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Abstract

Caregivers of people with disabilities are employees who work in organizations either in the
public or private sector that led a differentiated life from those who are not in the role of
caregivers of people with disabilities. The stress and various challenges faced by caregivers
with people with disabilities have affected their careers. The various challenges they have to
face in the workplace affect the level of job satisfaction among them. Job Satisfaction can be
defined as a measure of employee’s contentedness with their job, whether or not they like
the job, or individual aspects or facets of the jobs, such as the nature of work or supervision,
and they can balance their work life and personal life. Therefore, this concept paper would
like to uncover whether the issue of job satisfaction occurs among these caregivers. In
addition, this paper aims to discuss the factors that can affect job satisfaction among these
caregivers. The findings of previous research and with reference to the Model of work
satisfaction by Lent and Brown (2006) and Model of Proactive Behavior by Crant (2000), show
that there are job satisfaction issues among caregivers and it also reveals the factors that can
affect job satisfaction among them. Finally, this paper also discusses why research related to
job satisfaction among caregivers needs to be conducted and its relation to the field of human
resource development.

Keywords: Job Satisfaction, Caregiver, People with Disability, Employees, Human Resource
Development.

Introduction

Caregiver of people with disability has a role in the provision of care for people who are
unable to care for themselves, for example, children, disabled people, or the elderly
(Koopmanschap et al., 2008). The limitations faced by people with disability forced them to
depend entirely on the caregiver for their lives. People with disability according to the
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Americans with Disabilities Act (ADA), (1990), is an individual with a disability that covers
adults and children/youth with “a physical or mental impairment that substantially limits one
or more major life activities” or who have a “record of” or are “regarded as” having such an
impairment. These caregiver hold two major roles in their life — being a caregiver and at the
same time an employee in an organizations or businesses. One study of Danish caregivers
reported that parents of children with an ADHD diagnosis showed lower workforce
participation and earnings (Kvist et al., 2013). The life of employees as a caregiver of people
with disabilities is markedly different from those without people with disabilities in their lives.
Caring for children with special health care needs amplifies these work-family challenges
(Perrin et al., 2007). Employees as caregivers of people with disabilities are said to have a
higher level of stress compared to employees without them. The caregiver faces enormous
pressure in caring for people with disabilities because they need more care and attention. The
impact they experience is enormous living the life of caregivers who at the same time need
to focus on their careers. The struggles, adaptations, and successes of these employed
parents are related to their ability to achieve work—family fit; their flexibility in the work,
family, and child care domains of their lives; and their access to sources of family support.
Ultimately, fit, flexibility, and family support resources may relate to the quality of work and
parenting roles experienced by these challenged employed parents Work—Family fit (Brennan
et al., 2007).

These issues that are related to their lives have had a huge impact on their work life and
have disrupted their level of job satisfaction. Lu et al (2012) defined job satisfaction as not
only how an individual feels about their job but also the nature of the job and the individuals’
expectation of what their job should provide. Most studies only examined how the caregiver's
life affects their careers in general and does not discuss job satisfaction issues specifically, and
job satisfaction related studies are mostly conducted on employees who are not among those
who play the role of caregivers for people with disability. Most studies like, Matthews et al
(2011); Emlen (2010); George et al (2008); Wright, Crettenden and Skinner (2015); Brennan
and Brannan (2005); Freedman et al (1995); Porterfield (2002); Rosenzweig et al (2002);
Rosenzweig and Huffstutter (2004) only focuses on the caregiver’s life and the impact on their
career in general and not specifically on job satisfaction. While the study by Liu et al. (2016);
Mas-Machuca, Berbegal-Mirabent and Alegre, (2016); Prentice (2019); Chauhan and Solanki
(2014); Babalola (2016) which emphasizes the study of job satisfaction among those who do
not hold a role as a caregiver.

Besides that, most of the past studies focused only on respondents who have children
with special needs or caring for adults with special needs separately. The two most common
types of care recipients are children and the elderly (Kosseketal, 2001). Several studies have
focused on caregiving outcomes associated with these two types of care recipients (e.g.,
Emslie et al., 2004). This shows that studies on caregivers that cover all people with disabilities
are very rarely conducted. Those studies are mostly conducted through qualitative methods.
In addition, previous studies only discussed the factors that affect job satisfaction such as self
efficacy, outcome expectancy, perceived organizational support, job autonomy, personality
traits, and learning goal orientation that were done on respondents who were not caregivers
of people with disabilities.
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This concept paper will discuss job satisfaction among caregivers of people with
disabilities as well as the factors that affect job satisfaction. In addition, this paper will also
reveal why it is important for research on caregivers to be conducted and how it is related to
the field of human resource development. Job Satisfaction is an important thing to be given
attention by the organization to ensure that their employees are always happy and satisfied.
A high level of job satisfaction indicates that employees are willing to do any task assigned to
them and it affects organizational stability and organizational development. Therefore,
employers need to ensure that caregivers get good attention and always support them to
ensure that caregivers are always satisfied with their work.

Model of Work Satisfaction by Lent and Brown (2006) is very compelling to explore
because the model has variables that can affect work satisfaction such as (a)
work/educational satisfaction, (b) personality and affective traits, (c) goals and goal-directed
activity, (d) self-efficacy, (e) work conditions and outcomes, and (f) goal-relevant
environmental supports, resources, and obstacles. The Model of Proactive Behavior by Crant
(2000) also shares the same function as the model by Lent and Brown that can be integrated
for a more in-depth study related to job satisfaction among caregivers of people with
disabilities.

Theoretical Background
Job Satisfaction

Job satisfaction is defined as a person’s perceived enjoyment or liking of his or her work,
either in a global or facet aspect of work (e.g., pay or environment), involving a combination
of cognitive and affective elements (Lent, 2008). The definition of job satisfaction is that it
incorporates multidimensional mental responses to a person's profession, and that these
distinct responses have psychological, emotional and behavioral elements (Hulin & Judge,
2003). Job satisfaction has been an important research topic for many years (Donohue &
Heywood, 2004) because it affects the wellbeing of employees both physically and
emotionally. A major reason for wide research on job satisfaction is that most of the
employees have to spend most of the time in their life on a job.

Job satisfaction scales vary in the extent to which they assess the affective feelings about
the job or the cognitive assessment of the job (Hulin & Judge, 2003). Affective job satisfaction
is a subjective construct representing an emotional feeling individuals have about their job
(Thompson & Phua, 2012). As a company's superior, it becomes their duty to understand the
issues that occur and deal with them properly. It must be understood that those who have
people with disability under their care have a different life of living as people with disability
need more attention and care to ensure their livelihood needs to be fulfilled and their welfare
is on guard. In addition, scholars (Axelrod, 1999; Fischer & Sousa-Ponza, 2009; Kim, 1994;
Lent, 2008; Lent & Brown, 2013a; Specter, 1997; Swanson & Schneider, 2013) believed that
job satisfaction may be indices of an integral part of work adjustment and overall mental
health, physical health and even longevity.

