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Abstract

In this modern era of competitiveness, work commitment is imperative as every organization strive to excel. Employees must
find the means to achieve goals with full determination and commitment despite their personal difficulties. This paper analyses
the moderation effect of the dimensions of basic needs satisfaction at work (autonomy, relatedness, and competence) on the
relationships between burnout (exhaustion, professional efficacy, and cynicism), work-family conflict (work interfering with
family (WIF), family interfering with work (FIW)), and the dimensions of organizational commitment (affective, continuance and
normative). Two hundred and twenty administrative and professional groups from Kuala Lumpur City Hall (KLCH), Malaysia
were involved in the study. The data gathered was examined using hierarchical multiple regression analysis to determine the
moderating effects between variables. The findings revealed that: (1) autonomy moderates the relationships between
exhaustion and continuance commitment; and (2) relatedness moderates the relationships between WIF and continuance
commitment. The study has defined the motivating factors using the Conservation of Resources (COR) theory as a foundation
for the discussion. Recommendations and areas for future research are also discussed.
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1. Introduction

Basic needs satisfaction at work is known as a vital predictor of optimal individual functioning in various life domains
(Broeck, Vansteenkiste, Witte, Soenens, & Lens, 2010). According to Ryan and Deci (2004), basic needs satisfaction at
work is defined as the integration between innate psychological needs and support from the social environment. It is
important to understand such work-related needs as they contribute to job outcomes. These needs have an effect on both
individuals’ feelings and the end results of work (Silman, 2014).

The concept of basic psychological needs has been postulated by self-determination theory, which emphasises
intrinsic needs rather than extrinsic needs such as obtaining rewards. It presents the basis for describing the
environment’s characteristics in the attempt to adapt or oppose new situations (Ryan & Deci, 2004). It also reflects the
human behaviour on the effects of social contexts or environment where by it eased the self-motivation (Ryan & Deci,
2004; Hodgins & Knee, 2004) and well-being (Ryan & Deci, 2004; Molix & Nichols, 2013). Specifically, the theory
proposes three needs that should be satisfied by a supportive environment to enhance optimal growth. These needs
comprise of: (1) the need for autonomy (the sense of self-expression, initiative, and value); (2) competence (the sense of
effectiveness, confidence, and capacity in action); and (3) relatedness (the sense of connection and belonging) (Deci &
Ryan, 2000; Ryan & Deci, 2004). It is understood that basic needs satisfaction at work occurs in a work environment
where employees are able to fulfil their needs and thus contribute to the benefit of the organization.

This study has focused on civil servant issues. The importance of addressing basic needs satisfaction in this
setting is due to the recent directive by the Malaysian Government calling for the civil sector to become globally
competitive. The improvement of service delivery in terms of quality and quantity is required as stated in the Government
Transformation Programme (GTP). These challenges require civil servants to improve productivity and performance in
accordance with public needs, expectations, and feedback (Muhyiddin, 2010).

The new policy requires the civil servant to work quite diligently towards new goals. The need to enhance the
intrinsic motivator is vital, as public sector employees tend to value intrinsic motivators more compared to private sector
employees (Perry & Wise, 1990; Brehm & Gates, 1997; Frank & Lewis, 2003). Regardless, a motivated employee is
much needed in the new setting, since a motivated employee will be more committed and dedicated to his work (Gagne &
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Deci, 2005; Harris & Hagger, 2007).

Although the public has high expectations for the improved public service, employees may perceive the situation
as a new stressor. The consequences of excessive work, continuous pressure, and job demands are very likely to lead to
burnout (Ishak, 2004). Apart from that, another area that has a big impact on employee productivity and performance is
balance between work and family matters. Employees will be more productive when work-family balance is achieved
(Aamodt, 2010).

Understanding of basic needs satisfaction at work is essential, as there is a lack of information on this topic. More
research should be conducted to examine the contribution of each respective work need in predicting various results.
Hence, it is vital to examine the causal relations between basic needs satisfaction at work with its antecedents and
consequences in order to understand more about work and psychological needs (Broeck, Vansteenkiste, Witte, Soenens,
& Lens, 2010; Sheldon & Bettencourt, 2002; Silman, 2014).

