any case, the opposite will be the situation for FWC when issues at 

work conflict with family obligation. For example, inside the estate, exercises, for example, care 

of the older guardians, baby kids, or relatives with exceptional necessities, homegrown relations 

issues with mates or homegrown accomplices, support of social relationships or even routine 

family upkeep exercises as often as possible encroach with wedded ladies' consideration and 

execution while at work (Leaptrott & McDonald, 2011). 

Employment fulfillment is one factor, which assists with ensuring enthusiastic solidness 

for an individual after a due evaluation of his occupation. Moreover, from a few past 

examinations, it has been confirmed that activity disappointment is related with many negative 
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basic results, which incorporate high work turnover rate, decreased work execution and the low 

affirmation level towards the corporate substances (Somech, A., & Drach-Zahavy, A, 2007) . 

Winning circumstance in KPK area of Pakistan requires an examination testing how 

functioning ladies particularly educators are bearing double obligations while conquering the 

social and cultural limitations and how much family commitments spill-over are influencing the 

training they are bestowing. This investigation was intended to research work family conflict 

sway on female educators' execution at FEF Colleges. Prior examinations have zeroed in on W- 

FC and its relationship to authoritative duty, work fulfillment, representatives' maintenance also, 

stress. (Saher, Matloob, Tahreen, Ali, & Sulim, 2013) (Fatima, N;Sahibzada, A. S;, 2012) . 

In some cases strain experienced in one space unfavorably influences the presentation in 

different areas because of the result of the basic changes in the job like another replant’s 

consideration in the family and change in plan at work. This recently acquainted component with 

the job climate causing strain is known as a stressor. The stressor of one space causes an 

unfriendly impact in the other area like dissatisfaction, hypertension and weariness and so on 

frustrating palatable release of the job duties. Correspondingly, a specific job's behavior is 

inadmissible for another, so consistent changing of conduct between the jobs becomes 

tumultuous and upsetting prompting conduct based conflict. (Noor, N. M, 2010) . 

At the point when an individual invests more energy at work like continuous going as an 

occupation prerequisite leaves them with brief period for family obligations, or a wiped out kid 

or an old guardians' consideration requests more opportunity for their care gets the person far 

from work brings about time sensitive W- FC. Thus, work related elements like employment 

burnout because of outstanding burden. The deficient work environment correspondence and 

work environment climate. (Ed Diener, Richard E, & Shigehiro Oishi, 2018) . 

The examination estimated the teacher’s activity execution regarding versatile, task and 

relevant execution. Versatile execution necessitates that the instructor must keep side by side of 

the information and methodological advancements in their control and branches of knowledge by 

partaking in various mediation. Versatile execution is reflected in instructor's capacity to react to 
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rising requests of the calling, adequately tackle crises and stress and innovative critical thinking. 

(Pulakos, A. & Plamondon, D, 2000) . 

           Task execution incorporates a Teachers conduct and exercises identified with showing 

learning measure like successful instructing, showing morals and relationship with understudies. 

An instructor's significant assignments incorporate getting ready and conveying addresses, 

giving input on understudies' tasks, appraisal, and record continuing, watching class timings and 

guaranteeing covering the determined course substance on schedule. Logical execution covers an 

instructor's commitment to establishing a helpful workplace for the fulfillment of institutional 

destinations .An professor can contribute by appearing proficient uprightness and morals, 

proficient responsibility, relationship with the associates and giving out of class help and 

direction for the understudies' individual issues arrangement. (Cai, Y., & Lin, 2006) . 

            Study on the subject of work-family conflict has intensified gigantically in the course of 

recent a very long time because of the changing workforce and working environment. The 

deluge of ladies into the workforce and the related development of double pay families, 

notwithstanding an expansion in single-parent families, have prompted a longing to more readily 

comprehend work-family conflict (Hammer LB, Kossek EE, Zimmerman K, Daniels R, 2006) . 

Moreover, the majority of the prior investigations demonstrated that hierarchical 

backings and different backings are the forerunners of the two bearings of W- FC that contrarily 

identify with W, FC. Aside from that, they zeroed in on just the one heading of W-FC (W- FC) 

however (Carl P. Maertz, Jr.Scott L. Boyar;, 2011) suggested that analysts underline on the two 

bearings of W-FC because of the distinction of its consequences for result factors. 

In a man centric culture with firmly woven social texture like Khyber Pakhtunkhwa 

(KPK), Pakistan, the sexual orientation job desires carefully delineate ladies' profession 

decisions. They have restricted profession alternatives and by and large the most reasonable 

positions considered for ladies are in medication and instructing. If there should be an occurrence 

of any deviation they may defy extreme work-family conflict. (Saher et al, 2013) . 

It is noticed that time resolved to work adds to conflict between representatives' work, 

family jobs. Representatives in proficient positions experience most noteworthy power of work-
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to-family conflict while those working in non-proficient positions experience most prominent 

force of family-to-work- conflict. A model is created on the impacts of work-family conflict on 

representatives' enthusiastic fatigue, work fulfillment what's more, work execution dependent on 

the job hypothesis and the protection of assets hypothesis just as related examinations. The 

model recommends that the results of work- family conflict can be followed through four distinct 

ways and the relationships between work-family conflict  and the result factors are: 1) work -

family conflict has an immediate negative impact fair and square of representatives' activity 

execution; 2) work- family conflict  will in general expand workers' passionate fatigue which 

will thus bring down the activity execution level; 3) work, family conflict decreases 

representatives' activity fulfillment which will thus diminish the degree of occupation execution; 

4) work-family conflict prompts enthusiastic ( Lu, J, Spector , & K. Shi, 2009) . 

Work-family conflict is characterized as a circumstance when job pressures in work area 

or family space make it hard to partake in functions over the space. It is a bi-directional marvel 

which offers ascend to two particular builds, work-to-family conflict (W- FC) and family-to-

work conflict (F- WC). As the name infers, W -FC happens when factors at work area contrarily 

impact the family space with the end goal that job support gets troublesome and execution is 

lessened in the last area. (Zabrodska; Mudrak;, Solcova; Kveton, P., Blatny; & Machovcova, K;, 

2017) . 

The retreat and flow examination would likewise assist us with seeing how negative 

occupation factors add to function family gives which could demonstrate judicious to advanced 

education policymakers and staff themselves to re-create their positions as needs be. Another 

interesting commitment of this examination is to comprehend the sex based contrasts in view of 

W-FC, requests and impact of gender on guessed relationships. (Watanabe, M; Falci, C.D, 2014)  

revealed that ladies are bound to leave advanced education the scholarly community than men 

because of work-family balance issues and non-family agreeable workplace. The way of life of 

job isolation in which men are viewed as bread workers and ladies being homemakers actually 

continues in Pakistan (Ali, 2013)  (Saleem, G; Ajmal, M.A, 2018) .Past many years have seen a 

consistent increment in ladies' expert workforce yet there is a major gender hole (Sarwar & 

Abbasi, 2013) . 
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Contemporary college work force are confronting more noteworthy occupation weights 

and high remaining task at hand contrasted with their partners a couple of many years prior 

.According to Curtis (2004), college personnel's activity is not the same as different callings. It is 

all the more a committed mission that is driven by a feeling of learning, interest, information 

creation, and scattering. The ideal specialist standard exists in the scholarly world which 

constrains staff to stay more dedicated and devoted to their calling far beyond the family duties 

(Winefield, H.R; Boyd, C; Winefield, A.H;, 2014) .In Pakistan, coming of Higher .Education. 

Commission (HEC) to upgrade the norm, quality, and effort of advanced education have likewise 

brought about more prominent employment pressures and higher outstanding burden of the 

college staff (Parveen, Rashid, Iqbal, & Khan, 2011) . 

Prior exploration demonstrates that W- FC is more predominant when contrasted with F-

WC and is all the more emphatically identified with execution and subjective well-being results 

(Gatta & Roos, 2004) . An investigation has set up that contention that starts from the work 

space and impacts family area brings about useless family relations and fall apart wellbeing and 

subjective well-being of representatives (Mudrak, J, et al., 2017) .Prior examinations on college 

scholarly personnel found that experience of W-FC is most intense indicator of their burnout 

diminished subjective well-being (Winefield, Boyd, & Winefield, 2014)  . 

(Peeters, Montgomery, Bakker, & Schaufeli, 2005)  study found that work-family impedance 

was more firmly identified with burnout for ladies than men, while no relationship existed in 

work request and work-family obstruction. In Pakistan where more distant families and man 

centric structure actually exists, the weight to share the enormous obligations of house errands 

lies with ladies with additional duty of youngster rising for wedded ones (Rehman & Roomi, 

2012) . 

           In the ongoing past, various explores on work family conflict have been done in assorted 

controls like humanism, brain research, business organization, sex examinations and so forth. In 

any case, several investigates have been directed in the field of training. Particularly, in Pakistan 

just barely any investigates have been deduced in the field of instruction to enquire about the 

determinants and segments of work family conflict and its impacts on instructors' activity 

endorsement (Shaukat, 2017). 
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In spite of the fact that, work requests and contact among work and family space is an 

issue for all college staff, there is a shared agreeableness that for female employees, the test of 

thinking about a family and all the while overseeing considerable personnel outstanding task at 

hand is immense as they have more noteworthy offer in satisfying the home errands and 

youngster childhood (Misra, Lundquist, & Templer, 2012) (Winefield, H.R; Boyd, C; Winefield, 

A.H;, 2014) . 

University scholastic staffs in Pakistan are confronting more noteworthy pressures and 

higher remaining burden from their positions. It was conjectured that personnel face quantitative, 

intellectual, and enthusiastic requests on their positions which would decidedly affect their 

experience of contention emerging from work and influencing family jobs. Work-family conflict 

is characterized as a circumstance when job pressures in work space or family area make it hard 

to partake in parts over the space. It is a bidirectional marvel which offers ascend to two 

particular constructs, work -family conflict (WFC) and family-to-work conflict (F- WC). As the 

name suggests, W-FC happens when factors at work space adversely impact the family area with 

the end goal that job support gets troublesome and execution is decreased in the last area. 

(Farhan Sarwar; Siti Aisyah Panatik;, 2020) . WFC is most powerful indicator of their burnout, 

diminished subjective well-being and relates adversely to Subjective well-being of occupation 

fulfillment, family fulfillment, and life fulfillment. (Pattusamy & Jacob, 2016) .A few 

hypotheses like Social job hypothesis, Segmentation, Compensation, Spillover, Border theory 

have been propounded to clarify the linkage among work and family life . (Kumar & Janakiram, 

2017) .Border theory gives hypothetical establishment to the current investigation. As indicated 

by this theory, a function of every individual happens inside explicit areas of life, and these 

spaces are isolated by physical, transient, or mental outskirts. The hypothesis features the issue 

of "crossing fringes" between a few spaces of life, particularly home and work area. As indicated 

by the theory, the porousness and adaptability of these fringes influence the simplicity of 

advances, the degree of mix, and subsequently impact the degree of contention between these 

spaces. At the point when areas are generally incorporated at that point change is simpler, thus 

more conflict among work, family. Alternately, when areas are isolated at that point progress is 

more tiring, and thus less conflict among work and family is normal. Work-life interface can 

more readily comprehend by conflict, help, and parity develops. The "cross-area impacts" helps 
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in showing the develops of contention, assistance, and equalization in relationship of work and 

family life for example inclusions and choices in a single area are equipped for impacting the 

results in the other space This methodology of "cross-space impact" accepts a bidirectional 

impact making the potential for four conjoint results between the work and family spaces i.e., 

family certain work positive; family sure work negative; family negative-work positive; family 

negative-work negative. Work-family conflict could be overseen through understanding common 

boss and worker commitments with respect to work-life balance/work-family conflict. 

In view to past exploration examines, it is demonstrated that work-family conflict is a 

significant issue which is looked by practically all female representatives and it produces 

negative result like, weakness, non-attendance at work, also, deliberate turnover too. 

Accordingly, to investigate the variables causing work family conflict in people in general and 

private associations working in Pakistan is the target of our investigation. (Ambreen Khursheed; 

Faisal Mustafa; Iqra Arshad; Sharoon Gill, 2019) .Family-work conflict influences the capacity 

of a laborer to completely partake in workforce (Keene & Quadagno, 2004) . 

Work-family conflict has risen as a significant topic during the previous a long time in 

western industrialized countries. Work-family conflict is "a type of between job conflict in which 

the job pressures from the work and family areas are commonly in-congruent in some regard". 