Factors Influencing Job Satisfaction

Through previous studies, it was found that there are several factors that have a
relationship with job satisfaction. These factors are, self-efficacy, expectancy outcome,
perceived organizational support, job autonomy, personality traits and goal learning
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orientation. Self efficacy is a belief in employees that they believe in their ability to do their
job. Self-efficacy refers to personal beliefs about one’s ability to perform the behaviors
necessary to achieve one’s work- related goals (i.e., goal self-efficacy) or, more generally, to
perform tasks required for success in one’s work environment (task self-efficacy) If goal-
setting and progress are key argentic routes to work and educational satisfaction, then it is
important to consider the variables that foster them (Lent & Brown, 2006). Lent & Brown
(2006) stated that self efficacy is significant to work satisfaction. Self efficacy has also been
found to predict job satisfaction in employed workers (Caprara, Barbaranelli, Borgogni &
Steca, 2003). Higher self-efficacy also has been associated with higher job satisfaction (Judge
& Bono, 2001) and lower turnover intentions (Zellars et al., 2001). Outcome expectations are
shaped by information received through past performance experiences, observational
learning, social encouragement and persuasion, and physiological and affective states and
reactions (Lent & Brown, 2013). Expected outcomes have been found to explain unique
variance in job satisfaction apart from self-efficacy (e.g., Singer & Coffin, 1996) and situational
and dispositional affect (Weiss, Nicholas & Daus, 1999). According to Eisenberger, Huntington
and Hutchison (1986), the concept of POS refers to “employees developed global beliefs
concerning the extent to which the organization values their contributions and cares about
their well-being.” In other words, POS stands for employee’s beliefs about a certain degree
of the organization’s commitment toward their employees. Perceived organizational support
has been studied in relation to various organizational outcomes, such as affective attachment
and obligation to the organization (Shore & Wayne, 1993), job performance (Eisenberger,
Fasolo & Davis-LaMastro, 1990), job retention (Eisenberger et al., 2002), employee turnover
(Maertz et al., 2007), withdrawal behavior (Eder & Eisenberger, 2008) and job satisfaction
(Eisenberger et al., 1997).

Russo (2017) asserted that job autonomy enables individual employee to determine
ways to perform their assigned tasks and search for appropriate strategies to deal with
routine and non-routine work situations (i.e., job complexity). Job autonomy may be
conceptualized as the extent to which a job allows freedom, independence, and discretion to
schedule work, make decisions, and choose among methods to perform tasks (Dysvik &
Kuvaas, 2011; Humphrey et al., 2007). Such a conceptualization of job autonomy is in line with
self-determination theory which proposes that satisfaction of the need for autonomy is
essential for a range of employee outcomes (Deci & Ryan, 2000; Gagne & Deci, 2005).
Personality is defined as a collection of stable traits that represent “endogenous basic
tendencies of thinking, feeling, and acting that are shaped largely by biology and lead to
characteristic ways of adapting to the different environmental setting in which individuals
interact” (Brown & Hirschi, 2013, p. 300). Meta-analyses have shown that personality traits
are related to various occupational criteria including job performance, training proficiency,
and job satisfaction (Barrick & Mount, 1991; Connolly & Viswesvaran, 2000; Salgado, 1997;
Tett, Jackson & Rothstein, 1991). Goal learning orientation is an activity to achieve the goal
that has been set. Goal pursuit and progress represent key ways in which people contribute
to their own well-being (Cantor & Sanderson, 1999), where it is an element or characteristic
described through predictor goal directed activity according to Lent and Brown (2006). Goal-
specific environmental support and resources (e.g., social and material support for one’s
central goals) are likely to promote satisfaction (Cantor & Sanderson, 1999).
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Model of Work Satisfaction

Social Cognitive Career Theory (SCCT), (Lent, Brown, & Hackett, 1994) was originally designed
to help explain interest development, choice, and performance in career and educational
domains. These three aspects of career/academic development were presented in distinct
but overlapping segmental models. Work satisfaction model by Lent and Brown (2006),
presents a fourth social cognitive model aimed at understanding satisfaction experienced in
vocational and educational pursuits.

The model draws on the developments made by both organizational and vocational
psychologists and attempts to unify the two perspectives while also incorporating
dispositional and situational approaches to understanding wellbeing at work. The initial
process model proposed a series of causal relationships between predictor variables
including: (a) personality and affective traits; (b) goal-relevant environmental supports,
resources, and obstacles; (c) self-efficacy; (d) expected work conditions and outcomes; and
(e) goals and goal-directed activity and explained the direct and indirect influences these had
on an individual’s experience of work satisfaction (Lent & Brown, 2006a).

Model of Proactive Behavior

Proactive behavior involves acting in advance for a future situation, rather than just reacting.
It means taking control and making things happen rather than just adjusting to a situation or
waiting for something to happen. At the individual level, proactivity refers to the phenomena
in which an individual self-initiates actions to master and change one’s situation or external
environment (e.g., Crant, 2000; Parker et al., 2006). Proactivity has been examined from
several different perspectives, including initially as an individual difference perspective
(Bateman & Crant, 1993), followed by a behavioral perspective (Frese, Kring, Soose & Zempel,
1996; Parker, Williams & Turner, 2006), and more recently, a goal process perspective (Bindl
et al., 2012; Frese & Fay, 2001; Grant & Ashford, 2008).

Proactive behavior is defined as “self-initiated and future-oriented action that aims to change
and improve the situation or oneself” (Parker, Williams & Turner, 2006, pp. 636). This
definition indicates three defining elements that are argued to underpin multiple forms of
proactive behavior (voice, taking charge, proactive socialization, etc.): self-initiation, future-
focus, and change-orientation (Frese & Fay, 2001; Parker et al., 2006). First, proactive
behavior is self-initiated, which means that this behavior is enacted without being told to or
without requiring an explicit instruction. Second, proactive behavior is future-focused, which
means that this behavior aims to deal with anticipated problems or opportunities with a long-
term focus. Third, proactive behavior is change-oriented, involving not just reacting to a
situation but being prepared to change that situation or oneself in order to bring about a
different future.

Integrated Model

Both these models and theories have been used for studies related to job satisfaction since
time immemorial. Where, it discusses not only job satisfaction in general but explains the
factors that can affect job satisfaction in particular. According to Lent and Brown (2006), the
model includes the domain of educational or academic satisfaction, that is, enjoyment of
one’s role or experiences as a student. Work satisfaction is included because, in SCCT, school
and work are viewed as dovetailing developmental spheres, with adjustment in each being
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subject to similar causal determinants. A more general, integrative model may therefore help
to explain satisfaction in both spheres, though research on the model would require context
or role-specific measures. Therefore, for convenience, the model mostly refers to “work
satisfaction”. Consistent with this perspective, meta-analytic results have indicated that
proactivity is strongly related to subjective career satisfaction (job and career satisfaction) (Ng
et al., 2005). Proactivity is associated with job satisfaction because proactive people tend to
create conditions more conducive to personal success at work.

