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Abstract 
Research to date has empirically supported that job resources influence employees’ well-
being. However, investigations remain scarce on gaining an understanding of the possible 
consequences of job resources on employees’ children at home. Using a crossover 
perspective, specifically, we examine the effects of job resources on employees’ positive 
outcomes (i.e., happiness and work engagement), and how this crosses over to their children. 
In Sample 1, 141 dyads (husbands and children) participated while Sample 2 involved 
participation by 96 dyads (wives and children). Results of mediation analysis show that 
husband’s work engagement crossed over to children’s happiness through husband’s 
happiness (Sample 1). But the study did not found the mediation effect for wife-child sample 
(Sample 2). These studies have integrated the crossover model in the family context by 
including children as one of the main actors in the crossover process.  
Keywords: Job Conditions, Work Engagement, Happiness, Crossover. 
 
Introduction 

Empirical studies to date have emphasized that working conditions (i.e. job resources) 
lead to positive aspects of employees’ outcomes, such as happiness and work engagement 
(Boswell et al., 2004; Rodriguez-Munoz et al., 2014; Schaufeli, 2015; Schaufeli & Taris, 2014). 
Although much research has been undertaken on working conditions and their effect on 
employees, less attention has been paid to the influence of work conditions on other parties 
who often interact with employees, for example, their children.  

The relationship between work and family contexts is important as the two domains are 
interconnected (Fiksenbaum, 2014; Grzywacz & Butler, 2008; van Steenbergen et al., 2014). 
In some cases, scholars have argued that the interaction process between parents and 
children increases the likelihood of crossover (Mauno et al., 2018; Newland et al., 2015). 
Crossover can be explained as the process in which an individual’s feelings or mood 
experiences transfer to another individual (Bakker & Demerouti 2013; Brough et al., 2018; 
Westman, 2001). For example, parents who experience stress and strain in their workplaces 
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might cause their children at home to suffer negative experiences (Shimazu et al., 2014), and 
vice versa.  

First, although it is popular for study in this area to examine the effects of job resources 
on employees’ health, studies generally identify the aspects of moral support, teamwork, 
autonomy, rewards and performance feedback (Bakker & Demerouti, 2017; Schaufeli & Taris, 
2014). We, however, believe that the other indicator of job resources is crucial to further the 
literature. De Jonge and Dormann (2006) have argued the specific job resources, namely, 
cognitive, emotional and physical can help organizations and employees to recognize specific 
job resources that relate to their specific job tasks. The employees’ engagement and 
performance could develop when the specific resources are identified at workplace (De Jonge 
et al., 2012). Thus, we sought to investigate the effect of specific job resources that lead to 
employees’ work-related behavior. Second, although research about crossover effects in 
family context has received much attention from numerous scholars (Brough et al., 2018; 
Brummelhuis et al., 2010; Lu et al., 2016; Shimazu et al., 2009), but studies have implicitly 
neglected the influence on children, the other focal family members at home (Bakker et al., 
2009; Bakker & Demerouti, 2013; Nasharudin et al., 2020).  

Studies show a relationship between parents and child has influence children’s 
psychological health and well-being. For instance, Lawson et al (2014) discovered that a child 
learns to regulate emotions under stress and in difficult situations when they have a good 
relationship with parents. Despite the fact that previous studies have examined the crossover 
of parent-child relationship, they focus on parenting style (Cooklin et al., 2015b) and, in 
negative effects (Zarra-Nezhad et al., 2015). Thus, our current study seeks to fill the previous 
void by examining the effects of specific job resources (i.e. cognitive, emotional, and physical) 
on employees’ psychological health, and how this indirectly affects their children’s happiness 
at home (via the crossover process). We measure psychological health in perspective of work 
engagement and happiness. Happiness can be considered as a trait that showed an important 
reverse causality effect. In this study, it is likely that happy parents have more emotional 
resources, and in that particular case the happiness is related to life satisfaction. While, work 
engagement is refer to individual’s motivation and enthusiasm towards work, and this 
positive attitudes may indirectly lead to happiness.  