The expansion of the needs concept is important in order to understand recent lifestyle. The concept has not been
fully expanded, even though its function is as equally important as physiological needs (Ryan & Deci, 2004). In addition,
research on the impact of basic psychological needs is required at both the applied contextual and situational levels
(Harris & Hagger, 2007; Jawahar, Stone, & Kismore, 2007; Vallerand & Ratelle, 2004; Lam & Gland, 2008).

This study has also focused on the relevance of Conservation of Resources Theory (COR theory) in the
determination and observation of resources by measuring behaviour and structural design. The use of COR theory is not
merely to integrate discussion on the understanding of certain behaviour, or to acknowledge the existence of potential
resources (Hobfoll, 1989). COR theory was chosen because it was found that existing theories failed to integrate with
other theories in terms of explanation of certain situations, and that those theories could not be used to refine current
knowledge into a central framework (Gorgierski & Hobfoll, 2008; Grandey & Cropanzano, 1999; Neubert & Wu, 2009).

Thus, this study concentrated on the measures of basic needs satisfaction at work as the moderating factor in
order to understand the role of an intrinsic motivation in impacting the relationships between burnout and work-family
conflict on organizational commitment. The findings for these relationships have been justified through the application of
COR theory.

1.1 Conservation of Resources Theory (COR)

COR theory (Hobfoll, 1989; 2011) is a theory that rests on the basic principle that individuals strive to minimize the net
loss of their resources. Consequently, their actions focus on obtaining, maintaining, fostering, and protecting resources to
avoid a state of actual or potential loss of valuable resources. Resources are defined as entities that have intrinsic or
extrinsic value, including objects (e.g. car, house, tools for work), conditions (e.g. parental role, tenure, seniority at work,
good marriage), personal resources (e.g. self-esteem, self-efficacy and occupational skills), and energy resources (e.g.
money, knowledge and time).
Attempts to hold on to resources as well as psychological stress occur in one of the three following conditions: (1)
when resources are threatened; (2) when resources are lost; and (3) when individuals invest resources and do not obtain
the expected level of return (Hobfoll & Freedy, 1993; Hobfoll, 2001). In the face of potential or actual loss of resources,
the feeling of lost resources occurs, while resource gain occurs when individuals are not currently facing any threats to
resources. People strive to develop a surplus of resources to offset the potential of future demand and restored gains.
Therefore, in order to address the theoretical gap of this study, COR theory was used as an underlying framework
in determining the links between work and non-work roles and their relationships with stress (McPadden, 2006). COR
theory also helps in achieving primary perception and understanding of some phenomenon, thus promoting theoretical
construction and providing a valuable framework that allows for the immediate study of process and outcome (Hobfoll &
Freedy, 1993). Using COR theory as a guide provides a means for predicting and understanding work-life conflict and
behavioural outcome (Grandey & Cropanzano, 1999), as well as providing a framework for certain variables that may act
as a resource, thereby facilitating the emergence of personal and social resources (i.e. organizational commitment) of
COR theory (Wright, 2004).
This paper discusses two objectives of the study:
i.  To determine which type of basic needs satisfaction (autonomy, competence and relatedness) moderates the
relationship between burnout (exhaustion, professional efficacy, and cynicism) and organizational commitment
(affective, continuance, and normative).

ii. To determine which type of basic needs satisfaction (autonomy, competence, or relatedness) moderates the
relationship between work-family conflict (WIF and FIW) and organizational commitment (affective,
continuance, and normative).
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2. Literature Review
2.1 Burnout

Burnout is defined as a drain of emotional or mental resources caused by persistent job stress and is measured by work-
related psychological health (Schaufeli, van Dierendonck, & van Gorp, 1996). In other words, burnout occurs as the effect
of stress due to excessive work. Those who face continuous pressures and demands at work may be susceptible to risk
of burnout (Schultz & Schultz, 2014; Ishak, 2004). According to Maslach (1982), burnout was indicated through emotional
exhaustion (depletion of emotional resources), depersonalization (detached attitude), and personal accomplishment
(feelings about job productivity and competence).