(Sumaiya , Salman, Nasreen , M.J.D Schalk, & Freese, 2016) . 

In Pakistan, segment and monetary changes are majorly affecting the whole society (Hussain, S; 

Malik, S; Hayat, M.K;, 2009) .The ascent of industrialization, expulsion of agrarian framework 

and ceaseless changes in financial and segment patterns have amazingly changed the family 

division of work with more inundation of ladies especially moms in to the work market . (Saher, 

N; Matloob, T; Tahreen, F; Ali, S.S;, 2013). Here, as well, there is a pattern of expanding female 

support in the work power in the course of recent years (Khan et al. 2011) . Likewise, 

establishments are being privatized for example, banking industry of Pakistan. The current 

changes in South Asian nations establish a sociology-social change that legitimately influences 

working- family life. The overwhelming customary more distant family framework is separating, 

for family unit frameworks. 
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Cultural standards and public culture assume a key part in forming the work–family area. 

Standards and qualities identified with the social noteworthiness and authorization of work and 

family may impact the nature and quality of the relationship between people's encounters in 

these two spaces (Ashforth, B.E; Kreiner, G.E; Fugate, M;, 2000) . 

The develop of work- family conflict is a complex and multi directional. Expectations 

and requests so it requires time, energy and responsibility to play out a specific job. Work -

family conflict emerges when the requests of the family and work place are contradictory to one 

another and make ineptitude's to fulfill these needs that leads towards between job conflict 

(Kinman, G; Jones, F;, 2008) . 

According to (Noor, 2004) generally working ladies face two sorts of work family 

conflicts: work-meddling with-family (W -IF) and family-meddling with-work (F-IW). These 

contentions can be separated in to three kinds: first, time sensitive; second, strain-based; what’s 

more, third, conduct based (Stretch et al., 2008). Job weights and incongruence to deal with 

numerous jobs and requests makes conflicting circumstance particularly for working ladies to 

deal with their family and working environment duties (Afzal, A; Zahra, R; Mahmood, B; 

Hussain, S;, 2010) . 

Work- family are two focal areas in many grown-ups' lives. In later a long time, 

examination into the relationships between these two spaces has developed enormously due to 

changes in the segment arrangement of the workforce. (Erdwins, Buffardi, Casper, & Brien, 

2001) . 

(Afzal, Zahra, Mahmood, & Hussain, 2010) Have likewise made sense of that working ladies get 

adaptability from both, work and family framework to deal with their work-family life. The 

capacity of expert moms to coordinate work- family isn't well perceived. The writing shows that 

there are numerous singular level factors that impact the capacity to shuffle numerous requests 

across life areas. A significant factor to investigate is the importance people attribute to the 

different functions of work, family and self, which is reliant on what is essential to them, their 

own qualities and convictions and the decisions they make with respect to how long they spend 

in every area. These variables decide how they deal with the requests from the various areas just 

as how they incorporate these spaces effectively to accomplish significance at an individual and 



   48 
 
 

expert level. Idea of "significant- work" which presents a hypothetical structure to comprehend 

the mix of individual and expert life and is the focal point of this paper. The following area 

examines the hypothetical ideas of significance, which means in job and significant work. 

Family – Work conflict could be overseen through understanding common business and 

representative commitments as to work-life balance/ work-family conflict. For instance, 

representatives with family obligations may see an adaptable working hour – which brings about 

an impression of work-life balance – as an aspect of their mental agreeableness. Understanding 

the substance of mental agreeableness is essential in the event that we are to frame acceptable 

business relationships. (Sumaiya , Salman, Nasreen , M.J.D Schalk, & Freese, 2016) . 

The greater part of the examinations on W-FC has been directed in Western nations and 

is pertinent toward the western setting and we know nearly nothing about the W-FC encounters 

in non-Western social orders. Such theories have likewise been founded on the Western life and 

work styles and are not material to the Indian setting. For instance, there has been, apparently, 

just one examination that has explored the relationship between family backing and family-to-

work conflict (F -WC). Researchers have traditionally compared low work- family conflict and 

high work-family. Work–family advancement is characterized as the degree to which encounters 

in a single job improve the personal satisfaction, to be specific execution or influence, in the 

other job. Then again, a couple of researchers have created hypothetical and exact contentions 

that WFB is a separate develop from WFC and work-family advancement. There has been a 

flood of enthusiasm for conceptualizing W -FB lately. In this work, we analyze the relationships 

inside the family area (family area to family space) and the impact of familial help on fulfillment 

.Within area impacts alludes to relationships wherein the indicator and measure develops are 

both in a similar space. Various scientists have demonstrated proof for work space uphold on 

fulfillment (Murugan , Pattusamy; Jayanth, Jacob;, 2017) . 

Work, family assumes a significant part in a person's life. With the expanded requests at 

work and changing sexual orientation jobs, representatives, today, are more worried about how 

to keep up parity among the requests of work- family jobs. They can confront troubles in keeping 

a harmony between the requesting functions in the circles of work also, family which has been 

alluded to as work-family conflicts. (Leineweber, Baltzer, Hanson, & Westerlund, 2013) . 
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Agreeableness’ is one of two character attributes – with Extraversion – that electors see in 

legislators and relate to (Caprara & Zimbardo, 2004) .In expansion to verbal prompts, view of 

Agreeableness can even be framed by nonverbal signs, for example, arm developments while 

giving a discourse (Koppensteiner, 2013) .Moreover, ideologically extraordinary legislators self-

report lower on Agreeableness and specialist’s rate libertarian lawmakers as low on 

Agreeableness (Nai & Maier, 2018) . 

As the negative effect of work- family conflict (W- FC) on psychological well-being (P -

WB) has been very much reported, presently with the development of positive brain science, the 

focal point of scientists has moved on distinguishing the conceivable arbitrator factors subjective 

well-being and W- FC. For example, certain character factors have be found to support the 

antagonistic impacts of WFC on weariness and discouragement. Therefore, past investigations 

have so far focused on exhibiting the principle impacts of work– family conflict on subjective 

well-being and indicated that work– family issues are significant exploration focuses from the 

view purposes of subjective well-being of people, families just as associations. Work–family 

conflict has been characterized as a type of between job conflict in which the job pressures from 

the work and family spaces are commonly incompatible. This meaning of work–family conflict 

infers a bidirectional relationship among work and family life. At the end of the day conflicts 

may begin in either area. As of late, specialists have started to take this differentiation about the 

directional of the work and family obstruction (for example between work meddling with family 

and family is meddling with work) into account. In spite of the fact that these two-types of 

contention —work impedance with family (WI -F) and family obstruction with work (F- IW) are 

firmly related with one another (Kinnunen, Vermulst, Gerris, & Makikangas, 2003). 

Most investigations about work-family conflict have perceived that it is a noteworthy 

danger for the well-being and subjective well-being of a person (Winefield, H.R; Boyd, C; 

Winefield, A.H;, 2014) and work related results .Certain results identified with work, for 

example, hierarchical responsibility (Rehman R. , 2015) and work fulfillment (Bruck, Allen, & 

Spector, 2002) have been accounted for to get influenced by work- family conflict. Additionally, 

different medical problems have been connected with work-family conflict, for example, 

physical sicknesses wretchedness also, tension (Obidoa, Reeves, Warren, Reisine, & Cherniack, 

2011) diminished life fulfillment and brought down Mental Well-Being (Panatik S. , Badri, 
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Rajab, Rahman, & Shah, 2011). To put it plainly, the exploration proof unequivocally proposes 

that work- family conflict is identified with the worker wellbeing and subjective well-being. As 

per (Deci & Ryan, 2008) the build of PWB incorporates both the epicurean point of view (i.e., 

positive full of feeling states like joy) and the academics point of view (i.e., ideal degree of 

viable working in one's individual or public activity). 

Conflict happens in varying backgrounds. Stress, brought about by bearing burden of 

numerous obligations can bring about destitution of execution in any (at least one) of them, in 

light of the fact that the individual pays more noteworthy thoughtfulness regarding those that 

intrigue the person in question. This irreconcilable situation is usually seen in full-time workers 

of any association that keep up a family; atomic or expanded. Consequently, Work-Family 

Conflict (W-FC) causes lopsidedness among work, family life, to such an extent that work 

influences family life or family life meddles with influencing results, for example, authoritative 

responsibility, work fulfillment, and turnover. Huge numbers of these ladies are hitched. Fighting 

monetary weights in wedded couples results in serious extent of W-FC when contrasted with 

single people. (Akintayo, 2010) . 

In request to get precise proportion of WFC specialists must consider the two headings. 

As per these analysts, there are three types of WFC, i.e., time sensitive conflict, strain-based 

conflict, and conduct based conflict. Time sensitive conflict may happen when time given to 

performing one job makes it hard to take an interest in another. Strain-based conflict 

recommends that strain experienced in taking part in one job encroaches and meddles with taking 

an interest in another job, and conduct based conflict happens when explicit practices required in 

one job are in congruent with conduct desire in another job. Accordingly, these structures ought 

to be taken up in the two ways with the end goal that Work Interference with Family (W- IF) and 

Family impedance with Work (F -IW) could be time sensitive, strain-based or conduct based. 

(Rana Rashid & Ajmal, 2010) .On the off chance that workers experience high levels of family-

work conflict, their jobs and obligations in family life meddle with the work and build up a 

negative effect towards the association (Ajiboye, 2008) . 

(Mayer & Caruso, 2000) Found that submitted workers are bound to stay with the association 

and endeavor towards the association's central goal, objectives, what's more, targets than others. 
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Accordingly, if workers experience high levels of family-work conflict, their jobs and duties in 

family life meddle with the work and build up a negative effect towards the association. 

Work-family conflict as a type of between job conflict in which job pressures from work and 

family areas are commonly contrary in some regard and makes interest in  

The work- family conflict in view of time, strain and conduct i.e., an individual endeavor 

to lessen contrariness among work and family functions by viably overseeing time prerequisites, 

managing weights and strains and performing required conduct jobs. Hence, work-family 

conflict alludes to the overflow of issues, strains and weights starting with one job then onto the 

next also, making it hard for a person to achieve objectives. Various examinations have indicated 

the negative relationship and effect of complete working hours on work- family conflict. (Hina & 

Meenakshi , 2013) . 

For instance, representatives with family duties may see an adaptable working hour – 

which brings about an impression of work-family conflict as an aspect of their mental 

agreeableness. Understanding the substance of mental agreeableness is fundamental on the off 

chance that we ARE to shape acceptable business relationships. (Aamna , Mukhtar; Rafia, Faiz; 

Humaira, Asad;, 2020) . 

Specialists have recognized different work and family related variables that lead to W-F 

conflict. Business related elements are work request, work- conflict and manager backing; and 

family related components are family request, family-conflict and family uphold. Be that as it 

may, analysts in the most recent multi decade have begun contending that singular contrasts that 

make up the character of people, for example, extraversion, good faith, suitability, neuroticism 

furthermore, receptiveness to encounter. (Malekiha, Abedi, & Baghban, 2012) . 

Work-family conflict happens when cooperation in family job is made more troublesome 

because of support in work job. Family-work conflict happens when support in work job is made 

more troublesome because of cooperation in family. Many research examines have hypothesized 

that working couples go through exceptional work-family conflicts since their families end up 

with neglected requirements that strengthen with time. Guardians have practically zero command 

over this and thus convey pressure and weight at work, which brings about family work conflict. 

(Mariyam , S. Khurram, & Musarrat , 2020) . 



   52 
 
 

Researchers have recognized different work and family factors that lead to conflict. 

Business related components include job request, work conflict and administrator backing and 

family-related elements are family request, family Conflicts and family uphold. Nonetheless, 

specialists of the past decade have begun to argue that singular contrasts that make up the 

character of people, for example, extraversion, scruples, agreeableness, neuroticism and 

receptiveness to encounter, would likewise foresee the contention between the functions where 

people are included. A thorough writing survey here proposes that much exploration has been 

accomplished on work and family factors and not on character measurements that reflect the bi-

directional nature of work-family conflicts predict.  (Narayanan & Savarimuthu, 2013);  (Razak, 

Omar, & Yunus, 2010).Number of work-family conflict can be isolated into 3types: business 

related, family-related and space vague results. (E, Niro, & Lori , 2004). 

While different speculations exist about the crossing point of work and family, WIF and 

FIW structures have their underlying foundations in conflict hypothesis. Conflict hypothesis 

suggest that work and family areas are contradictory on account of their various standards 

obligations. The different standards and obligations vocation and family cause interruption and 

negative effects of an area on the other. (Kristin Byron, 2005).  