 
Job Resources, Work Engagement and Happiness 

The basic presumption of job demands–resources (JD-R) model (Bakker & Demerouti, 
2007, 2017) posits that job resources are referred to as “those physical, psychological, social, 
or organizational aspects of the job that are either/or: a) functional in achieving work goals; 
b) reduce job demands and the associated physiological and psychological costs; c) stimulate 
personal growth, learning, and development” (p. 2).  

Similarly, the central key of Conservation of resources (COR) theory shows that 
resources must preserve from a threat and/or actual loss of resources (Hobfoll, 2011).  Hence, 
it is important to ensure the resources emerge from both employees and organizations to 
create a “resource caravan” (Hobfoll et al., 2018). For example, individual’s resources can be 
fostered and nurtured from employers support (i.e., job resources) that will help to maintain 
and rebuild employees’ personal resources at work (Holmgreen et al., 2017). On that account, 
the combination of employees’ personal resources with appropriate and sufficient job 
resources will develop a “resource caravan” that enhancing employees’ work engagement in 
the workplace. 
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Research found that job resources increase work engagement as they initiate the stimuli 
for employees’ self-efficacy and confidence (Seppala et al., 2015). For example, job resources, 
such as social support, rewards and justice, make individuals feel valued and appreciated for 
their investment of effort (Schuafeli & Taris, 2014). According to social exchange theory (SET), 
when employees are treated with dignity and respect, their self-esteem increases as do socio-
emotional outcomes in the workplace (Cropanzano & Mitchell, 2005; Noblet & Rodwell, 
2008). On one hand, these positive working conditions improve employees’ self-motivation; 
on the other hand, appropriate job resources also make employees feel appreciated and 
protect them from suffering the negative psychological health-related behavior.  

Happiness refers to “cognitive evaluations of satisfaction within various life domains 
such as the family or the work setting and affective experiences within these” (Carr, 2013, p. 
9). Previous studies have emphasized the role of work conditions in producing happy 
employees in the workplace (Van Zyl et al., 2010). For example, positive working conditions 
will put employees in an upbeat “mood”, and feeling “cheerful” and comfortable, with this 
particularly reflected in their feeling of being happy (Xanthopoulou et al., 2012). Therefore, 
we can assume that the process of happiness occurs when employees are provided by the 
diversity of job resources.  

Rodriguez-Munoz et al (2014) indicating that work engagement and happiness are two 
distinct concepts. Work engagement is typically related to individuals’ enthusiasm, positive 
attitudes and energy and provide motivation among employees (Schaufeli, 2015; Schaufeli & 
Bakker, 2010). In spite of the fact that this work engagement has a “happiness” elements, but 
happy workers not often engaged in their works. In other words, work engagement, 
particularly replicates the sense of positive mood and behavior towards work, while 
happiness may result from positive job conditions and other life circumstances. Fredrickson 
(2013) in Broaden-and-build theory argued that positive emotions would broaden positive 
“mood” and this will generate the individual’s psychological health. Thus showing the 
importance of positive job conditions on employee’s happiness to improve their well-being. 
Taking the above assumptions into account, we assume that the consequences of job 
resources for employees’ happiness in the job conditions model have been understudied. 
Hence, we predict that: 

Hypothesis 1:  Specific job resources is indirectly related to parent’s happiness via 
parent’s work engagement. Specifically, cognitive, emotional, and/or physical job 
resources has different effect on parent’s happiness through parent’s work 
engagement.  