Findings from past research have shown that high quality relationships with co-workers and work motivation of
need satisfaction are negatively associated with emotional exhaustion (Broeck, Vansteenkiste, Witte, & Lens, 2008;
Fernet, Gagne, & Austin, 2010) and depersonalization but positively related with personal accomplishment (Fernet et al.,
2010). This means that those who possess desirable job attributes are more likely to experience psychological
satisfaction at work, rather than those who are dealing with excess job demands and who are vulnerable to burnout.

Burnout has been found to have a significant relationship with organizational commitment (Wright, 2004; Gemlik,
Sisman, & Sigri, 2010), as those who have high emotional exhaustion tend to have low affective and normative
commitment. However, those who have low levels of personal accomplishment may experience an increase in
continuance commitment. This is due to their length of service in the same organization, which in turn lowers their self-
trust in their work. However, this situation brings up the continuance commitment to maintain the status quo (Gemlik et
al., 2010). The level of work could also cause burnout due to the addition of responsibilities, as found in Jackson, Turner,
and Brief (1987), where those who were responsible at a supervisory level were reported to experience having a higher
level of burnout. A study by Najihah, Norsyamina, Mizan, and Jeniwaty (2011) also found that individuals who have a high
degree of commitment towards their organizations experience a greater amount of stress than those who are less
committed.

2.2 Work-family conflict

According to Schultz and Schultz (2014), work-family conflict is a clash in attaining balance between work needs and the
need to fulfil family pursuits. Work-family conflict is also known as a form of inter-role conflict where there is conflict in
performing different functions and incompatibility between the domains of work and family (Greenhaus & Beutell, 1985).
There can be, however, motivation factors arising from the social context - for example, the interpersonal behaviour of a
spouse at home or an employer at work may reduce work-family conflict (Senecal, Vallerand, & Guay, 2001).
Nevertheless, these findings were contradicted by a study by Magsood, Muhammad, and Saleem (2012) in which the
social context of perceived supervisor support did not moderate the relationships between perceived supervisor support
and job satisfaction.

Apart from that, work-family conflict may ruin the efficiency of an organization, as it can cause shortfalls in
productivity as well as increased absenteeism (Aamodt, 2010). Another consequence of a high work-family conflict rate is
a low level of organizational commitment (Siegel, Post, Fishman, Brockner, & Garden, 2005; Akintayo, 2010). This
indicates that work-family conflict has a big impact on the workplace performance of employees with regards to factors
that motivate them to turn up at work and be responsible for their conduct.

2.3 Organizational commitment

Organizational commitment is defined as the degree of psychological attachment to an organization, consisting of: (1) the
acceptance of the organization’s values and goals; (2) willingness to work for the organization; and (3) a strong inclination
to be with the organization (Schultz & Schultz, 2014). In addition, Meyer and Allen (1991) defined organizational
commitment as affective (psychological attachment), continuance (cost to leave), and normativeness (obligation to stay).

The importance of intrinsic motivation on the impact of organizational commitment has been discussed thoroughly,
and studies have found that intrinsic motivation is significantly correlated to organizational commitment (Choong, Wong,
& Lau, 2011; Marescaux, Winne, & Sels, 2011). The study also found that intrinsic motivators in an organization are
important components in promoting commitment towards the organization, while intrinsic work motivation has a positive
influence on organizational and personal resources with basic psychological needs satisfaction being positively related to
affective organizational commitment (Salanova, Bakker, & Llorens, 2006).
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2.4 Basic needs satisfaction as a moderating factor

Basic needs satisfaction has been used to understand the force of motivation, for example, in a study by Harris and
Hagger (2007), which analysed the moderation effect between subjective norms and intentions for restrictive dietary
behaviours. Other antecedent research has used various motivation factors, such as in Fernet, Guay, and Seneccal
(2004), who examined self-determination in work motivation as the moderating effect between job demand, job control
and burnout. Job resources were used as the moderator between job demand and burnout (Faisal, Rosman, & Anwar,
2014) and work motivation as the moderating factor between quality relationships and burnout. Research has identified
that work motivation (job resources) plays a role as a motivator (Fernet, Gagne, & Austin, 2010).