Regardless of broad applied and a great deal of insightful intrigue, the comprehension of 

work- family conflict is still barely clarified. Work family conflict happens when work 

obligations surpass family duties (Wallace, 2005) .Work– life conflict involves the 

circumstances wherein the requests and duties of paid work and non-work jobs are opposite in 

some regard (Byron, k, 2005). There is a need to focus on the interface of work furthermore, 

family jobs which could bring about conflict and the negative results emerging from the 

contention. 

Work- family conflict is additionally accepted to be one of the normal wellsprings of work 

pressure. For example, in an uncommon investigation of occupation worry among disease 

laborers, contend that a significant wellspring of work pressure is work-family conflict combined 

with substantial remaining burden demands. Work-family conflict is commonly characterized as 

a type of between job conflicts in which job pressures from the work also, family spaces are 

commonly contrary in light of the fact that cooperation in one job is made more troublesome by 
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method of support in the other. Work-family conflict can be conceptualized as including two 

structures: time sensitive and strain-based. (Ume Rubab, 2017). 

Workers in numerous public associations progressively perceive that work is meddling 

with their own lives. Work-life balance is a wide idea that depicts organizing between profession 

on one hand, and family, delight and recreation then again. Representatives can't adapt to this bi 

directional conflict and grumblings, which are rising each day (Idemobi & Akam, 2012) . 

Work-family conflict is likewise accepted to be one of the basic wellsprings of work 

pressure (Demerouti, Nachreiner, Bakker, & Schaufeli, 2001) .For example, (Grunfeld, 

Zitzelsberger, Coristine, Whelan, & Aspelu, 2004) , in an uncommon investigation of 

employment worry among malignant growth laborers, contend that a significant wellspring of 

work pressure is work-family conflict  combined with substantial outstanding burden requests. 

Work-family conflict has a positive relationship with work burnout and is frequently 

connected with a higher propensity to leave the organization. Work family conflict is the most 

grounded indicator of burnout (Shirom, Melamed, Toker, Berliner, & Shapira, 2005) .The 

developing occurrence and predominance of the burnout has certain expenses on the family or 

the well- being of people (Jose, Lopez, Santiago, Castro, & Villardefranco, 2010) . 

Past examination on work-family game plan generally centered on the results, or the 

impact of a person's contribution in one space either family or work which prompted the 

adjustment in execution and personal satisfaction in the other area. Greenhaus & Powell 

conceptualized assistance as the degree to which involvement with one life circle improved the 

personal satisfaction in the other. Since the examination on help is generally new in the field of 

work-family plan, there is no single set up definition that has best clarified the idea "help". With 

the end goal of the present examination, work- family help is characterized as happening when, 

by ideals of cooperation in one job (work), one's exhibition or working in another job (family) is 

improved. The examination forced hypothetical consideration on the subject of help that brought 

to an unequivocal meaning of the develop. (Greenhaus & Powell, 2006) . Work-family conflict 

happens when there is cooperation in work meddles with interest in a competitive family 

movement or when work pressure negatively affects impact on the organization family space. 

For example, a conflict can arise when an employee accepts an action that requires more hours, 

which in turn reduces the number of hours spent at home with family. On the other hand, there 
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are conflicts between family and work when partaking in a family action meddles with taking a 

participating in an opposition work or when family stress contrarily affects performance in the 

job role. (Ansari, 2011). 

Conflict among W-F and W-L are types of conflict between roles which arise when the 

resources, social requirements of the work job conflict with home or person life jobs. Work-

family conflict is a main form of work- life conflict. The conflict between job and home is 

becoming increasingly important in the public eye it has significant ramifications for work, non-

job and person outcomes, such, efficiency, turnover, family happiness, well- being and stress. 

The conflict between families, works finds with main business, family, person life results. This 

includes job results (e.g. work satisfaction, company authoritative responsibility and turnover), 

family outputs and individual outcomes identified with physical wellbeing (for example eating 

and exercise behavior) and mental outcomes health many different theoretical points of view are 

utilized to comprehend work-life conflict: beginning with job hypothesis and all the more as of 

late with preservation of assets, work requests and assets, and life course speculations. Numerous 

methodological difficulties ruin the further advancement of contention research among work and 

family. (Ellen & Kyung-Hee Lee, 2017). 

Work- family conflict is distinguished as an additional stressor in an expert's life (Logue 

& Ayman, 2009) which may lead towards negative results including inappropriate working of 

family as dismissed kids, high detailing pace of broken families, grievances from life 

accomplices for investing less energy with them, family squabbles and mental misery and issues. 

Exploration has demonstrated that the work family conflict may have various indicators which 

could be work related, for example, work time responsibility and occupation inclusion. The 

individual related factors additionally contain gender job direction .Every one of these indicators 

has their own exceptional effect and seriousness on work family conflict. This examination is 

especially focused towards full time utilized ladies' profession direction and their separate 

outcomes on WFC. (Ahmed, 2008) . 

The idea of work-family conflict has been clarified by the job hypothesis structure. They 

recommended that the significant determinant of a person's conduct is the desire for conduct that 

others have for that person. The job hypothesis predicts that the desire encompassing every one 
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of these various jobs an individual performs can create between job conflict when they include 

strain to overwhelm the hour of the central individual to fulfill all desires for their work and 

family functions since every job requires time, energy and duty (Ahmed, 2008). 

The idea of W-FC was from the outset utilized and clarified the help of the job hypothesis 

structure. Along these lines, in light of the Role Theory, the specialists have set up a research 

structure including two speculations on the grounds that the writing identifying with W-FC have 

been overwhelmed by this hypothesis. In any case, the job hypothesis expresses that numerous 

jobs are the fundamental driver for stress that thus lead to strain which have negative effect on 

workers. This multi-disciplinary methodology shows that the relationship between W-FC and 

SWB is seen from expansive based viewpoints. From the view purpose of prior specialists, it is a 

set up thought that W-FC is a bi-directional idea where work can influence family jobs (W -FC) 

and family can impact work obligations (F - WC). The discoveries of the prior specialists 

demonstrated that there is a critical negative relationship between W to FC, SWB. In actuality, a 

portion of the scientists have given their considerations to exploring the relationship between F 

to WC, SWB. The discoveries of their examinations have additionally discovered that F - WC 

and subjective well-being are contrarily interrelated. (Mohammad, Noor, Amer , Zuraina, & 

Adedeji, 2018) . 

The issue of work–family conflict (W- FC) has been noted as a specific worry for the 

present organizations. In showing WFC's relationship with work results, work fulfillment has 

been the most generally contemplated connect. Occupation fulfillment speaks to the subjective 

well-being of workers and is prescient of employment residency, counter-gainful practices, and 

withdrawal. Thus, the relationship among W- FC and occupation fulfillment empowers 

specialists to help meditations intended to diminish W- FC. This is particularly significant on the 

grounds that the proof that WF-C legitimately predicts 'main concern' results like occupation 

execution furthermore, withdrawal practices are feeble. WFC has commonly been perceived as 

bidirectional, that is, work can meddle with family (WIF) and family can meddle with work 

(FIW). A charming thought is that these two jobs have differential porousness – family jobs will 

in general be less organized and formalized and, hence, more penetrable to other job necessities. 

(Alicia A, Bryanne L, & Ann C, 2005) . 
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A high relationship between proportions of WFC and proportions of F-WC doesn't 

essentially void the different utility of the two builds. Nor does the high relationship infer that 

the two are reasonably comparative. For example, verbal capacity and numeric capacity are 

exceptionally connected however are theoretically unmistakable. Various examples of 

relationships are guessed and experimentally upheld for verbal and numeric capacity. Hence, 

high bury relationship among two develops however with various examples of relationship with 

outer factors only recommends the presence of an all-encompassing build. In this examination, it 

is conceivable (and even likely) that W-FC and F -WC will have a high inter correlation, 

proposing an overall general factor, yet have various examples of relationships with outside 

factors. Past exploration has indicated the chance of such a differential example of relationships 

for WFC and F- WC. For instance, one could speculate that W -FC will connect higher with 

work stressors and occupation fulfillment than F -WC, yet F-WC will connect higher (than W-

FC) with life fulfillment and non-work stressors. (Jessica R. & Chockalingam , 2005) . 

Work and family contain the two focal frameworks of grown-up life, and each offers a 

one of a kind point from which to contemplate significant characteristics of human conduct. It 

was once accepted that work life was discrete from family life. WFC, as a wellspring of stress, 

has been connected to many negative results in both work ,  family life. Conflict is between job 

conflict as the” synchronous event of at least two arrangements of weights with the end goal that 

consistence with one would make more troublesome consistence with the other. Work family 

conflict (W- FC) is a type of between job conflicts whereby the job pressures from the work-

family areas are commonly contradictory in some regard: one job is made more troublesome 

because of interest in the other (Yueng-Hsiang, Leslie B. Hammer, & Nancy A. Perrin, 2004) . 

Work-family conflict and family-work conflict are particular, yet theoretically related 

types of between job conflicts. Work-family conflict alludes to "a type of between work conflict 

in which the overall requests of, time given to, and strain made by the activity meddle with 

performing family- related duties" and family- work conflict alludes to "a type of among job 

conflict in which the overall requests of, time dedicated to, and strain made by the family meddle 

with performing business related obligations". The two types of contention fundamentally result 
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from a person's endeavors to meet an excess of requests exuding from the home/family and work 

areas in which the individual works (Ugur Yavas, Emin Babakus, & Osman M. Karatepe, 2008).  

These combined with sensational changes in the present social (for example passage of 

more ladies to the workforce and ascend in the number of double profession couples; expanded 

obligations to think about more seasoned, sick guardians/family members) and monetary 

conditions (for example cutting back bringing about "lean and signify" associations requiring the 

enduring representatives to work much more hours) offer ascent to increased conflict among 

work- family jobs . (Halpern, 2005) . 

Work-family conflict and family-work conflict passionate depletion relationships. 

Attributable to their function as essential overseer of their families and the almost general 

requests of parenthood, ladies esteem more and dole out a higher need to their family functions 

than their work jobs. Then again, men join higher needs to their activity related duties .In a time 

of inordinate occupation requests, unpredictable and inconsistent timetables, and long work 

hours (Ugur Yavas, Emin Babakus, & Osman M. Karatepe, 2008) . 

2.13Agreeableness: 

(Farhadi, Fatimah, Nasir, & Wan Shahrazad, 2012) Found that employees had a rank a high level 

of agreeableness tends to show less hostility towards others working hours. Likewise, 

agreeableness is opposite relationship with inter-personal behavior and work fulfillment partly 

conveyed the relationship among agreeableness and deviation in the work-place. In more, meta-

analytical outcomes have founded that the agreeableness characteristics are not direct linked to 

behavior at company. Personality and personality traits are often important predictors of 

behavior. They describe a very stable set of traits that show up in daily behavior. A popular 

model for studying personality is the five-factor model, which states that personality can be 

designed by five characteristics which is; experience Openness to, conscientiousness to behave, 

Extraversion, tolerance. In this model that is widely used to understand Personality. 

Agreeableness is the form in which a person can be flexible, kind-natured, trusting every one, 

and loved ever one. There is sample literature on the five-factor model that supports the link 

between these factors various characteristics and behavioral outcomes such as job performance, 
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academic performance, Leadership, job satisfaction, etc. (Dur Khan, 2018). The Agreeableness 

was easier to understand (Campbell & Graziano, 2001). Of an evolutionary perspective, features 

such as altruism and cooperatively were advantageous in society because they seldom lead to 

conflict  (Campbell & Graziano, 2001).  

Consequently, the Agreeableness allowed the individual to get survival benefits. Since 

tolerance has the greatest variance in the description of the self and others and is its main motive 

.In order to maintain positive relationships with others, the personality dimension is also closest 

associated with processes and results related to aggression  (Gleason, Campbell, & South , 

2004).Agreeableness is an interpersonal characteristic that cooperation, consideration, Forgive 

generosity and trustworthiness and a dimension related to avoiding conflict Violator and has 

been associated with collaborative style such as the integrative style  (Park & Antonioni, 2007). 