 
Crossover Process 

According to the basic presumption of crossover theory, the stress or psychological 
contagion appears in both positive and negative circumstances (Bakker et al., 2009; Bakker & 
Demerouti, 2013; Brough et al., 2018). In other words, crossover not only happens for feelings 
such as burnout or stress, it also occurs when someone is happy or feeling cared for and 
protected (Westman et al., 2009). The effect of crossover seems to be salient between those 
who are closely related to each other. Some empirical evidence has supported this view of 
the crossover, revealing that a wife’s emotion could be transferred to their husband, and vice 
versa (Bakker & Demerouti, 2013; Brummelhuis et al., 2010; Cooper et al., 2019). Several 
reasons might explain this scenario. Firstly, the interaction and communication between 
individuals allows the process of “empathy” to take place (Bakker & Demerouti, 2009). For 
example, when individual ‘A’ expresses his/her sad mood to individual ‘B’ via the 



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 2 , No. 12, 2022, E-ISSN: 2222-6990 © 2022 HRMARS 
 

386 
 

communication process, individual ‘B’ will also feel sad due to “empathy” (Bakker & 
Demerouti, 2013; Westman, 2001). Thus, “empathy” is also can be referred to as a “sharing” 
process. Aligned with the crossover theory’s assumption, the “empathy” or “sharing” 
experience occurs when a partner acts as a listener; the understanding of “feeling into” plays 
a role in the crossover process (Bakker et al., 2005; Bakker et al., 2009). In addition, individuals 
who have a positive experience at work will be more engaged in social activities with family 
members at home (Ilies et al., 2007). Thus, frequent interaction or social activities enhance 
the crossover process between family members at home.  

In the current study, we expected that the process of contagion would not only occur 
between spouses, but also between working husband and wife with children. For example, 
stressed working husband and wife might have a weak relationship with their children at 
home due to their incapability of expressing concern to their children or as a result of the lack 
of quality time (Boyar et al., 2003; Lawson et al., 2014). One empirical study discovered that 
the husband’s distress increases the husband’s depressive symptoms and leads to the child’s 
depressive symptoms at home (Nelson et al., 2009). In recent studies, Aunola et.al (2015) 
found that both husbands’ and wives’ depressive symptoms were associated with their 
children’s high level of daily distress. However, the study on positive emotional state is also 
important to examine how employee’s motivation, enthuasiam, and happy moods can also 
contribute to positive work-family well-being (Lin, Chang, Lee, & Johnson, 2021). For example, 
enriching job resources such as supervisor support will be acted as a starting point of positive 
approach for work-family well-being (Ikeda et al., 2022). While a study by Mauno et al (2018) 
showed that wife’s work engagement positively associated with children’s life satisfaction 
through wife’s life satisfaction. Schnettler et al (2018) found that the stability of parent’s work 
and family roles lead to children’s life satisfaction at home. Taking into consideration the 
inconsistency findings on the relationship between parents’ moods and those of their 
children, we propose that: 

Hypothesis 2:  Job resource is a potential contributor to enhance the relationship 
between parent’s work engagement and child’s happiness through parent’s 
happiness. Specific job resources (i.e cognitive, emotional, and physical) help to 
increase the relationship of work-family well-being.  

 
Methods 
Procedure and Participants 

Using household maps provided by the Malaysian Department of Statistics, we 
approached 583 households in the State of Selangor, Malaysia. The data collection was held 
from December 2015-December 2016. The researcher then visited these houses and invited 
the household residents to participate in the study. The target sample were approached and 
explained about the aim of the study. Only those who are currently working and have children 
living with them were given the questionnaires. The questionnaires were then collected after 
a few hours on the same visiting day. Notes were left in the post box if there was no one in 
the house, requesting the residents to contact the first author for another visit.  

The 583 households were choose because both husband and wife are working and have 
children that age is at least 15 years old, living with them. From 583 households approached, 
the 346 responses were gained from husband or wife, and without child participation. In this 
study, we need responses from both parent and child, thus, 141 responses were chose 
considering consist both husband and child participations and the other 96 samples were 
consists from both wife and child. 
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Of these households, responses from 141 (husband and child) participants and 96 (wife 
and child) participants were used for final analysis. Children in this study were aged 15 years 
old and over (specifically 15–22 years) and lived with their parents at home. Ethical approval 
was obtained from the university where the researchers work.  