The combination of these two models enables the study related to job satisfaction to be
conducted not only in general but specifically through predictors. Work Satisfaction Model by
Lent and Brown 2006 which explains factors that can affect work satisfaction instead of job
satisfaction. Work satisfaction is a study related to satisfaction by employees in a large
organization or work environment in general. Lent (2008) pointed out that “work satisfaction
may be considered the more inclusive term because it can include satisfaction with one's job
globally, the specific facets or conditions of one’s work, or the larger work environment in
which one’s job is embedded” (p. 483), but he also stated that most of the literature
pertaining to this area involves job satisfaction over a general or nonspecific time frame of
enjoyment in work. While the job satisfaction study is a study in a more specific environment
or work environment that justifies this study to be suitable for a more specific examination
on caregivers' satisfaction. Job satisfaction is typically assessed by self-report. In other words,
satisfaction is an idiographic appraisal because individuals are typically assumed to provide
the best source of information about their own job satisfaction (Lent, 2008).

Thus, the Model of Proactive Behavior by Crant 2000, in support of the Model by Lent and
Brown 2006 for a job satisfaction study specifically. While predictors or factors that can affect
job satisfaction can be explained very well by the Model of Work Satisfaction (Lent & Brown,
2006) such as self efficacy, outcome expectancy, perceived organizational support, job
autonomy, personality traits, and learning goal orientation.

Caregiver of People with Disability and Job Satisfaction
Job Satisfaction among Caregivers

The stress in the life of a caregiver of people with disabilities greatly affects their
working life. Caregivers are often faced with ethical issues such as not being present at work
due to frequent fatigue of caring for people with disabilities throughout the night, taking
unplanned leave, and coming late to work. Child care difficulties affect employee
absenteeism, ability to focus at work, stress-related health problems, marital and parental
satisfaction (Galinsky, 1992), and even basic well-being (Noor, 2003). 78 % of adults caring
for children with special needs have had to come to work late, leave early or take a short time
off or a long-term absence at some point while working and being a caregiver (National
Alliance for Caregiving and the American Association of Retired People, 2009).

Employees also often face the issue of lack of flexibility in their work which leads to
increased stress. Exceptional caregiving responsibilities are often time consuming, occur
during the workday, and require flexibility in schedule and time. Flexibility has been
conceptualized as “a puzzle of many pieces that comes mainly from the parent’s immediate
environment of work, family, and childcare” (Emlen 2010, p. 40). Additionally, workplace
flexibility positively affected mental and physical health of caregivers with exceptional care

2497



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 11, 2021, E-ISSN: 2222-6990 © 2021

responsibilities (Earle & Heymann, 2011). Caregivers need time flexibility such as giving the
freedom to manage their own work schedule where it will allow caregivers to carry out tasks
as required by the organization and at the same time be able to manage people with
disabilities in their lives. Working parents with autistic children tend to work fewer hours
because they need to have more time taking care of their autistic child. For example, they
need to bring their children to the clinic for medical appointments frequently. This will result
in an increase of absence from work (Chung et al., 2007; Kuhlthau & Perrin, 2001). Flexible
working hours benefit tends to be the solution for this problem (Sitimin et al., 2017).

The consequences of having a bad record prompted organizations or employers to
possess a negative perception of caregivers and consider them to be employees with
problems. Caregivers often report being subjected to discrimination and exclusion due to
their association with child/youth with disability (Rosenzweig, Malsch, Brennan, Mills &
Stewart, 2010). These employees also often fall victim to workplace discrimination when they
are often ignored by employers from promotion and career development. It has been
demonstrated that these parents work less hours (Cidav, Marcus & Mandell, 2012; Matthews
et al., 2011), have fewer training and development opportunities (Matthews et al., 2011),
have reduced opportunities for promotions (Matthews et al., 2011), and are less likely to be
involved in the labor force as compared to parents raising children without disabilities (Cidav
et al., 2012).

The stress of caregivers’ life with people with disabilities have led them to decide to
quit work, where they feel the employers or organizations do not understand their situation.
Nearly 24% of families with children who have special health care needs choose to cut back
or stop working (U.S. Dept. of Health and Human Services, 2008). 48% reported having quit a
job at some time to care for their children/ youth (Rosenzweig & Huffstutter, 2004b).

From the issues discussed, it shows that caregivers have issues with job satisfaction
because their negative response to their work indicates that they are not contented with their
work. Job satisfaction has also been linked to worker productivity, commitment and reduced
turnover intentions (Judge et al., 2001; Griffeth et al., 2000; Meyer et al., 2002). At the
individual level, low level of job satisfaction and an abnormal state of nervousness are dangers
to mental and physical wellbeing, personal satisfaction, goal accomplishment and self-
awareness. In the working environment, these situations can decrease the quality and
amount of work and lead to increased absenteeism and turnover (Khuwaja, 2004).

Self efficacy and Outcome Expectancy

Self-efficacy is defined as individuals’ beliefs about their capabilities to produce
designated levels of performance (Bandura, 1994), and it can be seen as a personal resource.
Several studies have shown that self-efficacy acts as a buffer in the stressor-strain relationship
(Grau, Salanova & Peiro, 2001). Higher self-efficacy also has been associated with higher job
satisfaction (Judge & Bono, 2001) and lower turnover intentions (Zellars, Hochwarter,
Perrewe, Miles & Kiewitz, 2001). This view entails expectancy value beliefs (e.g., ratings of
work-relevant outcomes and their importance to the individual; Mitchell, 1982), which can
also be indexed as outcome expectations, or beliefs about the likelihood of receiving
particular future work outcomes (Lent, Brown & Hackett, 1994). Expected outcomes have
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been found to explain unique variance in job satisfaction apart from self-efficacy (e.g., Singer
& Coffin, 1996) and situational and dispositional affect (Weiss et al., 1999).

Following the negative response by the organizations to the caregivers could cause
them to be less motivated and confident in their work. This seems to be to a large extent
affecting their productivity. Over one third of fathers reported that caring had impacted on
their job opportunities or career progression, particularly those whose children had more
severe disabilities (Wright et al., 2015). Family members often report being subjected to
discrimination and exclusion due to their association with child/youth with disability
(Rosenzweig et al., 2010). One study of Danish caregivers reported that parents of children
with an ADHD diagnosis showed lower workforce participation and earnings (Kvist et al.,
2013). A person with lower competence expectations does not expect to be able to have
solutions for certain problems at work (Heinrich, 2004), which can lead to dissatisfaction
(Kocak & Eves, 2010). Job satisfaction has also been linked to worker productivity,
commitment and reduced turnover intentions (Judge et al., 2001; Griffeth et al., 2000; Meyer
et al., 2002).