Personality can be described through many perspectives that determine how individuals 

behave, think and feel  (Roberts & Wood, 2006). The field of characteristic’s psychology has 

brought tremendous knowledge of human behavior by describing how individuals behave in 

certain contexts and how individuals differ  (DeYoung & Gray, 2009). However, the Big Five do 

not capture everything about personalities, and other factors that influence personality are 

characteristic adaptations and life stories. The adjustment of characteristics are goals, plans, etc., 

which can change over the course of a lifetime. Life stories are personal stories that give 

meaning and identity to your own life and reflect the development of your personality. These two 

factors are part of the description of the individual's reactions to their particular circumstances  

(DeYoung, 2010)  (McAdams & Pals, 2006). (Bozionelos, 2004). 

Agreeableness is a trait that typically indicates traits such as compassion, compliance, 

courtesy, empathy and humility. To like for the other features of the five-factor model, is a 

agreeableness bipolar feature. Low agreeableness reflects the tendency to be aggressive, hostile, 

manipulative, callous, oppositional and strong-willed. Because the agreeableness is often lacking 

or less consistent in other ways conceived in early taxonomies of personality traits, many 

questions remain open as to what is early appropriateness is how it can best be measured and 

how early it manifests in life clearly differentiated feature. Agreeableness catches contrasts in 

affection, regard, and acknowledgment of others. Kind individuals experience caring thinking 
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about the well-being of others, treat others for their own privileges and inclinations, and by and 

large have positive perspectives on others views of others (R. Shiner, D. McAdams, & Tackett, 

Eds, 2019). 

The trait of agreeableness is mainly related to interpersonal interactions and relates to the 

tendency to be cooperative, trusting and personable. Team agreeableness should not affect the 

relationship between task conflicts and team performance, because when teams show a high level 

of agreeableness, teammates seldom notice that conflicts arise. In other words, how teams 

become more agreeableness, conflicts tend to go away. (Bradley, Klotz, Postlethwaite, & Brown, 

2013). 

Agreeableness’ incorporates qualities, for example, courageous, adaptable, trusting, well-

intentioned, agreeable, pardoning, gracious and open minded. S Agreeableness has descriptive 

words how friendly, agreeable, personable, accommodating, well -mannered and cordial. In 

contrast to work, agreeableness isn't identified with areas professions in all zone’s callings and 

obligations. This is on the grounds that the pursuit of community is advantageous for certain 

callings however harmful to other people. In such cases it can be an effective job performance 

uncomfortable in the face of unreasonable demands. The agreeable people are likely more 

because of their adaptability and compliance comprehension of negative parts of their current 

circumstance. Also, due to the propensity in order to build positive and fulfilling associations 

with individuals in their associations, they must tend in general contemplate their workplace and 

in this manner will in general perform well their work place. The conformity and dependency 

parts of appropriateness are likely induce representatives with high tolerance to authoritative 

commitments to remain with the Organization. (Colquitt, J, Le-Pine, J, & Wesson, 2009). 

Based on the writing on character attributes, agreeableness has more beneficial outcomes 

for public activity, social intrigue and social skill as threat. Therefore, individuals with high 

appropriateness is relied upon to be more compelling in assignments focused on the benefit of all 

and these are done altogether contrasted with individuals with low resilience who are more 

reasonable justification of intra-bunch conflictes. Individuals with high agreeableness’ will in 

general show resilience in any event, while cooperating with their friends who show 

inconsiderate behavior. The match is on that agreeableness of relationship conflict in relational 
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relationships. The existing writing proposes this agreeableness between characters of gathering 

individuals, which reflects relationship conflicts, is normal. (Altaf, Iqbal, Prooijen, & Ikramullah, 

2020).One perspective that can be required to impact how people manage this test is the innate 

character characteristics that they bring into their work and individual climate. Helson, & John, 

2011). 

Agreeableness includes qualities, for example, obliging, adaptable, trusting, well-

intentioned, helpful, pardoning, kind and open minded. Agreeableness has a feeble relationship 

with it work execution and it's anything but a significant indicator of employment execution. The 

match isn't unequivocally identified with some other standards or occupation other than 

cooperation. Moreover, appropriateness reliably detailed the least normal genuine score 

relationships across models and occupations. (Jawwad Ahmad , Muhammad Razzaq Ather , & 

Mazhar Hussain, 2014) . (Rahman & Chowdhruy, 2012) Different private colleges in the nation 

have consistently been engaged with the work of various new alumni with great capabilities, as 

academicians. Be that as it may, the private colleges have been encountering significant changes 

in working acts of the scholastics for example regarding endeavors and time, henceforth, the 

training calling has gotten all the more testing with the ceaseless and expanding institutional 

requests, responsibility and work pressures (Judge, Thoresen, & Patton, 2001). 

Agreeableness is characterized regarding collaboration, similar to capacity, foreignness, 

thoughtfulness, compassion and trust .Profoundly agreeable people ought to have more chances 

to contact their informal communities in both the work and family spaces. It was discovered that 

suitability related decidedly to help from the family area to the work space ( Devi and Rani, 

2012). There has been impressive supporting proof in the current writing with respect to the 

positive impact of employment requests on W-FC (Demerouti, E; Bakker, A.B; Voydanoff, P;, 

2010). 

More significant levels of agreeableness associate with more effortful handling of 

negative emotions. Agreeableness has been decidedly associated with stressor-evoked circulatory 

strain reactivity and can be utilized to foresee physiological stress reaction (Chu, Ma, Li , & Han, 

2015) . 
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Agreeableness is one of the five significant components of character in the Big Five, the 

one generally worried about how people contrast in their directions toward relational 

relationships. One approach to conceptualize appropriateness is as an arbitrator of different sorts 

of relational practices. In the event that people vary in their agreeableness to keep up certain 

associations with others, at that point we can expect people who show more elevated levels of 

such inspiration to perform surer, valuable practices in different social spaces than their friends. 

This methodology was a sensible beginning spot to start a program of logical work, and it 

revealed a few significant discoveries on conflict, participation, aiding, and bias. From 

antiquated occasions, authors have remarked on the estimation of agreeableness in social 

relationships. In present day logical examination, appropriateness has an inquisitive history 

comparative with numerous other perceived components of character. In contrast to the super 

attributes of extroversion and neuroticism, suitability didn't at first get precise observational 

exploration due to deductive top-down speculating about its connect to science or to particularly 

obvious social practices. (Graziano W. G., 2009) . 

Agreeableness: trust, straight-imposition, unselfishness, unobtrusiveness, consistence, 

and tender mindedness; Extroversion: positive feelings, gregariousness, warmth, movement, 

confidence, and fervor chasing. The ''Big Five'' alludes to a generally acknowledged character 

model including neuroticism, good faith, and receptiveness to experience, suitability, and 

extroversion. Those high on each factor will in general show more elevated levels of the 

accompanying qualities. (Stewart , 2010) . 

The term agreeableness alludes to the uniqueness and entirety of people, including their 

organic cosmetics. It is an individual example of musings and conduct that is steady over a long 

time-frame and in various kinds of circumstances. Analysts have contended that, concerning 

changing life conditions, it is just a constant factor like character characteristics that can stay 

stable after some time. Agreeableness has numerous groupings however the Big Five qualities of 

neuroticism, extroversion, agreeableness, scruples, and transparency have for some time been 

perceived by analysts as the most grounded indicators of emotional subjective well-being. 

Subjective well-being., similar to character qualities will in general stay stable after some time. 

(Olusegun Adedamola, 2016) . 
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Regardless of that, agreeableness characteristics are accepted to be fit for impacting life 

fulfillment both straightforwardly and by implication. For instance, profoundly extroverted 

people tend to experience more elevated levels of positive effect than people who are 

contemplative. So also, profoundly masochist people will in general experience more adverse 

effect than their genuinely steady partners (Luhmann & Eid, 2009) . 

S-WB is an umbrella idea that covers the investigation of joy and life fulfillment where life 

fulfillment is related more to the psychological evaluation of life in general (Erdogan, Bauer, 

Truxillo, & Mansfield, 2012) . 

The variation hypothesis of life fulfillment recommends that human response to 

troublesome life occasions and circumstances blur away with time and change in our condition 

of satisfaction bit by bit returns to the pattern after the different life occasions (Lyubomirsky, 

2010) . 

In spite of that, agreeableness attributes are accepted to be equipped for affecting life 

fulfillment both legitimately and in a roundabout way. For instance, profoundly extroverted 

people tend to experience more significant levels of positive effect than people who are 

independent. Correspondingly, profoundly masochist people will in general experience more 

contrary effect than their genuinely steady partners (Luhmann & Eid, 2009) .These immediate 

impacts of agreeable attributes on sure and negative influence may clarify why outgoing and 

sincerely stable people by and large experience more noteworthy fulfillment with life. 

Agreeableness qualities may likewise impact emotional subjective well-being in a roundabout 

way through individual conduct. For instance, contrasted with the individuals who are offensive, 

people who are pleasing will in general be more engaged with helping conduct, such as helping 

out others, supporting others and being considerate and aware to other people (Graziano & 

Tobin, 2009).Agreeable  people will in general be better preferred by others most likely as a 

result of these helping practices. 

(Steel, Schmidt, & Shultz, 2008) Recommend that at any rate four of the Big Five characteristics 

ought to be remembered for any exploration concerning the relationship among character and life 

fulfillment and not just neuroticism and extroversion yet additionally suitability and scruples. 

Regardless of this, appropriateness and good faith have gotten less consideration than 

neuroticism and extroversion regarding emotional subjective well-being. Likewise, irregularities 
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in the different discoveries required further examinations concerning the relationship between 

these qualities and singular life fulfillment. Barely any examinations have analyzed whether 

agreeableness and good faith are identified with life fulfillment and significantly less 

investigations have considered the free and collaboration impacts of appropriateness and scruples 

on life fulfillment. Thus it isn't certain whether appropriateness and scruples are adequate or even 

important to catch character impacts on life fulfillment. The current investigation tends to this 

question by inspecting the impact of scruples and agreeableness on life fulfillment. 

These positive social results may then improve agreeable people's subjective SWB. 

Additionally, profoundly faithful people will in general perform errands in a productive and 

intensive way which prompts achievement in school and the work environment. (Noftle & 

Robins, 2007) . Agreeableness requires ascribes alongside courageous, deferential, lovely, and 

liberal. Agreeableness has descriptors that are affable, garrulous and comfortable heated. 

Agreeableness is the degree where one individual help others that isn't egotistical, requires 

acknowledgment yet commonly fair including qualities, for example, absolution, direct not 

severe, endorsement (faithful), unobtrusiveness and delicacy. (Heru kristanto & Radhiya 

Wisnhu, 2020). 

The five variables of the Big Five model of character include: receptiveness to encounter, 

reliability, extroversion, appropriateness and enthusiastic soundness. At the end of the day, this 

model of character contains a lot of collaborating and entombs associated qualities created in five 

wide factors or measurements which shape and impact people's propensities and practices 

Agreeableness depicts whether somebody is friendly or pleasing to others. An Agreeable 

individual has a charming character, is in a general sense kind, trustful, agreeable, warm and 

prepared to help and backing others. Suitability is described by amicable and earnest practices. 

Pleasing people are useful, warm, philanthropic, liberal and adoring. A repulsive individual is 

chilly, upsetting, uncooperative and now and then forceful. He/she thinks considerably more 

about moving toward high situations regardless of different contemplation and others. Agreeable 

individuals are picked by others in all life zones (work, personal relationships, family and 

groups) in view of their aiding, coordinating and sustaining practices. As we would see it, this 

benevolent character profile ought to contain being an "acceptable individual". In this way, 
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pleasant individuals ought to have substantially more high scores on the ethical development 

scale (Muge Ersoy-Kart, İlkay Savci, & Metin Piskin , 2018) . 

Agreeableness focus on the community, strong, accommodating, unselfishness and 

tolerance nature of individual. Agreeableness factor is solid and essential piece of association to 

submit the strategies and morals of association; it has association between impacts of 

relationship and conduct of representatives with each other. On the off chance that the 

appropriateness is higher in representatives then it gives greater responsibility and profitable 

climate. This factor likewise impact work responsibilities and employment fulfillment. Banking 

segment where representatives need to consistently manage distinctive sort of individuals to 

serve them. It is a great idea to keep up great associations with their customers to offer ascent to 

their financial part. (Piyushkumar , 2019). 