In Sample 1 (husband and child), the total number of respondents was N = 141. The 
respondents mostly worked in the private sector (N = 89, 62.7%), with the largest group of 
respondents employed in administrative positions (N = 30, 21.1%). Most respondents (N = 78, 
54.9%) were aged between 41 and 50 years old, and most were Muslim (N = 123, 86.6%). For 
the children, most participants were girls (N = 79, 56%). Most children were aged between 15 
and 19 years (N = 79, 55.6%) and were receiving secondary school education (N = 83, 58.5%).  

In Sample 2 (wife and child), the total number of respondents was N = 96. The 
respondents mostly worked in the private sector (N = 50, 51%), and most were employed in 
marketing and sales positions (N = 52, 53%). The largest group of respondents were those 
aged between 41 and 50 years (N = 46, 46.9%) and most were Muslim (N = 91, 92.8%). For 
the children, most respondents were girls (N = 61, 62.2%): most were aged 19 years and above 
(N = 54, 51.1%). Finally, most of these child respondents were receiving secondary school 
education (N = 51, 52%).  

 
Instrument 

The instrument was translated into the Malay language using the back-translation 
method (Brislin, 1970). The English version questionnaire was first translated into Malay by 
the first translator, and then translated back into English by the second translator. Both 
translators are psychologists, well versed in the English and Malay languages and educated in 
the United Kingdom (UK) and Australia. The reliability of measurements is reported in Tables 
1 and 2. 

 
Insert Table 1 And 2 About Here 

Job resources (husband and wife) were measured by using the demand-induced strain 
compensation (DISC 2.1) instrument, developed by De Jonge et al. (2009) which consists of 
16 items. This questionnaire measures three sub-dimensions of job resources: cognitive 
resources (six items), emotional resources (five items) and physical resources (five items). 
Examples of items are: “I will have the opportunity to take a mental break when tasks require 
a lot of concentration” (cognitive resources); “I will be able to stop emotionally-laden 
interactions with others for a while whenever I want to” (emotional resources); and “I will be 
able to use adequate technical equipment to accomplish physically strenuous tasks” (physical 
resources). The scales range from ‘1’ (strongly disagree) to ‘5’ (strongly agree). 

Happiness (husband, wife and child) was measured using 29 items from the Oxford 
Happiness Questionnaire (OHQ) (Hills & Argyle, 2002). The item scales range from ‘1’ (strongly 
disagree) to ‘6’ (strongly agree). An example of an item is as follows: “I feel that life is very 
rewarding”. The rationale behind using these scales is their suitability for adolescents as well 
as for adults (Hills & Argyle, 2002).  

Work engagement (husband and wife) was measured using the short version of the 
Utrecht Work Engagement Scale (UWES) questionnaire, developed by Schaufeli and Bakker 
(2003) which consists of nine items. This questionnaire measures three sub-dimensions of 
work engagements: vigor (three items), dedication (three items) and absorption 
(three items). Examples of items are: “At my work, I feel bursting with energy” (vigour); “I am 
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enthusiastic about my job” (dedication); and “I am immersed in my work” (absorption). The 
scales range from ‘0’ (never) to ‘6’ (always/every day). 

As additional, control variables, we measured child’s age and child’s gender. We 
controlled the child’s age and child’s gender as it were, identified to have a significant 
confounding effects of the measured variables, especially in applied psychology research 
(Bernerth & Aguinis, 2016). Furthermore, the child’s age in this study is 15 years old and 
above, there is necessary to control the variable to capture some aspects of variance in 
relation to parent-child interdependence.  
 
Analysis Procedure 

A confirmatory factor analysis (CFA) was conducted to check the empirical 
distinctiveness between the measurements of studied variables. CFA was used to investigate 
the construct validity of hypothesis-based testing. We used five fit indices recommended by 
Hooper et al. (2008): the chi-square statistic (χ2); the goodness-of-fit index (GFI); the 
comparative fit index (CFI); the Tucker–Lewis index (TLI); the root mean square error of 
approximation (RMSEA); and chi-square divided by the DF value (CMIN/DF). The cut-off values 
of GFI, CFI and TLI should be equal to or greater than 0.90, whereas the best value of RMSEA 
should be equal to or smaller than 0.08.  