Thus, an organization has to invest more in intrinsic motivation, as suggested by Gagne and Deci (2005), as
employees who are motivated will be connected to work, responsible, able to balance the amount of work, keen to take
challenges, and inspired to develop professionally. It was also found that those who are satisfied with their work and are
high achievers are more dedicated to their work.

Since previous studies have mostly focused on the relationship of burnout and work-family conflicts with the basic
needs satisfaction as mediator or moderating factor between other variables, there is a need to further explore basic
needs satisfaction as a moderating factor in the relationships between burnout, work-family conflict and organizational
commitment. This study therefore hypothesized that:

Hypothesis 1(H1): Basic needs satisfaction (11. autonomy, 12. competence and 13. relatedness) will moderate
the relationships between burnout (1a. exhaustion, 1b. professional efficacy and 1c. cynicism) and organizational
commitment (1i. affective, 1ii. continuance and 1iii. normative).

Hypothesis 2(H2): Basic needs satisfaction (21. autonomy, 22. competence and 23. relatedness) will moderate
the relationships between work-family conflict (2a.WIF and 2b.FIW) and organizational commitment (2i.affective,
2ii.continuance and 2iii.normative).

2.5  Conceptual framework

The conceptual framework of the study indicates the moderating effects of the basic needs satisfaction dimensions on the
burnout, work-family conflict and organizational commitment dimensions. The analysis was conducted based on the
framework in order to demonstrate the impact of basic needs satisfaction on organizational commitment with regards to
the issues of burnout and work-family conflict.
Figure 1 illustrates the relationship between the independent and dependent variables of the study.
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Figure 1. Research framework between burnout, work-family conflict, basic needs satisfaction, and organizational
commitment

3. Method
3.1 Sample and procedure

Participants of the study were administrators and professionals at Kuala Lumpur City Hall (KLCH), Malaysia. A set of
questionnaires was distributed to 300 officers and 220 completed the survey, with a response rate of 73 percent. Sample
selection was executed by applying stratified random sampling where participants were categorized according to
departments and field duties from the records of available position listings. The selection process began with a random
selection from stratum based on the important features examined in this study. The selection of the sample size was
determined using Krejcie and Morgan (1970) sample determination table, with 220 found to be the acceptable number for
this study.
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3.2 Instruments

Burnout: The questionnaire used in this study was taken from the Maslach Burnout Index-General Survey (MBI-GS)
(Maslach, Jackson, Leiter, Schaufeli, & Schwab, 1986). This is a 16-item instrument on a seven-point Likert scale ranging
from (0) never to (6) every day, measuring five items for exhaustion, six items for professional efficacy, and five items for
cynicism.

Work-family Conflict: Work-family conflict was measured with the 18 item Work-Family Conflict Scale (Carlson,
Karmac, & Williams, 2000). It measures the two directions of work-family conflict with nine items on work interfering with
family (WIF) and another nine items on family interfering with work (FIW). The scale was a seven-point Likert scale
ranging from (1) strongly disagree to (5) strongly agree.

Basic Needs Satisfaction at Work: The original measure of the Basic Needs Satisfaction at Work Scale (Deci,
Ryan, Gagne, Leone, Usunov, & Kornazheva, 2001) was used in this study. The instrument consists of 21 items with
seven scales ranging from (1) not at all true to (7) very true. The scale measures seven items for autonomy, six items for
competence and eight items for relatedness. Nine items are negatively worded, requiring reverse scoring.

Organizational Commitment: Organizational commitment was measured with the Organizational Commitment
Scale (Meyer & Allen, 1991), which is a 18-item Likert scale. It consists of three dimensions reflecting the psychological
state of the employees, to assess affective, normative and continuance commitment. The seven-point scale’s response
categories range from (1) strongly disagree to (7) strongly agree. Four items are worded negatively requiring reverse
scoring in order to compute the scale scores.