Perceived Organizational Support (POS) and Job Autonomy

According to Eisenberger et al (2002) the concept of POS refers to “employees
developed global beliefs concerning the extent to which the organization values their
contributions and cares about their well-being.” In other words, POS stands for employee’s
beliefs about a certain degree of the organization’s commitment toward their employees.
(Eisenberger, 1986). Whereas work flexibility is synonymous with work autonomy. The degree
to which the job provides substantial freedom, independence, and discretion to the individual
in scheduling the work and determining the procedures to be used in carrying it out (Hackman
& Oldham, 1975, p. 162). Job Autonomy is the degree of independence and freedom related
to the job, which is required or allowed to conduct daily activities of job (Stamps & Piedmonte,
1986).

Challenges in the workplace often occur when employers or organizations find
themselves unable to understand the status of employees as a caregiver of people with
disability, as a result, these employees often feel that their employers do not support them
and cannot tolerate the freedom in working hours. Furthermore, one-half of the parents
reported that their employers were unsympathetic toward their family circumstances and
would make hurtful comments when parents would request a schedule change or time off to
care for their child (George et al., 2008). Exceptional caregiving responsibilities create
distractions, disruptions, and absences from the job, they may be judged by co-workers and
supervisors as faulty employees as well (Rosenzweig et al., 2009). The struggles, adaptations,
and successes of these employed parents are related to their ability to achieve work—family
fit; their flexibility in the work, family, and child care domains of their lives; and their access
to sources of family support. Ultimately, fit, flexibility, and family support resources may
relate to the quality of work and parenting roles experienced by these challenged employed
parents (Brennan et al., 2007).

Personality Traits

Larsen and Buss (2005) define personality as the set of mental abilities and
frameworks inside the individual that are made and moderately continuing and that affect his
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cooperation with, and conformity to the intrapsychic, physical and social circumstances.
According to Funder (2004), personality is a singular's trademark example of thought,
emotions, and behavior, together with the psychological components concealed or not
behind those patterns. Understanding someone's personality is important to administrators
because this learning is additionally helpful for putting individuals into employment and it
gives them clues about how that individual is prone to act and feel in a mixture of
circumstances. The dispositional elements continually allude to the five-factor model of
personality (Kumar & Bakhshi, 2010).

The challenges of life faced by caregivers with people with disability greatly change
the personality of caregivers in the workplace where it leads to negative things in them that
affect their careers. Negative affectivity is considered as a personality trait (Judge et al., 1997).

Learning Goal Orientation

Learning goal orientation is a desire to develop the self by acquiring new skills,
mastering new situation, and improving one’s competence (Don Vandewalle, 1997). Mastery
goals means that learning, understanding, and solving problems are ends in themselves
whereas performance goals means that the purpose of achievement behavior is to
demonstrate high ability and to be positively perceived by others (Ames & Archer, 1988a,
1988b; Duda & Nicholls, 1992). Papaioannou and Christodoulidis (2007) found that teachers’
job satisfaction was positively related to mastery goals, unrelated to performance-approach
goals and negatively related to performance-avoidance goals.

Employees as caregivers of people with disabilities are not interested in improving their
knowledge and skills because they feel demotivated and do not have the courage to do that.
In interviews with 18 Welsh mothers of children with disabilities, Shearn and Todd (2000)
found that most had their ability to work negatively impacted. Most of them wanted to work
for financial reasons. Also, most had experienced feelings of frustration related to the inability
to use their skills and because work provided them with a sense of identity. Previous studies
have shown that parents of individuals with developmental disabilities have decided not to
pursue graduate school, forgo occupational development and advancement opportunities, or
have changed their occupational goals (Barnett & Boyce 1995; Case-Smith, 2004; Freedman,
Litchfield & Warfield, 1995; Parish, 2006; Porterfield, 2002).

The Important for Future Study

The related studies such as, Liu et al (2016); Machuca et al (2016); Prentice (2019);
Chauhan and Solanki (2014); Babalola (2016) are focused on employees who play the role of
teachers, police, army nurses who do not play the role of caregiver. Only a few concentrated
studies on job satisfaction among employees as a caregiver for people with disability. In this
regard, this shows that the study of job satisfaction on employees who take a role as caregiver
for people with disabilities has to be expanded and inclusive to ensure that the issues they
face are highlighted and addressed. This is agreed by Pettey (2015), stating that employees
as a caregiver for people with disability are unique populations and their issues must be
addressed. Similarly, studies on predictors self efficacy, outcome expectancy, perceived
organizational support, job autonomy, personality traits, and learning organizational support
have been conducted on employees who do not at the same time play the role of caregiver.
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While studies that examine caregivers only focus on their issues in the workplace rather
than the issue of job satisfaction in particular, as shown in studies by (Matthews et al., 2011;
Emlen, 2010; George et al., 2008; Wright et al., 2015; Brennan and Brannan, 2005; Freedman
et al., 1995; Porterfield, 2002; Rosenzweig, Brennan and Ogilvie, 2002; Rosenzweig and
Huffstutter, 2004).

Most studies related to caregivers of people with disability are conducted on those who
have children with disability or adults with disability separately. There is a lack of study on
caregivers who are taking care of people with disability to include children and adults in one
study. The two most common types of care recipients are children and the elderly (Kosseketal,
2001). Several studies have focused on caregiving outcomes associated with these two types
of care recipients (e.g., Emslie et al., 2004). Studies in Malaysia are mostly specific to the study
of the needs and interests of special children and it is more specific to the types of disabilities
such as the study of children with autism, Down syndrome, vision, hearing, cerebral palsy and
dyslexia (Chu, Mohd Normal, McConnell, Tan & Joginder Singh, 2018; Alias et al., 2015;
Marshall et al., 2018; Tan, 2015). In addition, there are also studies related to the challenges
faced by people with disabilities themselves in the field of employment (Saidi et al., 2018;
Jaafar et al., 2017; Isaruddin et al., 2018). There is a lack of research on caregivers as
employees who takes care of people with disabilities as a whole that includes all types of
disabilities.

The Impact of Study to Human Resource Development (HRD) Area

With the exposure of caregivers’ life with people with disabilities, has shown it is
related to the issue of job satisfaction. An in-depth study related to job satisfaction needs to
be conducted on the caregiver to discover the level of job satisfaction the caregiver
experiences. In addition, knowing the factors that affect job satisfaction among these
caregivers, can help the employer or organization to address the issues faced by the caregiver.
It is the responsibility of the employer or organization to ensure that their employees are
always given attention by looking after their welfare.

Human Resource Development (HRD) are significant determinants of occupation
satisfaction as indicated by (Kooij, 2010). HRD intends to create and unleash human expertise
through employees’ capabilities (Swanson and Holton, 2008). HRD key role is to improve
organization performance through workers' capacities and abilities (Swanson, 1987). Ethics in
HRD is the belief that organizations are built on the human competencies of employees.
Organizations are human-made entities that rely on human expertise in order to establish and
achieve their goals (Swanson, 2008). Employees are the most important asset in an
organization. Through HRD theory by Swanson 2008, it is stated that organizational progress
is based on human resource efficiency and therefore it is very important to take care of their
well-being by meeting the needs of employees.