For husband sample, firstly, the results showed that three-factor model between 
cognitive, emotional and physical resources has a good model fit with CFA: χ2 = 131.946; df = 
71; χ2/df = 1.858; GFI = .90; CFI = .94; TLI = .92 and RMSEA = .07. Similarly, we found that two-
factor model show a good fit indices with CFA: χ2 = 701.415; df = 472; χ2/df = 1.486; GFI = .90; 
CFI = .91; TLI = .90 and RMSEA = .06. Secondly, we ran several factor analysis between 
cognitive, emotional and physical resources, and work engagement, and happiness. The CFA 
showed that five-factor model has the best fit (CFA: 1033.645; df = 717; χ2/df = 1.449; GFI = 
.90; CFI = .91; TLI = .91 and RMSEA = .06). This indicates that cognitive, emotional and physical 
resources, work engagement, and happiness were distinct, respectively.  

For wife sample, firstly, we found that three-factor model of job resources (cognitive, 
emotional, and physical) has a good fit with CFA: χ2/df = 1.484; GFI = .90; CFI= .94; TLI = .92 
and RMSEA = .07. While, the two-factor model of work engagement and happiness has a good 
fit indices with CFA: χ2/df = 1.323; GFI = .90; CFI = .93, TLI = .91 and RMSEA = .06. Secondly, 
the five-factor model has the best fit with CFA: χ2/df = 1.327; GFI = .90; CFI = .91; TLI = .90 and 
RMSEA = .06. Thus, it showed that cognitive, emotional and physical resources, work 
engagement, and happiness were different, respectively.  

To test our hypotheses, we conducted tests of the mediation process through Structural 
Equation Modelling (SEM) by AMOS software analysis. We analyzed the data using mediation 
analysis to test the “crossover” effect from husband to child and from wife to child. We 
followed the mediation process steps recommended by Mackinnon (2008). In the mediation 
model, parent’s work engagement predict child’s happiness through parent’s happiness, and 
controlled by job resources (i.e. cognitive, emotional and physical), child’s age and child’s 
gender. (X→Y/ Path c), and also indirectly through parent’s happiness (X→M→Y/ Path a & b). 
It should be noted that if there is significant mediation, and the c’ coefficient is statistically 
significant, then there is evidence for partial mediation (MacKinnon, Valente, & Wurpts, 
2018). But, if there is significant mediation, and the c’ is no longer significant, then there is 
evidence for full mediation (MacKinnon et al., 2018).  
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Insert Table 3 About Here 
Results 
Main effect 

Descriptive statistics comprising means, standard deviations and correlations of the 
studied variables were calculated through statistical analysis and are presented in Tables 1 
and 2.  
 
Sample 1 (Husband) 

In Hypothesis 1 (H1), we suggested that job resources (cognitive, H1a; emotional, H1b; 
physical, H1c) would positively relate to husband’s happiness through husband’s work 
engagement. We found that cognitive and emotional resources positively related to 
husband’s happiness through work engagement, but not for the physical resources. The study 
found that the both association were partially mediated. The details of result can be found in 
Table 3.  

 
Sample 2 (wife) 

In Hypothesis 1 (H1), we predicted that job resources (cognitive, H1a; emotional, H1b; 
physical, H1c) would be positively related to wife’s happiness via wife’s work engagement 
(H1). Our analysis found that only emotional resources were related to happiness through 
work engagement. The results showed a partial mediation was supported. Our analysis was 
unable to discover any association of cognitive resources and physical resources to wife’s 
happiness through work engagement. The details of result as in the Table 3.  

 
Crossover Effect 
In Sample 1 (husband and child) 

In Hypothesis 2 (H2), we expected that husband’s work engagement predict child’s 
happiness through husband’s happiness. The analysis showed that husband’s happiness 
mediates the association between husband’s work engagement and child’s happiness. As 
recommended by MacKinnon (2008), a partial mediation was occurred when the relationship 
between husband’s work engagement (i.e., IV) and child’s happiness (i.e., DV)  still significant, 
with the inclusion of husband’s happiness as a mediator. Thus, the partial mediation was 
supported.   