Among the Big Five character qualities, Agreeableness is discovered to be most 

identified with positive relational practices. Subsequently, the impact of Agreeableness in 

adapting after a malignant growth finding was analyzed in this investigation. Individuals with 

high Agreeableness can keep up inspirational perspectives. Agreeable people might be better 

ready to use enthusiastic articulation contrasted with those with lower Agreeableness, prompting 

more prominent social help and better change after a malignant growth analysis. As past 

investigations have indicated that Agreeableness is decidedly identified with both feeling and 

issue centered adapting and adapting was discovered to be more viable when effectively 

handling one's feelings individuals with high Agreeableness might be capable to boost the impact 

of different adapting procedures, for example, looking for help what's more, truly 

communicating feelings. As such, a three-way communication among PFC, passionate 

articulation, and Agreeableness in predicating subjective well-being might be available. (Yuki 

Shigemoto, 2009) . 

In light of past exploration, we anticipated that scores for dispositional qualities, 

specifically agreeableness, the Big Five measurement that represents the biggest measure of 

fluctuation in offense related factors and relational conflict in earlier exploration, would be more 

grounded related with offense related relational inspirations. Despite the fact that it is plausible 

that some different elements of character may be related with relational pardoning  (McCullough, 

2001) . 
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(Mullet et al., 2005), the character measurement of agreeableness might be particularly 

significant for comprehension relational pardoning. Hence, for fulfillment, we estimated each of 

the five components of character to investigate potential relations. Notwithstanding, since 

agreeableness manages thought processes in keeping up certain relations with others, we guess 

that appropriateness will most intently be related with individuals' manners toward evasion's 

more, retribution. Low Agreeable individuals are relied upon to show significant levels of both 

wrath and maintain a strategic distance from inspirations contrasted with their high pleasing 

partners. 

Agreeableness being essential for models of fundamental character structure as gotten 

from lexical concentrates with the expect to portray all significant arrangements of individual 

contrasts by as barely any autonomous measurements as could reasonably be expected (e.g., 

(Saucier, 2002) . 

Agreeableness’ is one of the pieces of big five-character attributes and Agreeableness is 

one of the character quality characterized as caring, compassionate, respectful and all the more 

neighborly nature in one. Who has this character attribute high in him known as great individual, 

as he is consistently prepared to help other people? These character characteristics make better 

relationship with other individuals and will in general make numerous companions. As per 

Heineck research study it likewise express that who has develop the agreeableness get less paid 

contrast with the repulsive individuals, advancement proportion is likewise lower in this sort of 

individuals. (Heineck, 2011).  

(Bozionelos, 2004) Believed that kindness, humility, is link with agreeableness, while short level 

of agreeableness’s shows that selfish behavior. Hence, people who get a low match must be 

interested with her job because of hostile and perception-seeking disposition. In another due to 

their lowliness and goodness behavior, individuals who score great on appropriateness organize 

relationships others about job and profession achievement, so they are more averse to report high 

scores interest in their work.  

However, further they concluded that individuals who a low score on agreeableness can 

show how engaged they are in their work this adversely affects work performance. Human 

relationships depend on mutual expectations the behavior of the other based on a common 
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understanding the rules of friendship. The process of forgiveness is an integral answer that 

makes it possible restoring a relationship and is a fundamental tool in maintaining satisfactory 

and long-term relationships. (Lourdes Rey & Natalio Extremera, 2016). 

The biggest element of the five-factor way to deal with personality is agreeableness, 

which is identified with various factors related with intentions for maintaining social 

concordance. As a character measurement, agreeableness’ is less much examined time analyzed 

experimentally and hypothetically even less all around created compared with the other four 

elements. (William G. Graziano & Renee M. Tobin, 2019). 

2.14 Subjective-well-being : 

Subjective-well-being (SWB) is cognitive and affective reviews of her life. (Diener, Marissa 

Diener, & Carol Diener, 2009). (Amstad, Meier, Fasel, & Elfering , 2011) Another Meta-analysis 

Conducted which shows and reported significant reverse association among work, family 

conflict and family satisfaction. Relationships aside, few researchers tried to study the results of 

family on work conflict on various outcome variables. 

However, this concept remains ambiguous and a universal one is missing defied and 

shows faced with other results. McGillivray's Well-being is the people's state of life. The term 

contains many different conceptualizations of well -being "Well-being" is a concept or 

abstraction relating to what is being evaluated in an evaluation of the living situation or the 

"being" of a person. In little, it is explanations of the life condition of the individual has a 

number of different terms appeared in the research literature to characterize this situation. In 

addition to well-being, quality and standard of living are among the most common and human 

development. (McGillivray, 2007). Managing work and family is a common experience for 

every employee. Manage though personally and working life has many advantages, but it can be 

a serious problem when someone is unbalanced between them. A conflict arises between both 

lives. Work-family and family-work occur when the individual is under pressure to have both a 

successful personal life and a good job career. (Arla, 2005). 

The term SWB refers perception of people's live and well-being, including cognitive 

evaluations such as satisfaction with life and affective evaluations such as emotional, social and 
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psychological well-being. It has been widely recognized that people's subjective wellbeing plays 

an important role in their overall physical and mental health. As a result, there has been an 

explosion in wellness design research over the past four decades. (Pieter, Anna, & Jodi Forlizzi, 

2013). 

The influence of five big traits on the cognition part of SWB is mitigated by culture. 

These results suggest that people with high agreeableness do not inherently engage in activities 

that give them a high sense of social well-being, subjective well-being, life satisfaction, and 

happiness, and therefore contain fewer of these components of SWB. This implies that 

compelling intervention designers who aim to promote the general health and wellbeing of 

people from African countries who are helpful, less competitive, and friendly can aim to promote 

these four components of subjective well-being Conformity personality trait describes how 

friendly, personable and cooperative a person is. Those who have this trait high tend to be 

helpful, less competitive, and kind to others. (Aisha, Orji, Rabiu, & Kawu, 2020). 

Despite more interest in understanding the determinants of subjective well-being matter. 

There are gaps in the literature. One such concerns understanding the impact of the social 

integration and / or social inclusion for wellbeing. (Samuelson Appau, Sefa Awaworyi, & Lisa 

Farrell, 2019). Diner explains subjective Well-being on 3 parts: individual different (the common 

level), social and 2 or more peoples differences (like culture) and situational differences (some 

situations tend to be for most People who are more positive than other situations).Diener 

establishes that norms are also being strong affect well-being. For example the strong degree of 

social support found in Latin America Cultures seem to produce a higher level of joie de vivre 

than would be predicted based on this alone economic relationships. Beyond the exam little 

effects on wellbeing as well as society with and satisfaction of basic needs, servants also conduct 

many research complicated survey. (Ed Diener, 2019). 

Subjective well-being (SWB) refers to a person's self-perception of so-called positive 

internal events that are defined as personally or socially desirable thought patterns (Knowledge) 

and feeling (emotion). College student SWB is a growing concern given the rise in mental health 

problems in higher education (Twenge, Joiner, Rogers, & Martin, 2018). Compared to situation 

and living conditions, personality dispositions play a major role play a more important position 
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in determining individual subjective Well-being. Two Meta-analyzes examined those 

relationships between Key Personality Traits and SWB. (Renshaw, 2018). (Watanabe & Falci, 

2014) Reported that female teachers are more leave college than male teachers because the 

problems with the work-life balance and work that is not family-friendly surroundings. Have past 

decades the number of skilled workers for women’s has steadily increased, but there is a large 

gender gap. (Saleem & Ajmal, 2018). 

Teaching is noble profession. An educator builds the territory by changing attitudes, 

correcting mistakes and developing the character of people in the future. In our general public it 

has been watched for several a few years that teacher who are focused on improving their 

economic wellbeing and maintaining their nobility and regard have worked to earn more and 

more in their free time and on their days off improve their academic and professional skills job 

requirements looking for confirmations in M.Phil , Ph.D. Some of them have started their own 

businesses, foundations, study focuses and numerous other low maintenance occupations. (Ajala, 

2017). 

Subjective Well-being (SWB) was influentially defined as a tripartite model consisting of 

low negative effect and fulfillment with life. (Ed Diener, Richard E, & Shigehiro Oishi, 2018) . 

Examination contemplates have detailed a negative effect on the person's wellbeing like 

sadness, animosity and tension prompting weakness; relational perspectives like hostility 

towards relatives and separation and expert perspectives like late coming, drowsiness and 

dawdling and employment disappointment (Cinamon, R. G. & Rich, Y, 2005) ; (Ahmad, A, 

2008) . It likewise unfavorably influences work morals, work fulfillment, work execution and 

employment responsibility. (Maeran, R., Pitarelli, F., & Cangiano, F, 2013) . 

The circumstance deteriorates in open area colleges, where H.E.C practices more force. 

There is an inordinate interest for a more prominent number of high effect factor distributions 

and top standard educating without giving abundant assets putting more strain on college 

personnel in Pakistan (Mahmood, 2016) ; (Yusoff & Khan, 2013) . 

As a comprehensive measure, individuals experience high subjective well-being when 

they: feel numerous charming and hardly any undesirable feelings; feel numerous joys and 
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barely any agonies; are caught up in fascinating exercises; and are happy with their lives. SWB is 

likewise communicated in straightforward terms, for example, saying, "I feel better" and "I feel 

glad". As the name proposes, SWB is an emotional assessment by a person of her/his life by and 

large. From a wide perspective, SWB measures give "a feeling of how [people's] lives are going, 

through the collaboration between their conditions, exercises and mental resources “health 

Organization's (WHO) proposition in 1948 that, "Well-being isn't only the nonattendance of 

sickness however a condition of subjective well-being," SWB has gotten an expanding focal 

point of exploration, just as theoretical discussion. A few researchers consider "joy" to be 

inseparable from emotional subjective well-being .In particular; SWB is partitioned into two 

areas, psychological and full of feeling assessments. These two areas involve the following three 

parts: life fulfillment (cognitive assessments), positive effect, and negative effect (emotional 

assessments). 

( Parsons, Houge Mackenzie, S. Filep, & Brymer, 2019) . 

SWB has become an idea that joins evaluations of fulfillment with life by and large, 

alongside fulfillment in different life areas and emotional appraisals of social and enthusiastic 

well-being. Cognitive assessments are an individual's abstract assessment of her or his life 

fulfillment, both in worldwide terms (i.e., life in general) and in explicit life areas (e.g., work, 

relationships).Cognitive assessments are commonly thought to be over long term, for example, 

10 years or a lifetime, and allude to an intellectual judgment measure comprising of "an 

evaluation of an individual's personal satisfaction, agree in to the person's picked models along 

with indulgent perspectives”. (McCabe & Johnson, 2013) . 

Emotional SWB allude to a person's feelings, temperaments, and emotions (Diener E. , 

Happiness: unlocking the mysteries of psychological wealth. Blackwell Publishing, Malden 

Diener E (2013) The remarkable changes in the science of subjective well-being., 2008) 

.Influence is positive when these components are experienced as wonderful (e.g., bliss, joy, 

love), also, negative when these components are experienced as unsavory (e.g., blame, outrage, 

disgrace). It is critical to take note of that positive and negative effect are free builds, along these 

lines, encountering high certain influence doesn't naturally mean negative influence will be low, 

and the other way around. For occurrence, an individual can report both high sure and negative 

effect. Thus, these components are conceptualized and estimated autonomously in S -WB 
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assessments. As opposed to intellectual assessments, influence is estimated as a fleeting 

enthusiastic state at a particular second in time, for example, "fourteen days earlier" or 

"yesterday." 

SWB estimations are ceaselessly being refined, as the idea is getting progressively 

significant (McCabe & Johnson, 2013) .Since the Sarkozy -Stiglitz Commission prescribed 

adding new measurements to quantify cultural subjective well-being as a marker of progress in 

2008, noteworthy subsequent movement has been accomplished by administrative bodies 

(Krueger & Stone, 2014). 

Fitness fulfillment comes about because of feeling fit for coming to actually decided 

objectives, while skill is defeated by questions about one's capacities. Relatedness fulfillment 

comes about because of feeling profoundly associated with significant others, while relatedness 

is ruined by feeling separated or then again rejected from others. Impressive examination has 

exhibited that wonderful these mental needs predicts contrasts in day by day and worldwide 

(Ryan & Huta, 2009) . 

Utilizing a meaning of emotional SWB (i.e., "bliss") as a mix of high sure effect (i.e. 

Feeling glad at the time), low negative effect (i.e., not feeling dismal at the time), and high life 

fulfillment (i.e., assessing one's general life as sure; (Diener, et al., 2017). 

Meaning of the subjective Well-being is the initial step to setting up a reasonable model. 