3.3 Data analysis

The hypotheses were tested using hierarchical multiple regression analyses. For the first hypothesis, the burnout
dimensions (i. exhaustion, ii. professional efficacy and iii. cynicism) were entered in step 1, basic needs satisfaction (.
autonomy, ii. relatedness and iii. competence) in step 2 and the interaction terms involving burnout dimensions with each
dimension of basic needs satisfaction in step 3. The repetition of the process for affective, continuance and normative
commitment was separately structured, as the analysis’s objectives focused on the effect on each of the organizational
commitment dimensions. The interaction terms were centred and multiplied together between each of the dimensions of
the independent variables (i.e. burnout and work-family conflict) with the dimensions of moderating variables (basic needs
satisfaction).

The same process was applied for the second hypothesis where the work-family conflict dimensions were entered
in step 1, basic needs satisfaction (autonomy, relatedness, and competence) in step 2, and the interaction terms between
work-family conflict dimensions with each element of basic needs satisfaction in step 3. The tests for affective,
continuance, and normative commitment were analysed accordingly.

4. Results

The analysis on the moderation effect of autonomy, relatedness and competence of basic needs satisfaction on the
relationships between each of the dimensions of burnout (exhaustion, professional efficacy and cynicism) and
organizational commitment (affective, continuance and normative) is shown in Table 1. Based on the table, the analysis
for the affective commitment column found that all of the interaction terms in step 3 between burnout dimensions and
basic needs satisfaction dimensions (Ex/Pe/Cy x Au, Ex/Pe/Cy x Re and Ex/Pe/Cy x Co) were not significant. This
indicates that autonomy, relatedness and competence of basic needs satisfaction did not moderate the relationship
between burnout dimensions and affective commitment.

The statistical results for the normative commitment aspect of organizational commitment found in the final model
indicate that the added interaction terms were significant, with R?=.095, F(7,212)=3.2, p<.05, R?=.106, F(7,212)=3.57,
p<.05 and R?=.078, F(7,212)=2.56, p<.05. However, all of the interaction terms were not significant, and this indicates
that autonomy, relatedness, and competence of basic needs satisfaction did not moderate the relationships between
exhaustion, professional efficacy, and cynicism of burnout with normative commitment.

The results for the effect of continuance commitment in the organizational commitment column showed that there
was a 9.4% variance of continuance commitment F(7,212)=3.1, p<.05 for the final model, after the addition of interaction
terms with autonomy effect. Nevertheless, the only sign of significance was found in the interaction term between
exhaustion and autonomy (Ex x Au) with B=.244. Other interaction terms between professional efficacy and cynicism with
autonomy (Pe/Cy x Au) or burnout dimensions with relatedness and competence (Ex/Pe/Cy x Re and Ex/Pe/Cy x Co) did
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not show any sign of significance.

From the results, it may be concluded that autonomy, relatedness, and competence of basic needs satisfaction are
significant predictors for affective commitment, and autonomy as well as relatedness of basic needs satisfaction are the
significant predictors for normative commitment. However, it was found that only autonomy of basic needs satisfaction
showed a moderation effect on continuance commitment. This indicates that hypothesis 1 is partially supported for H11aii
as only autonomy moderates the relationships between exhaustion and continuance commitment.

Based on the analysis, as the exhaustion and autonomy interaction term was the only one that showed
significance, it should be reported in order to test the hypotheses and the rationalisation of the theory that was discussed
in the study (Brambor, Clark, & Golder, 2006). Also, increments of R? is another equivalent method in testing moderation,
whereby the R? changes are significantly greater than 0 (Whisman & McClelland, 2005) and the analysis has shown
changes for R2=0.045, which indicates a moderation effect on the variables.

The results of the interaction terms are illustrated in Figure 2, which shows the interaction plot on the effect of
autonomy on the relationship between exhaustion and continuance commitment. Based on the graph, the plot indicates
that a high existence of exhaustion results in an elevated level of continuance commitment in the state of high autonomy.
Since the results have shown that autonomy significantly predicted continuance commitment, but not exhaustion, this
could explain the graph of autonomy as a conditional effect where in moderator, the effect of one predictor is conditional
when the other variable is fixed at 0 (Brambor, Clark, & Golder, 2006).

Table 1. Hierarchical multiple regression of basic needs satisfaction as a moderator between burnout dimensions and
organizational commitment dimensions.