 
In Sample 2 (wife and child) 

For Hypothesis 2 (H2), we suggested that wife’s work engagement predict child’s 
happiness through wife’s happiness. As the results showed non-significant effect for both 
direct and indirect effect, thus, the result unable to discover the mediation effect from wife 
to child’s happiness.  

 
Discussion 

The general aimed of the current study is to investigate the effects of specific job 
resources (i.e., cognitive, emotional, and physical) on working husbands’ and wives’ well-
being, and would indirectly have an effect on their children’s happiness. Our study is unique 
as we used two different data sources (i.e., husband and child and, wife and child) that enable 
to provide a more accurate explanation on how husband and wife sample influence their 
children. Using multi-sources are also able to against some problems that associated with 
common method bias (Podsakoff et al., 2012; Spector, 2006).  
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Whilst most of previous study examines the broad concept of job conditions (i.e., social 
support, performance feedback and rewards/appreciation) on employees’ well-being, we 
provide a new insight by discovering the effects of specific job resources (i.e., cognitive, 
emotional, and physical) on employees’ well-being. This allows us to extend the current 
literature with deeper understanding on the unique effects of different resources at 
workplaces. Furthermore, far fewer studies have investigated influences between positive 
work experiences, working husband-child and wife-child relationships, and child outcomes. 
We have extended the crossover literature by examining the contagion effects between 
husband and wife and children in Malaysia.  

We found that while specific job resources (i.e., cognitive, emotional, and physical) have 
a different influence on husband’s and wife’s happiness and work engagement, as not all 
types of job resources have the same effect. Our results revealed that only cognitive and 
emotional resources contributed to the happiness and work engagement of husband and 
wife. This scenario could reflect the importance of cognitive and emotional resources, such 
as be able to get mind relaxing, being respected in the workplace, obtaining emotional 
support from co-workers and being able to express emotions after having a problem, all of 
which would boost employees’ positive ‘mood’. Previous studies also suggested that the 
virtuous ‘feeling’ and ‘mood’ experience, mainly generate positive consequences, fostering 
employees’ engagement at work (Bakker et al., 2008; Bakker & Xanthopoulou, 2009). In line 
with our current findings, the broaden-and-build theory (Fredrickson, 2004, 2013) highlighted 
the importance of positive emotions through two main propositions; broaden and build 
concepts. First, positive emotions will broaden the mindset to explore high quality ideas and 
creativity in activities. Then, the idea and creativity process will build individuals’ personal 
resources, such as self-esteem, resilience, and etc. Therefore, the prevalence of job resources 
(i.e., emotional resources) can help to replenish positive emotions and re-develop individuals’ 
personal resources (Hobfoll, 2011, 2018). The development of personal resources would 
increase individuals’ happiness and engagement towards work. However, in the current 
study, physical resources were not found to contribute to employees’ work engagement and 
happiness. The possible explanation may be that insufficient levels of physical resources are 
unable to increase employees’ work engagement and happiness in the workplace. However, 
these needs further investigation.  

In relation to crossover effects, the current study found that work engagement’s 
husband lead to child’s happiness through husband’s happiness. These findings show that the 
positive work experience goes beyond the individual and beyond the work setting, as it cross 
over to the family member at home. Thus, we provide an evidence to the importance of work 
engagement at workplace to increase the positive crossover mechanism between employees 
and their children at home. These findings support the previous literature and, in particular, 
a positive crossover study among family members at home (i.e., see Bakker & Xanthopoulou, 
2009; Mauno et al., 2018). This is expected since positive expression could lead individual to 
interact in positive ways by using facial and posture movement. Such a positive expression of 
mood would then influence the other party and hence leading to their positive moods. This is 
consistent with the Mood-congruency model (see Bower, 1981) that explain on how positive 
moods pose on some positive aspects to the others. For example, when parent show a 
positive reaction (i.e., happiness), for those who are interacting with them will also keep a 
happy memory about the interaction process.  