They finish up that the subject of how to characterize subjective well-being remains unanswered 

and that various endeavors to do so have come about just in a depiction of subjective well-being 

as opposed to a definition. A case of the unmistakable methodology can be found in works, who 

estimate that "SWB is a general classification of marvels that incorporates individuals' 

enthusiastic reactions, area fulfillment, and worldwide decisions of life fulfillment. Every one of 

the particular develops should be perceived in their own right, yet the parts regularly relate 

significantly, recommending the requirement for the higher request factor. Along these lines, we 

characterize SWB as an overall zone of logical intrigue instead of a solitary explicit build". (Igor 

Kopsov, 2019). 

Agreeableness is relied upon to relate contrarily to work environment aberrant in light of the fact 

that people scoring high on this space are sympathetic, tolerant, and trusting. Meta scientific 
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proof in fact shows that Agreeableness associates adversely with work environment abnormality. 

Agreeableness does not have a (turned around) outrage feature which is essential for Neuroticism 

and which has been appeared to relate emphatically with working environment aberrant. 

Agreeableness structures one of the elements of relational circumflex model, and this space is 

proposed to straightforwardly decide the nature of relational, rather than indifferent, associations. 

Likewise, research has indicated that Agreeableness is a legitimate indicator of prosaically 

conduct. (Jan Luca , Bentvelzen, Janneke , & Reinout E. , 2019) . 

High subjective well-being and high scholarly accomplishment are the two qualities that 

are attractive inside our western culture. Nonetheless, no current meta-examination researched if 

and how these two frequently revealed markers of cultural success are identified with each other. 

SWB and scholarly accomplishment could be related since (a) scholarly accomplishment 

causally affects SWB, (b) SWB causally affects scholarly accomplishment, or (c) both SWB and 

scholarly accomplishment are affected by regular third factors. The primary instrument is steady 

with self-assurance hypothesis, which sets that three inborn mental needs (ability, relatedness 

and self-rule) are fundamental for inherent inspiration, character. (Ryan, R.M; Deci, E. L, 2000) . 

It has been recommended that these conflicting and conflicting reports are to some degree 

because of SWB being included three parts: (1) positive effect, (2) negative effect, and (3) life 

fulfillment. The size and bearing of the gender contrasts wander for every part and conflating 

them in the investigation may lessen any watched contrasts – or it might prompt experimental 

disarray when not recognized theoretically (Batz & Tay, 2018) . 

Subjective well-being (SWB) and scholarly accomplishment are both focal markers of 

positive mental working and both are factors of enthusiasm for distinguishing the qualities of 

high-performing training systems. The fruitful understudies perform well scholastically as well 

as fulfilled at school. Schools just as higher instructive conditions are not simply puts where 

youthful individuals get scholastic aptitudes, they are likewise puts where individuals interface 

with others, build up their character, and experience all features of society, in  which may affect 

their SWB. (Susanne , Sevim , Bianca A. , Michael , & Maike, 2018) . 

SWB refer to how one person assess their lives and is characterized as an individual 

general condition of emotional health. It is a wide idea usually partitioned into two segments 
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(Eid & Larsen, 2008) : Affective Well-being (AWB) mirrors the presence of lovely effect (e.g., 

sentiments of bliss) and the nonattendance of upsetting effect (e.g., discouraged temperament). 

Intellectual subjective well-being (CWB) alludes to the psychological generally speaking 

assessment of life fulfillment (i.e., worldwide life fulfillment) just as of explicit life areas (e.g., 

work fulfillment or conjugal fulfillment) (Ed Diener; Ronald Inglehart; Louis Tay, 2013) . 

Subjective-Well-Being (SWB) recommendation that how individuals encounter and assess their 

life and certain region and exercises throughout their life. The previous decade, enthusiasm for 

data about SWB (otherwise called "self-revealed well-being") has expanded significantly 

between scientists. (Angel Gurria, 2013). 

As the term recommends, SWB alludes to the degree to which an individual accepts or 

think their life is working out in a better way. The subjective describe is used to characterize and 

confine the extent of the build: SWB scientists are keen on assessing an individual's personal 

satisfaction from their own point of view. This problem can now and then prompt disarray in the 

writing as it is enticing to liken emotional subjective well-being with more extensive types of 

subjective well-being, and there are numerous speculations of subjective well-being that are not 

abstract in nature. For example, scholars have often proposed different target list-based models 

of subjective well-being that endeavor to determine the entirety of the basic components 

necessary for a person's good life. ( T Hurka, 2014). 

The impaired employee SWB causes an enormous physical and budgetary weight on 

individuals and societies through its impact on physiological cycles and thusly on individual and 

cultural wellbeing. Developing proof that SWB affects wellbeing and other cultural results has 

driven the United Nations to set up an International Day of Happiness to highlight the 

significance of cultural SWB as a key political goal. (Remus Iltes & Nikolaos Dimotakis, 2010). 

The influence of five big traits on the cognition part of SWB is mitigated by culture. 

These results suggest that people with high tolerance do not inherently engage in activities that 

give them a high sense of social well-being, emotional well-being, life satisfaction, and 

happiness, and therefore contain fewer of these components of SWB. This implies that 

compelling intervention designers who aim to promote the general health and wellbeing of 

people from African countries who are helpful, less competitive, and friendly can aim to promote 
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these four components of subjective well-being Conformity personality trait describes how 

friendly, personable and cooperative a person is. Those who have this trait high tend to be 

helpful, less competitive, and kind to others. (Aisha, Orji, Rabiu, & Kawu, 2020). 

2.3 Showing Relationship among Study Variables 

Work -Family Conflict, Family-Work Conflict, is taken as In-dependent Variable; 

Subjective Well-being as Dependent Variable and Agreeableness is Moderation variable. 

Conflict is the degree in which Family-work is significant related to the Subjective Well-Being. 

The conflict among work-family corresponds with Subjective-Well-being and SWB and Conflict 

among Work, Family is positive relationship with Agreeableness. 

2.3,1 Variables 

Variables are given a special name that only applies to experimental investigations. To 

test the hypotheses variables are four. This includes the dependent-variable and the independent-

variables. (Muhammadi Sabra Nadeem & Dr. Qaisar Abbas , 2009). 

2.3.2. Dependent Variable 

Researcher's primary interest is called dependent variable of research. Variable that 

influenced the independent variable is Dependent variable. The dependent variable is variation is 

defining the variation in the independent-variable. (Nadeem & Dr.Abbas, 2009). Dependent 

variable is Subjective well-being.  

2.3.2.1 Subjective Well-Being: 

SWB is the overall assessment of quality of life. (Diener, E, 2009). (SWB) is the define 

in which individual trusts with other or happy with their life. ( T Hurka, 2014). 

2.3.3 Independent Variable  

An influence of variable the dependent-variable is called independent variable which is 

some time positive and negative. (Nadeem & Dr.Abbas, 2009). Independent variable is work-

family conflict, family-work conflict, (interference between family-work, interference among 

work to family). 
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2.3.3.1 Work-Family, Family -Work Conflict 

Relationship among work- family explains the position at job or home conflict is the role 

requirements of family or requirements role of job in reciprocal dissimilar ways at some time. 

(Diah Indira Maha Putri & Desak Ketut Sintaasih, 2018). This is a 9-thing scale that estimates 

family impedance with work. 3 things each measure various parts of family impedance with 

work, i.e., time sensitive, strain-based, and conduct based work family conflict. Everything is 

estimated on a 5 point Likert type scale. 

2.3.4 Moderating Variable 

A moderating variable leaves its statistical effect in form of interaction as a result of 

quantitative variable affecting the direction along with strength of the relationship amid in-

dependent and dependent-variables. Moderation variables explain that changes the relationship 

with other variables. Let us use simple regression effects to check the sample of the constant Y is 

defined direct purpose of the X, sometime we trust that the sink from X to Y varies across the 

moderation show by M. We founded that interchange X to M in form of their results at Y. (Karl 

L. Wuensch , 2019).The moderating variable is agreeableness. 

2.3.4.1 Agreeableness 

Agreeableness include characteristics which is respectful, open-mind, trustworthy, nice 

behavior, friendly, accommodating. Agreeableness is descriptors like caring, supportive, loving, 

and polite. (Dur Khan, 2018). Agreeableness requires attributes along with brave, respectful, 

pleasant, and generous. Agreeableness has descriptors that are personable, chatty and comfy-

hearted. Agreeableness is the degree in which one person support others that is not arrogant , 

requires acceptance but typically honest including traits such as forgiveness, straightforward not 

strict, approval (unwavering ), modesty and tenderness. (Heru kristanto & Radhiya Wisnhu, 

2020). 
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2.4 Framework 

 

 

 

 

 

 

 

 

 

 

 

Source: Literature Review 

2.5 Hypothesis 

H1: Work -Family Conflict has significant effects on the Subjective well-being of Teachers. 

H2: Family-Work conflict has significant effects on Subjective well-being of Teachers. 

H3: The relationship among W-FC and Subjective, well-being is moderated by agreeableness. 

H4: The relationship between F-WC& Subjective well-being is moderated by agreeableness. 
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CHAPTER 3 

METHODOLOGY 

3.1 Research Methodology 

Research Methodology decides the area of proposed study and gives information to the readers 

about adopted process of analysis for the respective study. This includes aims for which the 

study is undertaken. These also clarify time, scope, data sources etc. of proposed study. In this 

section to achieve  the goals of this research, the work completed in a sequential order which 

illustrate data collection, research type, hypothesis, and plan of analysis. 

3.2 Research Design 

The research is explanatory i.e. descriptive frequency statistics were used to describe the results 

and to explore the things after using Spss among variables to check significance impact on 

regression technique. This study is based on quantitative type of research. 

3.3 Research Approach 

Logical research of plan is called research design, an investigation plan that explains how 

research is carried out to the assumptions of research design underlying to input gathered 

(Myers, 2009). The current study will use a quantitative research approach in order to found out 

the relationship among the independent variable, dependent variable and moderating variable.  

3.3.1 Population 

Teachers of public or private degree awarding institutions of Lahore are population. The 

target group consisted of all teachers of the institutions. The population is determined by using 

data from (Higher education comission pakistan, 2015-2016).  

3.3.2 Sampling Technique 

The study used a purposive sampling method with the distribution of questionnaires for 

collecting data from the respondents. Full time working. 

3.3.3 Unit of Analysis  

The analysis of unit for this study is individual Teacher. 
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3.3.4 Sample Size 

Sample size is the small fraction of the population which is considered a vital element to 

reduce the sampling error. Roscoe (1975) provides the ‘rule of thumb’ for determining sample 

size; as it is declared that sample size larger than 30 and smaller than 500 are appropriate for 

multivariate analysis. 

3.4 Data collection  

Data is gathered from institutions Teachers. Questionnaire is a main tool to collect data 

from the respondents. Primary data will be sourced to collecting all input. Non-Probability 

techniques of sampling are used. The total number of males respondents are 197 percentages is 

(53.1) and females are 173 in which single are 147 and married is 214. 

3.5 Data collection Procedure 

Data collected through questionnaires will be used; SPSS were used to conduct results. 

Descriptive statistics of correlation or reliability of statistics outcomes is used to conduct 

output.The questionnaire was distributed through online. The online questionnaire was structured 

using Google form and was distributed using social media e.g.  G-mail. 

3.6 Data Analysis Software 

Data of this study conducted with the usage of Andrew Hayes process and SPSS 

software. 

3.7 Measures 

Scales that are used is explained below, 5-point Likert scale are used for responded. (No1 

= Strong Disagree, Number 2 =disagree, 3, = Neither Agree nor Disagree, N4 = Agree, 5 = 

strongly- Agree). 

3.7.1 Subjective Well-being:  

Dependent variable is Subjective well-being. Subjective Well-being measured by using Diner’s 

5-point Life satisfaction scale (Diener, Emmons, Larsen, & Griffin, 1985). The points are rated 

on a 5-point Likert scale to indicate their correspondence with satisfaction with objects of life (1 

= strong disagree, 2 = disagree, 3 = neither agree nor disagree, 4 = Agree, 5 = strongly 

agree).The scale is rating the mean of the items. Sample items include: "I am satisfied with my 
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life; my job makes me feel quite exhausted by the end of a workday. In the present in the study, 

the alpha coefficient for the SWB is 0.732. 

3.7.2 Work family conflict, family work conflict: 

The independent variable of this study is work family conflict, family work conflict, 

(interference between family and work, interference between work and family).The scale for 

measuring work family is a combination of five items used. The point is, my work often disturbs 

my family responsibilities, and my work takes time i would like to spend with family / friends. 

Family interventions in work disputes are measured with the same items. An example of measure 

the family domain element from the family domain is my family life often interferes with my 

responsibilities at work. The 5-point Likert type scales are used. (Carlson, & Kacmar, 2000). 