The HRD function need to take cognisant that employees as a caregiver to people with
disabilities have similar bright potential and future as other employees and can influence
organizational developments. They should be well and fairly regarded to be of value to the
organizations as contributors to its wellbeing. Notions that they are problematic must be cast
away. Fitting projects or training can be designed and implemented for these workers to build
inspiration and motivation, create abilities and knowledge that will contribute to
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organizations capabilities and capacities. This way, a study in the future can be directed on
job satisfaction with regards to employees as a caregiver of people with disability.

The discoveries of the study may likewise support the Malaysian government,
particularly the Ministry of Human Resources in a joint effort with the Department of Social
Welfare to create approaches explicitly for workers as a caregiver of people with disabilities.
Among the forms of support that can be provided are for instance developing a policy that
requires the organization or employer to ensure flexibility to caregivers in managing their
working hours, assigning special annual leave to caregivers, or job security protection to
caregivers who are always concerned about being fired. With the policies issued by the
ministry, then the employer or organization will comply and ensure that the job satisfaction
and security of caregivers are met.

Conclusion

Life issues and challenges in the workplace have affected the level of job satisfaction among
employees as caregiver of people with disability. Employees with valuable knowledge and
aptitudesin their fields are required by their organizations and they will consistently be valued
by the organization. Job Satisfaction is an important thing to be given attention by the
organization to ensure that their employees are always happy and satisfied. A high level of
job satisfaction indicates that employees are willing to do any task assigned to them and it
affects organizational stability and organizational development. Therefore, employers need
to ensure that caregivers get good attention and always support them to ensure that
caregivers are always satisfied with their work.

References

ADA, Rehabilitation Act, 29 CFR Part 1630.

Alias, N. A., Dahlan, A., & Ibrahim, S. A. S. (2015). Mothers’ experiences of parenting a child
with dyslexia at a dyslexia centre in malaysia. Jurnal Teknologi, 77(33), 17-26.
https://doi.org/10.11113/jt.v77.6996

Americans With Disabilities Act of 1990. Pub. L. No. 101-336, 104 Stat. 328 (1990).

Ames, C., & Archer, J. (1987). Mothers' beliefs about the role of ability and effort in school
learning. Journal of educational psychology, 79(4), 409.

Ames, C., & Archer, J. (1988). Achievement goals in the classroom: Students' learning
strategies and motivation processes. Journal of educational psychology, 80(3), 260.

Axelrod, S. D. (1999). Work and the evolving self: Theoretical and clinical considerations.
Mahwah, Nj: Analytic Press.

Babalola, S. S. (2016). The effect of leadership style, job satisfaction and employee-supervisor
relationship on job performance and organizational commitment. Journal of Applied
Business Research, 32(3), 935-946.

https://doi.org/10.19030/jabr.v32i3.9667

Barnett, W. S., & Boyce, G. C. (1995). Effects of children with Down syndrome on parents’
activities. American Journal on Mental Retardation, 100, 115-127. Retrieved from
http://www.aaiddjournals. org/loi/ajmr.1

Barrick, M. R., & Mount, M. K. (1991). The Big Five personality dimensions and performance:
a meta-analysis, Personnel Psychology, 44 (1), 1- 26.

Bateman, T. S., & Crant, J. M. (1993). The proactive component of organizational behavior: A
measure and correlates. Journal of Organizational Behavior, 14, 103-118.

2502



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 11, 2021, E-ISSN: 2222-6990 © 2021

Bindl, U. K., Parker, S. K., Totterdell, P., & Hagger-Johnson, G. (2012). Fuel of the self-starter:
How mood relates to proactive goal regulation. Journal of Applied Psychology, 97(1),
134-150. https://doi.org/10.1037/a0024368

Brennan, E. M., & Brannan, A. M. (2005). Participation in the paid labor force by caregivers of
children with emotional and behavioral disorders. Journal of Emotional and Behavioral
Disorders, 13, 237-246

Brennan, E. M., Rosenzweig, J. M., Ogilvie, A. M., Wuest, L., & Shindo, A. A. (2007). Employed
parents of children with mental health disorders: Achieving work-family fit, flexibility,
and role quality. Families in Society, 88(1), 115-123.

Brennan, E. M., Rosenzweig, J. M., Ogilvie, A. M., Wuest, L., & Shindo, A. A. (2007). Employed
parents of children with mental health disorders: achieving work-family fit, flexibility,
and role quality.Families in Society, 88(1), 115—-123. Https://D0i.Org/10.1606/1044-
3894.3599

Cantor, N., & Sanderson, C. A. (1999). Life task participation and well-being: The importance
of taking part in daily life. In D. Kahneman, E. Diener, & N. Schwarz (Eds.), Well-being:
The foundations of hedonic psychology (pp. 230-243). New York: Russell Sage
Foundation.

Caprara, G. V., Barbaranelli, C., Borgogni, L., & Steca, P. (2003). Eycacy beliefs as determinants
of teachers’ job satisfaction. Journal of Educational Psychology, 95, 821-832.

Case-Smith, J. (2004). Parenting a child with a chronic medical condition. The American
Journal  of  Occupational  Therapy, 58, 551-560. Retrieved from
http://www.aota.org/Pubs/AJOT_1.aspx

Chung, P.J., Garfield, C. F., Elliott, M. N., Carey, C., Eriksson, C., & Schuster, M. A. (2007). Need
for and use of family leave among parents of children with special health care needs.
Pediatrics, 119(5), e1047-e1055

Cidav, Z., Marcus, S. C., & Mandell, D. S. (2012). Implications of childhood autism for parental
employment and earnings. Pediatrics, 129(4), 617-23. doi:10.1542/peds.2011-2700

Connolly, J. J., & Viswesvaran, C. (2000). The role of affectivity in job satisfaction: a meta-
analysis. Personality and Individual Differences, 29 (2), 265-281.

Coyne, |., Farley, S., Axtell, C., Sprigg, C., Best, L., & Kwok, O. (2016). Understanding the
relationship between experiencing workplace cyberbullying, employee mental strain
and job satisfaction: A dysempowerment approach. International Journal of Human
Resource Management. DOI:10.1080/09585192.2015.1116454.

Crant, J. M. (2000). Proactive behavior in organizations. Journal of Management, 26(3), 435—
462. https://doi.org/10.1177/014920630002600304

Deci, E. L., & Ryan, R. M. (2000). The “what” and “why”’ of goal pursuits: Human needs and
the self-determination of behavior. Psychological Inquiry, 11, 227-268.

Donohue, S., & Heywood, J. (2004). Job satisfaction, comparison income and gender: evidence
from the NLSY, International Journal of Manpower, 25, 211-34

Duda, J. L., & Nicholls, J. G. (1992). Dimensions of achievement motivation in schoolwork and
sport. Journal of educational psychology, 84(3), 290.