Moreover, our findings are in line with recent research by Rodriguez-Munoz et al (2014) 
that engaged at work relates to work-family well-being at home. However, employers must 
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ensure that employees have adequate resources and sufficient breaks, so that engagement 
does not lead to burnout or depletion (Rothbard & Patil, 2011). The depletion may reduce an 
interactive communication between parent and child at home, which may harm the work-
family well-being.  

Interestingly, while the current study has revealed the uni-directional crossover effects 
between working husband and child, an unexpected finding of the current study require 
further discussion. The previous crossover study found that the contagious effect occurs both 
from fathers to their children and from mothers to their children (Newland et al., 2015). In 
contrast to our expectation, the crossover from working wives to child’s happiness through 
wives’ happiness was found to be non-significant. This unexpected finding shows that the 
"patriarchal" (i.e., endorsing male dominance)  culture of Malaysia considers the husband as 
the head of the family and that he has a powerful influence on his wife and children at home 
(Hassan et al., 2014; Nasharudin et al., 2020). Thus, if the husband is in a happy ‘mood’, it can 
affect the wife’s and children’s happiness too. In addition, the children in the wife-child 
sample in Study 2 were much older, hence possibly less affected by their mothers' happiness. 
However, further investigations are required to justify the findings.  

 
Implications of the Study 

The current study provides interesting contributions to the literature in several ways. 
First, the specific emotional resources were found to generate employees’ work engagement 
and happiness - Thus, showing an important aspects of emotional resources to increase the 
positive employees’ work-related behaviors and well-being. We, however, suggest to further 
the investigation by using the DISC dimension to evaluate the findings. For example, cognitive 
and physical resources may increase workers’ psychological health in different work context 
or across distinct countries.     

Second, earlier studies have merely examined the crossover between spouses (i.e., see 
Bakker et al., 2005; Bakker & Xanthopoulou, 2009; Brough et al., 2018; Brummelhuis et al., 
2010; Westman et al., 2009), but not to the children at home. To the best of our knowledge, 
there are very few studies investigate the crossover from working husband and wife to their 
child, and vice versa, especially in an Eastern Muslim country, in this study, Malaysia. Although 
crossover studies have been conducted on the parents–child relationship, those studies were 
unable to identify whether crossover was initiated by work conditions or by family 
circumstances (Bakker et al., 2009; Bakker & Demerouti, 2013). Research so far have used, 
whether a family perception (Driscoll & Pianta, 2011; Nelson et al., 2009; Vieira et al., 2016) 
or perception of their children to their family (Cinamon et al., 2007). Hence, the current study 
has provided a new knowledge to the crossover theory by revealing the crossover effects from 
husband/ wife to children was as the result of working conditions.  

Third, we have expanded the literature by further study of positive crossover 
experiences. Even though positive crossover studies have been recently conducted, 
nonetheless, this research should be extended. Due to the small amount of positive crossover 
studies, researchers have suggested furthering positive crossover research across the 
countries (Bakker, 2009; Bakker & Demerouti, 2013; Mauno et al., 2018). Thus, the current 
study has furthered the knowledge of the crossover of positive experience in the workplace 
to family members at home.  
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Limitations and Future Research 
However, several limitations apply to the current study. Firstly, the current study used 

a cross-sectional design. However, we were able to diminish common method variance 
through the study utilizing the multi-sources approach (Podsakoff et al., 2012). Nevertheless, 
future research should conduct a longitudinal for crossover research between working 
parents and children at home to develop a deeper understanding of the crossover context in 
Malaysia, across different time frames.  

Secondly, our research relied on self-reported questionnaires and employees’ self-
perceptions of their working conditions. Although this approach is common in psychological 
research, future research should consider using third-party reports of husband’s/ wife’s 
health (e.g., a medical report) or objective measure of engagement and performance (e.g., a 
supervisor’s rating) to ensure the reduction of bias (Podsakoff et al., 2012).  