Affective Continuance Normative

Stepl Step2 Step3 Stepl Step2 Step3  Stepl Step2  Step 3
Variables B B B B B B B B B
Exhaustion -.028 -.013 -.019 .064 .073 .045 .037 .042 .035
Professional Efficacy 224% .098 077 -012 -.086 -1 197* 149 162
Cynicism -.239* -.2* -.203* -.005 .018 .019 -.16* -.145* -.138*
Moderating Variable
Autonomy 527* .537* 31 .366* 2* .207*
Interaction Term
Ex x Au .062 .244% -014
Pe x Au -.103 -.013 073
Cyx Au 013 -.076 074
R? 142 .267 276 .007 .049 .094 071 .091 .095
R2Change 142 125 .009 .007 .042 .045 .071 .02 .004
F 11.9* 19.6* 11.5*% 491 2.8* 3.1* 5.46* 5.4* 3.2*
Exhaustion -.028 .025 .037 .064 074 .065 .037 .055 .064
Professional Efficacy .224* 128 129 -.012 -.031 -.017 197 .163* .156
Cynicism -239%  -168*  -178*  -.005 .009 .028 -.16* -135%  -147*
Moderating Variable
Relatedness .675% .673* 134 .209 .239* .196*
Interaction Term
Exx Re -.081 .095 -.08
Pe x Re .035 .207 -1
CyxRe .093 -.025 .01
R? 142 327 332 .007 .014 .034 .071 .097 .106
R2 Change 142 .185 .006 .007 .007 .02 071 .026 .009
F 11.9* 26.1* 15.1* 491 .75 1.08 5.46* 5.75* 3.57*
Exhaustion -.028 -.036 -.044 .064 .063 .061 .037 .036 .048
Professional Efficacy 224% .082 .073 -012 -021 -011 197+ .189* .195%
Cynicism -239*  -.089 -.083 -.005 .004 .019 -.16* -161%  -162*
Moderating Variable
Competence .635% .643* .038 .069 .037 .018
Interaction Term
Ex x Co 044 -.054 -.051
Pe x Co -.059 167 .018
CyxCo .006 128 -.021
R2 142 .383 .387 .007 .008 .029 071 071 .078
R2 Change 142 241 .005 .007 .001 .021 071 .000 .008
F 11.9* 33.3* 19.2* 491 A11 .905 5.46* 4.14* 2.56*

* Significant at 0.05 level
Ex=Exhaustion, Pe=Professional efficacy, Cy=Cynicism Au=Autonomy Re=Relatedness Co=Competence
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Figure 2. Interaction plot of effect of autonomy on the relationship between exhaustion and continuance commitment

The results for hypothesis 2, which was to examine the moderation effect of basic needs satisfaction on work-family
conflict and organizational commitment, is shown in Table 2. Based on the affective commitment column, it was found
that although the final model was significant with the addition of interaction terms between burnout dimensions with
autonomy (R2=.239, F(5,214)=12.4, p<.05), relatedness (R?=.292, F(5,214)=17.7, p<.05) and competence (R?=.382,
F(5,214)=26.4, p<.05), the interaction terms were not significant. This indicates that autonomy, relatedness, and
competence of basic needs satisfaction did not moderate the relationships between WIF and FIW of work family conflict
and affective commitment.

The results of the normative organizational commitment column found that the additions of autonomy and
relatedness in the final model with the added interaction terms were also significant with R?=.056, F(5,214)=2.55, p<.05
and R?=.067, F(5,214)=3.06, p<.05. However, the results showed that the addition of competence as the moderating
variable did not reach statistical significance with R?=.027, F(3,216)=1.99, p>.05 and interaction term R2=.037,
F(5,214)=1.65, p>.05. Based on these results, since all of the interaction terms were not significant, this indicates that
autonomy, relatedness, and competence do not moderate the relationships between WIF and FIW of work-family conflict
with normative commitment.

Similar results appeared on the final model of continuance commitment where significance was reached after the
addition of the interaction terms between burnout dimensions with autonomy (R%=.084, F(5,214)=3.91, p<.05),
relatedness (R%=.076, F(5,214)=3.5, p<.05) and competence (R?=.054, F(5,214)=2.44, p<.05). However, only the
interaction term of WIF and relatedness (WIF x Re) was significant at B=.292 while the rest of the interaction terms did
not show any sign of statistical significance. This suggests that relatedness of basic needs satisfaction is the only factor
that moderates the relationships between WIF and continuance commitment.