Sample items include: The demands of my work sometimes delay my family work; my work 

often disturbs my family responsibilities, I have to miss family activities due to the amount of time I 

must spend on work responsibilities. In the present in the study, the alpha coefficient for the 

Conflict is 0.913. 

3.7.3 Agreeableness: 

The moderating variable is agreeableness. Agreeableness is one of the five personality traits in 

the Big Five personality theory. A person with a high level of agreeableness on a personality test 

is usually warm, kind, and tactful. They are generally optimistic about human nature and get on 

well with others. A person who does not match well may put their own interests ahead of others, 

I see myself as someone who worries a lot. They tend to be rude, and uncooperative. ( Dr. Edwin 

van Thiel, 2020).  

The 5-point Likert scales are used. (1 = strong disagree, 2 = disagree, 3 = neither agree nor 

disagree, 4 = Agree, 5 = strongly agree). The 5-point scale with elements such as “I am someone 

who has a forgiving nature "and" I am someone who is considerate and kind to almost everyone, 

I see myself as someone who is sometimes rude to others, I see myself as someone who worries 

a lot. (Christopher J. Soto & Oliver P. John, 2017). In the present in the study, the alpha 

coefficient for the Conflict is 0.713. 



   79 
 
 

 

Chapter 4 

Data Analysis 

This Chapter shows the data analysis of variables. In this section the information 

investigation of the factors of the examination are being introduced. Information release cycle of 

the gathered information has been talked about in this part with the end goal of examination.  

After the data collection stage, the researcher takes up the task of data analysis. The 

analysis of data includes various activities like categorizing and properly arranging the data, 

codification, using various forms of data presentation like tables and charts, using appropriate 

statistical tools to draw the conclusions. 

4.1 Analysis of data 

This software’s SPSS & AMOS is used for analysis and processing. Data is entered 

manually according to the answers given by the respondents on the website Questionnaires. This 

study uses the percentages of the answers given in the data for measurement the slope of the 

answers. The analysis of data required to use the collective percentage of responses received 

from the respondents indicate whether the WFC, FWC and SWB, AG. Descriptive and 

inferential statistics including mean, standard deviation (SD), histogram, Reliability is executed 

with SPSS. 

4.2 General Demographic information 

This portion covers material about gender, age, and qualification of respondent. The total 

number of male’s respondents are 197 percentages is (53.1) and females are 173 percentages is 

(46.6) in which single are 147 percentages is (39.6) and married is 214 percentages is (57.7). 

 

Table 1 Material status 

 Frequencies  Percentage Valid Percentage Cumulative Percentage  

Valid 
Single 147 39.6 39.7 39.7 

Married 214 57.7 57.8 97.6 
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Figure 1 Marital Status of Respondents 

 

 

The total numbers of male’s respondents are 197 percentages is (53.1) and females are 173 

percentages is (46.6) in which single are 147 percentages is (39.6) and married is 214 

percentages is (57.7). 

 

Table 2 Gender 

 Frequency Percentage Valid Percentage Cumulative Percentage 

Valid 

Male 197 53.1 53.2 53.2 

Female 173 46.6 46.8 100.0 

Overall 370 99.7 100.0  

     

 

40%

58%

2%0%

Marital Status of Respondents

Single

Married

Divorce

Other

Divorce 7 1.9 1.9 99.5 

Other 2 .5 0.5 100.0 

Overall 370 99.7 100.0  
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Figure 2 Gender of Respondents 

 

The total number of male’s respondents are 197 percentages is (53.1) and females are 173 

percentages is (46.6) in which single are 147 percentages is (39.6) and married is 214 

percentages is (57.7). 

 

Table 3 Age 

 Frequency Percentage Valid Percentage Cumulative Percentage  

Valid 

25-35 Years 230 62.0 62.2 62.2 

36-45 Years 95 25.6 25.7 87.8 

46-55 Years 35 9.4 9.5 97.3 

56 and above 10 2.7 2.7 100.0 

Overall 370 99.7 100.0  

 

 

 

Figure 3 Age of Respondents 

53%47%

Gender of Respondents
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The total number of age of respondents of 25-35 Years is 230, 36-45 years is 95, 46-55 years is 

35 and the age of 56 and above is 10. 

 

Table 4 Education 

 Frequency Percentage Valid Percentage Cumulative Percentage 

Valid 

Masters 118 31.8 31.9 31.9 

M.Phil. 188 50.5 50.5 82.5 

PHD 64 16.5 17.4 99.5 

Overall 370 99.7 100.0  

 

Figure 4 Education of Respondents 
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The total number of Masters is 118 and the total number of M.phil is 188 and the total number of 

P.H.D is 64. 

4.3 Detection of Normality 

4.3.1 Graphical Histogram with Normal curve 

A histogram is the most commonly used diagram to show frequency distributions. It 

looks a lot like a bar graph, but there are important differences between them. This is a graphical 

technique to check that whether our data is normally distributed or not. The shape of histogram 

illustrates us that the data is normally distributed or not. 

 

 

Graph 1 Normality P-Plot of Conflict 

 

Interpretation 

This graph 1 shows shape of normal curve explains us the conflict variable is normal. 

4.3.2 Graphical Histogram with approximate – Normality curve 

The shape of histogram illustrates us that the data is not normally distributed. 
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Graph 2 Subjective Well-being (SWB) 

  

Interpretation 

In this graph 2 the shape of normal curve explains us the dependent variable is not normal 

distributes. 

4.3.3 Graph 3 Normality P-Plot of Agreeableness: (AG) 

 

Interpretation 
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In this graph 3 the shape of normal curve explains us the moderating variable is normally 

distributes. Right – Skewed (positive skewness). 

4.4 Reliability 

 The information gathered for the investigation was exposed to unwavering quality test 

utilizing Cronbach Alpha. The alpha estimations of different measurements are appeared in the 

accompanying table. From the table, it has been discovered that the unwavering quality 

coefficients for the factors decided for this investigation are more than 0.60, which is an 

adequate worth. (Malhotra, 2004) . 

4.4.1 Measures with a reliability model 

(Byron, 2005)  Proposed the utilization of double components of W- FC, as various experimental 

literary works have demonstrated that each sort of contention has various foundations and 

results. In this investigation, notwithstanding, the two components of W-FC, for example, work 

family conflict WFC & FWC family work Conflict are free factors. 

For the outcome to be legitimate and satisfactory, it is fundamental that the information 

assortment instrument must be substantial, dependable and reliable. The reliability quality of the 

scale use in this research was estimated through Cronbach alpha test. The esteems close to 1 are 

 

Table 5 Reliability Statistics  

Constructs N of Items Cronbach’s Alpha 

Conflict 10 0.913 

Subjective Well-Being 5 0.732 

Agreeableness 5 0.713 

 

Interpretation 

Table 5 shows the values of Cornbrash's Alpha to determine the reliability of the data. The total 

Cranach's Alpha of the conflict is 0.913. The value of Cranach's Alpha shows that the construct 

of the questionnaire has a high level of reliability and consistency. The Cronbach alpha value is 

0.913, which shows that acceptable internal consistency and strongly positive. Cronbach's Alpha 



   86 
 
 

is the greatest widely recognized measure proportion of inner consistency ("reliability"). It is 

most regularly utilized when you have numerous Likert inquiries on a review or survey that 

make up a scale and when you want to see whether the scale is dependable. The total Cranach's 

Alpha of the subjective well-being is 0.732. The value of Cranach's Alpha shows that the 

construct of the questionnaire has a high level of reliability and consistency. The Cronbach alpha 

value is 0.732, which shows that adequate inner constancy the most common or greatest amount 

of reliability Cronbach's Alpha is 0.732. Values show in above table Cornbrash's Alpha control 

the reliability of the data. The total Cranach's Alpha of the agreeableness is 0.713. The value of 

Cranach's Alpha shows that the construct of the questionnaire has a high level of reliability and 

consistency. The Cronbach alpha value is 0.713, which shows that moderately positive. 
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4.5 Regression Analysis: 

 

Model=1 

Y=Subjective Well-being 

X=Work to family 

M=Agreeableness 

Sample Size=370 

Table 6 Model Summary 

Regression R/SQ M.S.E F. D.F.1 D.F.2 P, 

.6169 

 

.3806 

 

.3571 74.9601 3.0000 366.0000 .000 

 

R-squared 2 

(R2) as a statistical measure highlights the proportion of the variance in the behavior of a 

dependent variable triggered by the independent variables inside the regression framework.  R-

square value higher indicates the strength of the model. The results are in line with the study 

carried out by (Michael, P.O Driscoll; Daniel, R I Ilgen; Kristin, Hildreth, 1992) that found 

positive associations between subjective well-being and work-family, family work conflict as 

well as psychological distress using the General Health Questionnaire. The above results indicate 

that our model explains 38% variation in subjective well-being as an outcome of variation work-

family conflicts. P-value tells about the F-statistics that unveils fit to the intercept model and fit 

of framework with the data. Moreover, F value indicates effect size that is reflected by R2 value;  

 

 

Table 7 Coefficients 

Model Coefficient Se T. P. L.L.C.I U.L.C.I 

Constant .6241 .7755 .8047 .4215 .9009 2.1491 
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Work-family .0311 .2864 .1087 .9135 .5321 .5493 

AG .1173 .2140 .5479 .5841 .3036 .5381 

Int_1 .1166 .0765 1.5245 .1282 .0338 .2670 

 

Interactions 

Int_1          Work-family      X AG 

R-square increase due to interactions (s): 

 

Table 8 R-Square 

 R2/change F. D.F.1. D.F.2 P 

Int_1 0.0039 2.3241 1.0000 366.0000 .1282 

 

The results of R2 change =0.0039, p=.1282 indicates significant moderation exists among work-

families conflict on subjective well-being. 

Table 9 Moderation effect @ X, @ Y values: 

AG Effects SE T. P. LLCI. ULCI. 

2.6000 .3725 .0659 4.5890 0.000 .2380 .5247 

3.3000 .4378 .0413 8.2693 0.000 .3549 .5486 

4.0000 .5372 .0560 7.590 0.000 .4294 .6812 

 

A moderating variable leaves its statistical effect in form of interaction as a result of quantitative 

variable affecting the direction along with asset of relationship amid in-dependent and de-

pendent variables. This study looks for the interaction effect amidst X and M to know whether 

this effect significantly predicts Y.  The above results indicate the values relating to quantitative 

moderators in form of the mean and conditional effect of X on Y values of the moderator the 

results confirm that agreeableness serves as a positive moderator among work-families conflict 

leaving direct consequence on subjective well-being. The higher value at 3.3000 generates 
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2.6000 agreeableness is likely to generate resilient positive effects. Effect size reflects the 

product of the path coefficient. Based on the above, it can be deduced that agreeableness can 

strengthen relationship among work-families conflict gets desirable level of subjective well-

being and helpful to get work-life balance. 

Model=2 

Y=Subjective Well-being 

X=Family to Work 

M=Agreeableness 

Sample Size=370  

Table 10 Model Summary 

Regression R/SQ M.S.E F. D.F.1 D.F.2 P, 

.6369 

 

.2408 .4409 38.6992 3.0000 366.0000 .000 

 

R-squared (R2) as a statistical measure highlights the proportion of the variance in the behavior 

of a dependent variable triggered by the in-dependent variables inside the regression framework.  

R-square value higher indicates the strength of the model. The results are in line with the study 

carried out by (Michael, P.O Driscoll; Daniel, R I Ilgen; Kristin, Hildreth, 1992)  that found 

positive associations between subjective well-being and work-family conflict as well as 

psychological distress using the General Health Questionnaire. The above results indicate that 

our model explains 24% variation in subjective well-being as an outcome of variation work-

families conflicts & families-work conflict. P-value tells about the F-statistics that unveils fit to 

the intercept model and fit of framework with the data. Moreover, F value indicates effect size 

that is reflected by R2 value. 

Table 11 Coefficients 

Model Coefficient Se T. P. L.L.C.I U.L.C.I 

Constant .7368 .7683 .9589 .3382 .7741 2.2477 

Family-Work .0071 .2833 .0249 .9801 .5500 0.5641 

AG .0707 .2123 .3330 .7393 .3468 0.4882 
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Int_1 .1281 .0757 1.6929 .0913 .9207 0.2769 

Interactions 

Int_1          Conflict      X               AG 

R-square increase due to interactions (s): 

 

 

Table 12 R-square 

 R2/change F. D.F.1. D.F.2 P 

Int_1 0.1904 9.3353 1.0000 366.0000 0.0024 

 

The results of R2 change =0.1904, p=.0024 indicates that potential and significant moderation 

exists among families-work conflict on subjective well-being. 