Thirdly, the children in this sample are all above 15 and presumably have the ability to 
take care of simple everyday tasks themselves. In addition, a 15-year-old (i.e., teenager) might 
behave very different from a 22-year-old (i.e., young adult). The former may be going through 
a rebellious period while the latter might be contemplating their self-identity as they become 
an adult. Future studies may consider to examine whether the age of children becomes a 
moderator strengthening or weakening the crossover effects between parents and children. 
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Table 1 
Reliability (α), means (M), standard deviations (SD) and correlations between the study 
variables (husband and child) 

 
Table 2 
Reliability (α), means (M), standard deviations (SD) and correlations between the study 
variables (wife and child) 

Notes: husband and child with N = 141; **p ≤ 0.01; *p ≤ 0.05 
Notes: Wife and child with N = 96; **p ≤ 0.01; *p ≤ 0.05 
Table 3 
Test for mediation using a Bootstrap analysis with 90% confidence interval 

Variables α M SD 1 2 3 4 5 6 7 

1. Age  3.1 .7 -       
2. Education  1.5 .8  .07 -      
3. Cognitive  
    resources 

.90 3.6 .6 -.13 -.12 -     

4. Emotional  
    resources 

.85 3.4 .6 -.08 -.08 .38** -    

5. Physical 
    resources 

.83 3.6 .6 -.05 -.09 .48** .34** -   

6. Happiness .86 4.0 .5 -.09 .03 .35** .40** .26** -  

7. Work 
engagement 

.92 4.5 .5 .11 .12 .16 .28** .20* .35** - 

8. Happiness 
child  

.86 4.2 .5 .08 .14 .08 .09 .18* .35** .28** 

Variables α M SD 1 2 3 4 5 6 7 

1. Age  2.8 .9 -       
2. Education  1.7 1.0 .07 -      
3. Cognitive 
    resources 

.77 3.6 .5 -.14 -.22* -     

4. Emotional  
    resources 

.91 3.6 .5 -.15 -
.31** 

 
.54** 

-    

5. Physical 
    resources  

.89 3.6 .5 -.03 -
.35** 

 
.57** 

0.47** -   

6. Happiness .91 4.1 .5 -.18 .10  .20* 0.39** .10 -  

7. Work 
engagement 

.91 4.9 .3 -.02 .07  .06 0.32** .17 .44** - 

8. Happiness 
child 

.86 4.2 .5 -.14 -.02  .15 0.31** .06 .33** .35** 
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Notes: For crossover test, work engagement was controlled by job resources, happiness child 
was controlled by child’s age and child’s gender; N = 141 (husband and child): N = 96; 

Significance level: *p<.05; **p<.01; ***p<.001; Unstandardized coefficients reported; Values 
in parentheses are Estimate value; Bootstrap sample equal to 1000 with replacement.  

 

Hypothesis/ Relationship Direct effect 
(X→Y) 

Indirect effect 
(X→M→Y) 

Result 

1. Cognitive resource → Work 
engagement husband → 
Happiness husband 

.166* .153* Partial 
mediation 

2. Emotional resource → Work 
engagement husband → 
Happiness husband 

.218** .284** Partial 
mediation 

3. Physical resource → Work 
engagement husband → 
Happiness husband 

.034 (ns) .060 (ns) No mediation 

4.  Cognitive resource → Work 
engagement wife → Happiness 
wife 

.002 (ns) .017 (ns) No mediation 

5.  Emotional resource → Work 
engagement wife → Happiness 
wife 

.330 * .272 * Partial 
mediation 

6.  Physical resource → Work 
engagement wife → Happiness 
wife 

.036 (ns) .033 (ns) No mediation 

7. Work engagement husband 
→ Happiness husband → 
Happiness child 

.194*  .112* Partial 
mediation 

8. Work engagement wife → 
Happiness wife → Happiness 
child 

.057 (ns) .027 (ns) Full mediation 