Based on the results of the analysis, only the WIF and relatedness interaction term reached a significant level. This
indicates that hypothesis 2 is partially supported (H22aii) in terms of the moderation effect between burnout and
organizational commitment. In order to illustrate the results of the interaction terms, Figure 3 outlines the interaction plot
on the effect of relatedness on the relationship between WIF and continuance commitment. Based on the graph, the plot
shows that as WIF increases, continuance commitment will increase when there is a high level of relatedness. This
indicates that relatedness will moderate the effect of WIF on continuance commitment, as the commitment will continue
emerging, although one has to deal with WIF in work family conflict.

Table 2. Hierarchical multiple regression of basic needs satisfaction as a moderator between work family conflict
dimensions and organizational commitment dimensions

Affective Continuance Normative

Stepl  Step2  Step3  Stepl  Step2  Step3  Stepl  Step2  Step3
Variables B B B B B B B B B
WIF -.048 -.045 -.045 -138 -136 -137 -077 -.075 -074
FIW -16 -134 -15 .287* .299* .283* .059 .071 .064
Moderating Variable
Autonomy .606* .613* 279* .289* .285* .282*
Interaction Term
WIF x Au .062 -.059 -135
FIW x Au -.103 137 148
R? 047 231 239 .04 .078 .084 .003 .05 .056
R? Change 047 .185 .007 .04 .038 .005 .003 .046 .007
F 5.32* 21.7* 12.4* 4.55% 6.13* 3.91* .38 3.76* 2.55*
WIF -.048 -.051 -.042 -138 -138 -176 -077 -.078 -.098
FIW -.16 -.01 -.024 .287* .323* .361* .059 128 148

o000
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Moderating Variable
Relatedness .752% .768* .182 .198 .345% .351*
Interaction Term
WIF x Re -.047 .292* 152
FIW x Re .155 -.245 -139
R? 047 .285 292 .04 .054 .076 .003 .06 .067
R2 Change .047 .238 .008 .04 .014 .022 .003 .056 .007
F 5.32% 28.7* 17.7* 4.55% 4.09% 3.5* .38 4.59% 3.06*
WIF -.048 S174% - 192% -138 -16 -.188 -077 -109 -.086
FIW -.16 175* .188* .287* .347* .372* .059 .143 128
Moderating Variable
Competence .741* .765 134 .146 .186* .155
Interaction Term
WIF x Co .044 103 -.045
FIW x Co -.059 -.084 -.061
R2 .047 377 .382 .04 .051 .054 .003 .027 .037
R? Change 047 .33 .005 .04 .01 .003 .003 .023 .01
F 5.32* 43.5* 26.4* 4.55% 3.86* 2.44* .38 1.99 1.65

* Significant at 0.05 level
WIF=Work Interfering with Family, FIW=Family Interfering with Work, Au=Autonomy,Re=Relatedness, Co=Competence
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Figure 3. Interaction plot of the effect of relatedness on the relationship between WIF and continuance commitment
5. Discussion and Conclusion

The focus of this study was to investigate the effects of the basic needs satisfaction dimensions (autonomy, competence
and relatedness) as the moderating factor between burnout (exhaustion, professional efficacy and cynicism), work-family
conflict (work interfering with family (WIF) and family interfering with work (FIW)), and organizational commitment
(affective, continuance and normative).

The results on moderation using hierarchical regression analysis found that autonomy moderates the relationships
between exhaustion and continuance commitment, while relatedness moderates the relationships between WIF and
continuance commitment. As for the purpose of this study, it was found that only autonomy and relatedness acted as a
moderator compared to previous research that found all three basic psychological needs (autonomy, competence and
relatedness) moderating the relationships between subjective norms and intention (Harris & Hagger, 2007). On the other
hand, other researchers specifically used different instruments of motivation, such as self-determination in work
motivation (Fernet, Guay, & Seneccal, 2004), job resources (Faisal, Rosman, & Anwar, 2014), and work motivation
(Fernet, Gagne, & Austin, 2010).