Dysvik, A., & Kuvaas, B. (2011). Intrinsic motivation as a moderator on the relationship
between perceived job autonomy and work performance. European Journal of Work
and Organizational Psychology, 20(3), 367—-
387. https://doi.org/10.1080/13594321003590630

2503


http://www.aota.org/Pubs/AJOT_1.aspx
https://doi.org/10.1177/014920630002600304
https://doi.org/10.1080/13594321003590630

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 11, 2021, E-ISSN: 2222-6990 © 2021

Earle, A., & Heymann, J. (2012). The cost of caregiving: Wage loss among caregivers of elderly
and disabled adults and children with special needs. Community, Work & Family, 15(3),
357-375. https://doi.org/10.1080/13668803.2012.674408

Eder, P., & Eisenberger, R. (2008). Perceived organizational support: Reducing the negative
influence of coworker withdrawal behavior. Journal of Management, 34(1), 55—
68. https://doi.org/10.1177/0149206307309259

Eisenberger, R., Cummings, J., Armeli, S., et al. (1997). Perceived organizational support,
discretionary treatment, and job satisfaction. Journal of Applied Psychology, 82, 812-
820. https://doi.org/10.1037/0021-9010.82.5.812

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived organizational support and
employee diligence, commitment, and innovation. Journal of Applied Psychology, 75:
51-59

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I.L. and Rhoades, L. (2002).
“Perceived supervisor support: contributions to perceived organizational support and
employee retention”, Journal of Applied Psychology, 87, 565-73.

Emlen, A. C. (2010). Solving the childcare and flexibility puzzle: How working parents make the
best feasible choices and what that means for public policy. Boca Raton, FL Universal
Publishers.

Emslie, C., Hunt, K., & Macintyre, S. (2004). Gender, work-home conflict, and morbidity
amongst whitecollar bank employees in the United Kingdom. International journal of
behavioral medicine, 11(3), 127.

Fischer, J. A. V., & Sousa-Poza, A. (2009). Does job satisfaction improve the health of workers?
New evidence using panel data and objective measures of health. Health Economics, 18,
71-89. doi: 10.1002/hec.1341

Freedman, R. I, Litchfield, L. C., & Warfield, M. E. (1995). Balancing work and family:
Perspectives of parents of children with developmental disabilities. Families in Society,
76, 507-514. Retrieved from http://www.familiesinsociety.org/

Frese, M., & Fay, D. (2001). Personal initiative: An active performance concept for work in the
21st century. Research in Organizational Behavior, 23, 133-187.

Frese, M., Kring, W., Soose, A., & Zempel, J. (1996). Personal initiative at work: Differences
between East and West Germany. Academy of Management Journal, 39, 37— 63.
Gagne’, M., & Deci, E. L. (2005). Self-determination theory and work motivation. Journal of

Organizational Behavior, 26, 331-362.

Galinsky, E., Bond, J. T., & Sakai, K. (2008). 2008 National study of employers: When work
works. New York: Families and Work Institute. Retrieved November 15, 2010, from
http://familiesandwork.org/site/research/reports/2008nse.pdf

George, A., Vickers, M. H., Wilkes, L., & Barton, B. (2008). Working and caring for a child with
chronic illness: Challenges in maintaining employment. Employee Responsibilities and
Rights Journal, 20(3), 165-176. https://doi.org/10.1007/s10672-008-9065-3

George, J., & Jones, G. (2008). Understanding and managing organizational behavior, (5th
ed.). Upper Saddle River, New Jersey: Pearson Prentice Hall.

George, J. M., & Jones, G. R. (2008). Understanding and managing organizational behavior
(5th ed.): Pearson/Prentice Hall, New Jersey, p. 78.

Grant, A. M., & Ashford, S. J. (2008). The Dynamics of Proactivity at Work. Research in
Organizational Behavior, 28, 3-34. http://dx.doi.org/10.1016/j.riob.2008.04.002

Grau, R., Salanova, M., & Peiro, J. M. (2001). Moderator effects of self-efficacy on
occupational stress. Psychology in Spain, 5(1), 63-74.

2504


https://doi.org/10.1080/13668803.2012.674408
https://doi.org/10.1177/0149206307309259
https://doi.org/10.1037/0021-9010.82.5.812
http://www.familiesinsociety.org/
http://familiesandwork.org/site/research/reports/2008nse.pdf
https://doi.org/10.1007/s10672-008-9065-3
http://dx.doi.org/10.1016/j.riob.2008.04.002

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 11, 2021, E-ISSN: 2222-6990 © 2021

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and
correlates of employee turnover: update, moderator tests, and research implications
for the next millennium. Journal of Management, 26, 463-488.

Gruneberg, M. M. (1979). Understanding job satisfaction. London: The MacMillan Press Ltd.

Heinrich, T. (2004). Resistance to change—Does age matter?: Predicting negative attitudes
towards organizational change. London: Turnshare Ltd

Heymann, S. J. (2000). The widening gap: Why America’sworking families are in jeopardy —
and What can be done about it. New York: Basic Books.

Hulin, C. L., & Judge, T. A. (2003). Job attitudes. in W. C. Borman, D. R. Ligen, & R.J. Klimoski
(Eds.), Handbook of Psychology: Industrial and Organizational Psychology(255-276).
Hoboken, Nj:Wiley

Humphrey, S. E., Nahrgang, J. D., & Morgeson, F. P. (2007). Integrating motivational, social,
and contextual work design features: A meta-analytic summary and theoretical
extension of the work design literature. Journal of Applied Psychology, 92, 1332-1356.

Isa, H. M., Zanol, H., Alauddin, K., & Nawi, M. H. (2016). Provisions of disabled facilities at the
Malaysian public transport stations. MATEC Web Conference. 2016;66:00016.

Isaruddin, M., Lokman, M. W., & Amin, A. S. (2018). Isu pekerjaan orang kurang upaya
pendengaran: Kajian kes di Selangor. Jurnal Wacana Sarjana. Retrieved from
http://spaj.ukm.my/jws/index.php/jws/article/view/133

Jaafar, H. J.,, Wahab, H. A,, & Yaacob, N. (2017). Amalan pengurusan pekerja kurang upaya
dalam sesebuah organisasi berdasarkan undang-undang di Malaysia. Jurnal
Pengurusan, 51. https://doi.org/10.17576/pengurusan-2017-51-12

Judge, T. A., & Bono, J. E. (2001). Relationship of core self-evaluations traits—Self-esteem,
generalized self-efficacy, locus of control, and emotional stability—With job satisfaction
and job performance: A Meta-Analysis. Journal Of Applied Psychology, 86(1), 80—
92. Https://Doi.0rg/10.1037/0021-9010.86.1.80

Judge, T. A, Locke, E. A., & Durham, C. C. (1997). The dispositional causes of job satisfaction:
A core evaluations approach. Research in Organizational Behavior, 19, 151-188.

Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction-job
performance relationship: A qualitative and quantitative review. Psychological Bulletin,
127, 376-407. Http://Dx.Doi.Org/10.1037/0033-2909.127.3.376

Kim, E.-S. (1994). A study on attitudes toward professional autonomy and job satisfaction of
clinical nurses. (Unpublished master's thesis). Ewha Womans University, Seoul, Korea.

Kocak, R., & Eves, S. (2010). The relationship between problem-solving and job-satisfaction of
school administrators. Journal Of Human Sciences. 7, 193-212.

Koopmanschap, M. A., van Exel, J. N. A, van den Berg, B., & Brouwer, W. B. F. (2008). An
Overview of methods and applications to value informal care in economic evaluations
of healthcare. PharmacoEconomics, 26(4), 269-280.

Kuhlthau, K., & Perrin, J. M. (2001). Child health status and parental employment. Archives of
Pediatrics and Adolescent Medicine, 155, 1346-1350.

Kvist, A. P., Nielsen, H., Skyt., & Simonsen, M. (2013). The importance of children's Adhd for
parents' relationship stability and labor supply. Social Science & Medicine, 88(), 30—-38.
Do0i:10.1016/).Socscimed.2013.04.001

Lent, R. W., & Brown, S. D. (2006). Integrating person and situation perspectives on work
satisfaction: A social-cognitive view. Journal Of Vocational Behavior, 69(2), 236-247.
Https://Doi.Org/10.1016/J.Jvb.2006.02.006

2505


http://spaj.ukm.my/jws/index.php/jws/article/view/133
https://doi.org/10.17576/pengurusan-2017-51-12
https://doi.org/10.1037/0021-9010.86.1.80
http://dx.doi.org/10.1037/0033-2909.127.3.376
https://doi.org/10.1016/J.Jvb.2006.02.006

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 11, 2021, E-ISSN: 2222-6990 © 2021

Lent, R. W., & Brown, S. D. (2008). Social cognitive career theory and subjective well-being in
the context of work. Journal Of Career Assessment, 16(1), 6-21.

Lent, R. W., & Brown, S. D. (2013a). Promoting work satisfaction and performance. In S. D.
Brown, & R. W. Lent (Eds.), Career development and counseling: Putting theory and
research to work (2nd ed., pp. 621-651). Hoboken, NJ: Wiley. Retrieved from
http://site.ebrary.com/lib/uiowa/Doc?id=10641844

Lent, R. W., & Brown, S. D. (2013b). Understanding and facilitating career development in the
21st century. In S. D. Brown, & R. W. Lent (Eds.), Career development and counseling:
Putting theory and research to work (2nd ed., pp. 1-26). Hoboken, NJ: Wiley. Retrieved
from http://site.ebrary.com/lib/uiowa/Doc?id=10641844

Lent, R. W., Brown, S. D., and Hackett, G. (1994). “Toward a unifying social cognitive theory
of career and academic interest, choice, and performance” [Monograph]. Journal Of
Vocational Behavior, 45,79-122.

Lewis, S., Kagan, C., & Heaton, P. (2000). Dual earner parents with disabled children: Family
patterns of working and caring. Journal Of Family Issues, 21, 1031-1060.

Liu, Y., Aungsuroch, Y., & Yunibhand, J. (2016). Job satisfaction in nursing: A concept analysis
study. International Nursing Review, 63(1), 84-91. https://doi.org/10.1111/inr.12215

Lu, H., Barriball, K. L., Zhang, X., & While, A. E. (2012, August). Job satisfaction among hospital
nurses revisited: A systematic review. International Journal of Nursing Studies.
https://doi.org/10.1016/j.ijnurstu.2011.11.009

Maertz, C. P., Griffeth, R. W., Campbell, N. S., & Allen, D. G. (2007). The effects of perceived
organizational support and perceived supervisor support on employee turnover.
Journal of Organizational Behavior, 28(8), 1059—1075. https://doi.org/10.1002/job.472

Marshall, J., Doone, E., & Price, M. (2018).Cultural models of child disability: perspectives of
parents in Malaysia. Disability and Rehabilitation, 1-10.
doi:10.1080/09638288.2018.1474497

Mas-Machuca, M., Berbegal-Mirabent, J., & Alegre, I. (2016). Work-life balance and its
relationship with organizational pride and job satisfaction. Journal of Managerial
Psychology, 31(2), 586—602. https://doi.org/10.1108/JMP-09-2014-0272

Mathis, R. L., & Jackson, J. H. (2008). Human resource management (12th ed.). South-
Western: Thomson. 592 p.

Matthews, R. A., Booth, S. M., Taylor, C. F., & Martin, T. (2011). A qualitative examination of
the work—family interface: Parents of children with Autism Spectrum Disorder. Journal
Of Vocational Behavior, 79(3), 625-639. D0i:10.1016/J.Jvb.2011.04.010

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). ““Affective, continuance,
140 and normative commitment to the organization: a meta-analysis of antecedents,
correlates, and consequences”. Journal of Vocational Behavior, 61, 20-52.

Mihajlovic, I., Zivkovic, Z., Prvulovic, S., Strbac, N., & Zivkovic, D. (2008). Factors influencing
job satisfaction in transitional economies. Journal of General Management, 34(2): 71—
87.

Saidi, H., Amin, A. S., Aun, M. N. S., Selamat, M. N., & Nor, M. |. H. (2018). Isu dan cabaran
pekerjaan orang kurang upaya penglihatan di Malaysia (Employment issues and
challenges of persons with visual impairment in Malaysia). Jurnal Psikologi Malaysia,
32(4), 55-65.

National Alliance for Caregiving and American Association of Retired People. (2009a).
Caregivers of children: A focused look at those caring for a child with special needs under
the age of 18. Washington, DC: National Alliance for Caregiving and AARP

2506


http://site.ebrary.com/lib/uiowa/Doc?id=10641844
http://site.ebrary.com/lib/uiowa/Doc?id=10641844
https://doi.org/10.1016/j.ijnurstu.2011.11.009
https://doi.org/10.1002/job.472
https://doi.org/10.1108/JMP-09-2014-0272

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 11, 2021, E-ISSN: 2222-6990 © 2021

Ng, T. W. H., Eby, L. T., Sorensen, K. L., & Feldman, D. C. (2005). Predictors of objective and
subjective career success. A meta-analysis. Personnel Psychology, 58(2), 367-
408. https://doi.org/10.1111/j.1744-6570.2005.00515.x

Papaioannou, A., & Christodoulidis, T. (2007). A measure of teachers’ achievement
goals. Educational psychology, 27(3), 349-361.