Table 13 Moderation effect @ X, @ Y values: 

AG Effects SE T. P. LLCI. ULCI. 

3.0000 .3914 .0724 5.4078 0.000 .2491 .5338 

3.6000 .4683 .0511 9.1709 0.000 .3679 .5678 

4.0000 .5452 .0640 8.5145 0.000 .4193 .6711 

 

A moderating variable leaves its statistical effect in form of interaction as a result of quantitative 

variable affecting the direction along with asset of relationship amid in-dependent and de-

pendent variables. This study looks for the interaction effect amidst X and M to know whether 

this effect significantly predicts Y.  The above results indicate the values relating to quantitative 

moderators in form of the mean and Conditional effect of X on Y values of the moderator the 

results confirm that agreeableness serves as a positive moderator among families-work conflict 

leaving direct consequence on subjective well-being. The higher value at 3.6000 generates 

3.0000 agreeableness is likely to generate resilient positive effects. Effect size reflects the 
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product of the path coefficient. Based on the above, it can be deduced that agreeableness can 

strengthen relationship among families-work conflict. 

4.6 Statistical Hypothesis Tests 

Hypothesis testing is a statistical process by which an analyst tests an assumption about a 

population parameter. The procedure cast-off the expert depends on the type of data used & the 

reason for the analysis. Hypothesis tests are used to assess the plausibility of a hypothesis based 

on sample data. 

4.6.1 W to FC and subjective well-being 

Taking into account different cultures and numerous professionals, the associations 

between W-FC and various outcome variables (work, family and life) is examined and found a 

significant relationship between them. (Mohammad & Rahman, 2019). In this study relationship 

between Work-Family Conflict has positive effects on the Subjective wellbeing of Teachers 

4.6.2 F to WC and subjective well-being 

As mentioned in the introductory part, most previous researchers are only focussing on 

one dimension of W-FC so that is difficult to figure out relationships between F and WC and 

other outcome variables. With a in relations of understanding the relationships among F to WC 

& multiple results variables better, only a few meta-analyzes were carried out. The results of the 

meta-analysis by (Fabienne. Amstad; Laurenz. Meier; Ursula Fasel; Achim Elfering; Norbert K. 

Semmer, 2011) Confirmed significant relationship between F to WC and family satisfaction and 

this study Family-Work Conflict has positive effects on the Subjective well-being of Teachers. 

4.6.3 W to FC and subjective well-being moderated by Agreeableness 

(Greenhaus & Allen, 2011) Examined the effects family helps in among work-family conflict & 

FWC. So, in relation to the above literatures the following hypothesis can be proposed. The 

results indicate that potential and significant moderation exists between on work-family conflict 

on subjective well-being. The positive relationship between Work-Family Conflict (WFC) & 

Subjective well-being moderated by agreeableness. 
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4.6.4 F to WC and subjective well-being moderated by Agreeableness 

(Mohammad & Rahman, 2019) Conducted a longitudinal study, the work explained supports the 

moderation of the relationship around W-FC and FWC plus family satisfaction. It also found that 

relationship among W-FC & job satisfaction significantly moderated by employee support. 

Taking into account the above Literatures, in study, may advise the coming hypothesis. This 

result indicates that potential and significant moderation exists between work-family conflict and 

on subjective well-being. Relationship among Family-Work Conflict (F-WC) and Subjective 

well-being positive moderated by agreeableness. 
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Chapter 5 

Conclusion 

5.1 Results  

The results and outcomes of this examination begin with enlightening and relationship 

understands the overall relationships between variables. In the second stage, the immediate effect 

of the two headings of (W-FC), (F-WC) on subjective well-being (SWB) and agreeableness 

(AG) is to test on H1 and H2 H3, H4. The results confirm that work-family conflict and 

agreeableness serves as a positive result and agreeableness server’s moderator between work to 

family conflict and family-work conflict leaving an immediate impact on subjective well-being. 

The results confirm that agreeableness serves as a positive moderator between work-family-WC 

leaving an immediate impact on subjective well-being. The higher value of agreeableness is 

likely to generate resilient positive effects. 

5.2 Discussion of the findings 

With regard to our investigation model and our research goals, have framed four 

hypotheses so that the results must be discussed. Work-family and family-work deal with 

conflict between roles that arise when the energy, time, or behavioral demands of the work role 

conflict with family or personal life roles. The roles of individuals in family and professional life 

can sometimes lead to conflict. Work-family and family-work conflict results are positive due to 

environmental factor “COVID-19” teachers conduct online classes at home .More flexible time 

spend with family and also fulfill their work responsibility. 

The Conservation of Resources (COR) model  look at the relationship of work and family 

stressors and strain, might be a more fitting hypothetical establishment for work-family research, 

and the COR model offers a strong structure for the flow study. The COR model sets that people 

endeavor to get and keep resources. Resources are characterized as 'those articles, individual 

qualities, conditions, or energies that are valued by the individual or that fill in as methods for 

achievement of these items. . Resources may be used in problem-solving in conflict between 

work and family. 
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This study examines the relationship among work and family that affects subjective well-

being, and also identifies personality traits agreeableness. The above results indicate that our 

model explains 39% variation in subjective well-being as a result of variation in work-families 

conflict and 24% families-work conflict. P-value tells around the F-statistics that unveils fit to 

the intercept model. Moreover, F value indicates effect size that is reflected by R2 value.  

(Greenhaus and Powell, 2006) may incorporate social help, self-sufficiency, set up conduct result 

(i.e., reward) possibilities, etc. When an individual sees a likely loss of resources, when there is a 

real loss of resources, or when a normal resources acquire doesn't emerge, stress results. With the 

support of earlier literatures, in this study W-FC & F-WC the positive predictors of the 

subjective well-being of teachers of private or public entities in Lahore. It's mentioned greatest of 

the earlier. The teachers who fill the questionnaire in this study are wedded or some of them even 

have children have all responsibilities for managing the needs of the family and work.  The COR 

model suggests that conflict between employees’ home and work lives depletes resources, or 

fuels perceptions of depleted resources. Anything that serves to fulfill the resources should lead 

to lower conflict and positive outcomes. Resource availability should lead to less conflict. 

Results indicate that   conflict is positive between work and family. (Sonya F & Kevin W, 

2007).SWB therefore encompasses moods and emotions as well as evaluations of one's 

satisfaction with general and specific areas of one's life. Concepts encompassed by SWB include 

happiness. 

Although SWB is strongly related to personality traits, the emotional component of SWB can be 

impacted by situations. Many studies have found that Subjective Well-being constructs are 

strongly related with a range of personality traits, including those in the five factor model. 

Specifically, extraversion, agreeableness, tend to predict higher subjective well-being. A meta-

analysis found that neuroticism, extraversion, agreeableness, were significantly related to SWB 

examined (positive, affect; happiness; life satisfaction; and quality of life). Life satisfaction was 

significantly predicted by extraversion, and agreeableness. (Piers Steel, Joseph Schmidt, & Jonas 

Shultz, 2008). Results show that individuals, family-to-work conflicts experienced at work, and 

work-to-family conflict experienced at home, were positively related at work and at home, 

respectively. (Timothy A. Judge, Wremus, & Brent A. Scott, 2006). 
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5.3 Limitation  

 The data gave by respondents is obscure because of the reporters' very own issues.  

 The time limit was a significant impediment.  

 A correspondence hole among educators and overseers was distinguished.  

 The target audience for this research was only the Teachers of the Lahore, Public Sector or 

Private sector Institute of Education, Lahore. So the scope of research was limited. 

5.4 Future Direction 

The basic finding of this research is that agreeableness moderates the relationship among 

Work & Family Conflict & Family-Work Conflict and subjective wellbeing. 

Organizational intercessions, including singular preparing, work group conflict preparing or 

training, and intervention, likewise show viability in building conflict abilities or skills. In the 

future, attempts should be made that effects of other potential moderators such as family size, 

cultural practices, leadership style on the relationship among (W FC), (F WC) and subjective 

well-being. 

5.5 Recommendations  

• A positive effect of conflict allows emotions to be expressed. From the findings of this 

study, it has found that both directions of W-FC have significant effect on teachers’ 

subjective well-being. 

• Future research should propel comprehension of how individual styles and institutional 

styles interface, making microclimates helpful for an extraordinary profile of conflict 

practices. Due to COVID-19 results are positive. The Positive results explained that 

conflict is productive in nature. 

• Singular factors of cognitive flexibility, a proper equilibrium of self–other focus, feeling 

guideline, and attack of the individual to the conflict situation show guarantee for conflict 

achievement and give off an impression of being teachable. 

• Moreover, the prediction was in relation to COR theory that agreeableness may moderate 

the relationships. Resources may be used in problem-solving in conflict between work 

and family. Resource availability should lead to less conflict. 
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5.6 Conclusions 

Primary reason for this study investigates the influence of agreeableness on work family 

conflict (WFC), family work conflict (FWC), subjective well-being (SWB). This investigation 

also inspected the effect of moderation in agreeableness. The results showed that: 

1. Due to COVID-19 results are positive. The Positive results explained that conflict is 

productive in nature. It delivers groundbreaking thoughts, takes care of consistent issues, 

gives an occasion to work and family to extend their abilities, and encourages 

imagination. While opposing thoughts are investigated, an advancement of reasoning can 

happen. 

2. The results confirm that agreeableness serves as a positive moderator between work- 

family conflict & family -work conflict leaving a direct effect on subjective well-being. 

The higher value of agreeableness is likely to generate resilient positive effects. 
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Appendix I 

Questionnaire: 

Section I 

Demographic information  

1. Gender:                         ☐ Male          ☐ Female       

2. Marital Status:             ☐ Single        ☐ Married             ☐ Divorce     ☐Other  

3. Age:                                ☐ 25-35         ☐ 36-45                 ☐ 46-55        ☐ 56 and above    

4. Education:                     ☐ Master       ☐ M.Phil.              ☐ PhD           

5. Current W.H is            ☐ Up to 25     ☐ 26-28                ☐ 29-31    

                                           ☐ 31-34         ☐ Above 35 

 

6. Your Current job is     ☐Regular       ☐ Contract            ☐ Visiting  

 

7. Your experience is      ☐ Up to 1 year  

                                          ☐ More than 1 year and up to 5 year  

                                          ☐ More than 6 years and up to 10 year  

                                          ☐ More than 11 years and up to 15 year 

                                          ☐ Above 16 year   

 

Are you teaching in       ☐ Only Morning 

                                        ☐ Morning and Evening in same institution  

                                        ☐ Morning in one institution and evening in other institution  

                                        ☐ Teaching in one institution and other professional work other shift.   

Section II  

S.No Questions  1-Strongly 

Disagree 

2-Disagree 3-Neither 

agree or 

disagree 

4- Agree 5-Strongly 

Agree 

1. My work often 

disturbs my 
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family 

responsibilities 

2. My job 

hinders me 

from fulfilling 

family duties 

     

3. Because of my 

job, I'm unable 

to complete 

my family 

responsibilities 

     

4. The demands 

of my work 

sometimes 

delay my 

family work 

     

5. My work takes 

up time that I'd 

like to spend 

with my 

family 

     

6. I have to miss 

family 

activities due 

to the amount 

of time I must 

spend on work 

responsibilities 

     

7. The demands 

of my family 

life make it 

difficult to 

concentrate on 

work 

     

8. My work 

schedule is 

often in 

conflict with 

my life 

     

9. After work, I 

come home 

too tired to do 

some of the 

things I would 

like to do 
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regarding 

family work 

10. My work takes 

up time that I 

would like to 

spend with my 

family 

     

11. My job makes 

me feel quite 

exhausted by 

the end of a 

workday 

     

12. I am satisfied 

with my work 

life 

     

13. I am happy 

with my 

personal life 

     

14. The conditions 

of my work 

life are 

excellent 

     

15. I am happy 

with my 

ability to work 

     

16. I see myself as 

someone who 

is considerate 

and kind to 

almost 

everyone in 

conflict 

     

17. I have a 

forgiving 

nature 

     

18. I see myself as 

someone who 

is sometimes 

rude to others 

     

19. I see myself as 

someone who 

to easily trust 

to everyone 

     

20. I see myself as 

someone who 
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worries a lot 

 