The finding that autonomy moderates the relationships between exhaustion and continuance commitment had
similar results in Plana, Fabregat, and Gassio (2003) who found that rather than trying to escape from exhaustion, it was
more rewarding to utilize individual resources and skills in order to boost personal or organizational accomplishments
such as autonomy. When employees’ needs at work are satisfied, they become more committed to the organization and
improve in productivity (Akinyele, 2007; Bakker, Demerouti, Boer, & Schaufeli, 2003). According to Nasrin's (2010)
findings, need satisfaction at work is related to work motivation and job performance; thus, autonomy is needed to
support their effort to promote positive-work-related outcomes.

Concerning the finding that relatedness moderates the relationship between WIF and continuance commitment, it
was found in a study by Glebocka and Losowska (2007) that families, power, and prestige are the most important
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resources, while Bakker, Demerouti, Boer and Schaufeli (2003) state that social support is strongly correlated with
relatedness satisfaction. Social support from team members or quality relationships and job characteristics were the
motivation factors for employees to continue working with the organization while remaining committed (Norzihan, Ferlis, &
Beddu, 2008; Fernet, Gagne, & Austin, 2010).

The framework of the COR theory model can provide understanding of a situation where autonomy, exhaustion
and continuance commitment occur. Work demands can lead to exhaustion (as it was a predictor of burnout), while
commitment may be predicted from job resources (Bakker, Demerouti, Boer, & Schaufeli, 2003). The presence of
exhaustion in the process of work demands leads to loss in resources. The lost resources need to be replaced by other
available resources in order to prevent further loss. The continuance commitment, which should be nurtured during
employment, could be used as an available resource to induce exhaustion. However, this depends on the degree of
continuance commitment. For example, if the skilllknowledge invested in the organization does not help to manage
exhaustion wisely, this could lead to further setbacks. At this point, the function of the autonomy motivation factor, such
as having the power in decision-making, may be utilized in the investment of resources to adapt to a resource loss
situation. Having a say in work such as the authority to delegate tasks to subordinates may reduce exhaustion and help
to prevent continuance commitment from being diminished.

As for relatedness, it was found to moderate the relationships between WIF and continuance commitment. This is
in accordance with COR theory as when there is conflict in balancing between work and family life, it triggers a loss in
resources, as it is doubtful that employees can perform the job successfully (Grandey & Cropanzano, 1999). This
includes extensive working hours that result in employees spending more time at work rather than at home. The
sacrifices of time spent on juggling work and family matters could affect continuance commitment if the employee feels
that leaving the organization will be of greater benefit, specifically the assurance of more family hours. However, when
the relatedness functions as a motivation factor - such as having supportive team members who take turns to work extra
hours - this can reduce the conflict of WIF and maintain or reduce the loss of continuance commitment.

There are several limitations of this study which need to be explored in the future. Firstly, this study only focuses
on one group category, which is the administrative/professional group in a public sector setting. Thus, the findings cannot
be generalised to other work categories or sectors that do not deal with providing and delivering services to the public.
This study did not explore the potential causes or factors of burnout and work-family conflicts faced by the respondents.

For future research purposes, investigation on the cause of burnout and work-family conflict is needed to
understand the environment that could lead to intensification of stressors. It would be advantageous to study other
potential stress factors at the work place, as there are many potential stressors in the work environment that could affect
employees’ commitment towards their organization. It is also suggested that respondents from other work groups be
incorporated, such as support groups or private based companies, since they have different work tasks and
environments.

Basic needs satisfaction at work is a vital motivation factor in obtaining high commitment from the employees,
which may be evidenced by their performance. It can also heighten employees’ commitment towards their organizations
since needs satisfaction is an innate motivation that can affect optimal psychological functioning and determination at
work. However, employees are vulnerable to obstacles and stressors at the workplace caused by burnout and conflicts in
balancing between work and family life. For those reasons and in line with the purpose of this study, it is important to
acknowledge the capacity of basic needs satisfaction at work, as it has been proven to have an effect on organizational
commitment, despite the strain of burnout and work-family conflict issues.
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