Parish, S. L. (2006). Juggling and struggling: a preliminary work-life study of mothers with
adolescents who have developmental disabilities. Mental Retardation, 44, 393-404.
doi:10.1352/0047-6765 (2006)44[393:JASAPW]2.0.CO;2

Parker, S. K., Williams, H. M., & Turner, N. (2006). Modeling the antecedents of proactive
behavior at work. Journal of Applied Psychology, 91, 636-652.
https://doi.org/10.1037/0021-9010.91.3. 636

Parker, S. K., Williams, H. M., & Turner, N. (2006). Modeling the antecedents of proactive
behavior at work. Journal of Applied Psychology, 91(3), 636—652. doi:10.1037/0021-
9010.91.3.636

Perrin, J. M., Fluet, C. F., Honberg, L., Anderson, B., Wells, N., Epstein, S., & Kuhlthau, K. A.
(2007). Benefits for employees with children with special needs: Findings from The
collaborative employee benefit study. Health Affairs , 26, no.4 (2007):1096-1103

Perrin, J. M., Fluet, C. F., Honberg, L., Anderson, B., Wells, N., Epstein, S., Kuhlthau, K. A.
(2007). Marketwatch - benefits for employees with children with special needs: Findings
from the collaborative employee benefit study. Health Affairs, 26(4), 1096-1103.
Https://Doi.Org/10.1377/HIthaff.26.4.1096

Porterfield, S. L. (2002). Work choices of mothers in families with children with disabilities.
Journal of Marriage and The Family, 64, 972—-981.

Porterfield, S. L. (2002). Work choices of mothers in families with children with disabilities.
Journal of Marriage and the Family, 64, 972-981. doi:10.1111/j.1741-
3737.2002.00972.x

Prentice, D. C. (2019). Managing service encounters with emotional intelligence. Journal of
Retailing and Consumer Services, 51, 344-351.
https://doi.org/10.1016/j.jretconser.2019.07.001

Rad, A. M. M., & De Moraes, A. (2009). Factors affecting employees’ job satisfaction in public
hospitals: Implications for recruitment and retention. Journal of General Management,
34(4), 51-66.

Redquest, B. K., Reinders, N., Bryden, P. J., Schneider, M., & Fletcher, P. C. (2015). Raising a
child with special needs: The perspective of caregivers. Clinical Nurse Specialist, 29(3),
E8—E15. Https://Doi.Org/10.1097/NUR.0000000000000122

Riza, S. D., Ganzack, Y., & Liu, Y. (2016). Time and job satisfaction: A longitudinal study of the
differential roles of age and tenure. Journal of Management. DOI:
10.1177/0149206315624962.

Rogelberg, S. G, Allen, J. A, Shanock, L., Scott, C., & Shuffler, M. (2010). Employee satisfaction
with meetings: A contemporary facet of job satisfaction. Human Resource
Management, 49(2), 149-172.

Rosenzweig, J. M., & Huffstutter, K. (2004b). Disclosure and reciprocity: On the job strategies
for taking care of business and family. Focal Point: Research, Policy, and Practice in
Children’s Mental Health, 18(1), 4-7.

Rosenzweig, J. M., Brennan, E. M., & Malsch, A. M. (2009). Breaking the silence: Parents’
experiences of courtesy stigmatization in the workplace. Focal Point: Research, Policy,
and Practice in Children’s Mental Health, 23(1), 29-31.

2507


https://doi.org/10.1037/0021-9010.91.3.%20636

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 11, 2021, E-ISSN: 2222-6990 © 2021

Rosenzweig, J. M., Brennan, E. M., & Ogilvie, A. M. (2002). Work—family fit: Voices of parents
of children with emotional and behavioral disorders. Social Work, 47, 415-424.

Rosenzweig, J. M., Malsch, A. M., Brennan, E. M., Mills, K. L., & Stewart, L. M. (2010).
Children/youth with disabilities: Their parents are your employees training manual and
workbook. Portland, OR: Research and Training Center on Family Support and Children's
Mental Health, Portland State University

Roundtree, L., & Lynch, K. (2006). Exploring the complexities of exceptional caregiving.
Boston, MA: Boston College Center for Work and Family.

Salgado, J. F. (1997). “The five-factor model of personality and job performance in the
European Community”. Journal of Applied Psychology, 82, 30-43.

Shearn, J.,, & Todd, S. (2000). Maternal employment and family responsibilities: The
perspectives of mothers of children with intellectual disabilities. Journal of Applied
Research in Intellectual Disabilities, 13, 109-131.

Shore, L. M., & Wayne, S. J. (1993). Commitment and employee behavior: Comparison of
affective commitment and continuance commitment with perceived organizational
support. Journal of Applied Psychology, 78(5), 774-780.

Singer, M. S., & CoYn, T. K. (1996). Cognitive and volitional determinants of job attitudes in a
voluntary organization. Journal of Social Behavior and Personality, 11, 313-328.

Sitimin, S. A., Fikry, A., Ismail, Z., & Hussein, N. (2017). Work-family conflict among working
parents of children with Autism in Malaysia. In Procedia Computer Science, 105, 345—
352. Elsevier B.V. https://doi.org/10.1016/j.procs.2017.01.232

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and consequences.
Thousand Oaks, Ca: Sage Publications Inc.

Swanson, J. L., & Schneider, M. (2013). Minnesota Theory of work adjustment. In S. D. Brown
& R. W. Lent (Eds.), Career development and counselling: Putting theory and research to
work (2nd  Ed.,, Pp. 29-53). Somerset, Nj: Wiley.Retrieved From
Http://Site.Ebrary.Com/Lib/Uiowa/Doc?ld=10641844

Tett, R. P., Jackson, D. N., & Rothstein, M. (1991). Personality measures as predictors of job
performance: a meta-analytic review. Personnel Psychology, 44, 703-42.

VandeWalle, D. (1997). Development and validation of a work domain goal orientation
instrument. Educational and psychological measurement, 57(6), 995-1015.

Weiss, H. M., Nicholas, J. P., & Daus, C. S. (1999). An examination of the joint evects Of
avective experiences and job beliefs on job satisfaction and variations in avective
experiences over time. Organizational Behavior And Human Decision Processes, 78, 1—
24,

Wright, A., Crettenden, A., & Skinner, N. (2015). Dads care too! Participation in paid
employment and experiences of workplace flexibility for Australian fathers caring for
children and young adults with disabilities. Community, Work & Family, Doi:
10.1080/13668803.2015.1052041

Wright, A., Crettenden, A., & Skinner, N. (2016). Dads care too! Participation in paid
employment and experiences of workplace flexibility for Australian fathers caring for
children and young adults with disabilities. Community, Work and Family, 19(3), 340—
361. https://doi.org/10.1080/13668803.2015.1052041

Zellars, K. L., Hochwarter, W. A., Perrewe, P. L., Miles, A. K., & Kiewitz, C. (2001). Beyond self-
efficacy: Interactive effects of role conflict and perceived collective efficacy. Journal Of
Managerial Issues, 13(4), 483-499.

2508


http://site.ebrary.com/Lib/Uiowa/Doc?Id=10641844

