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Abstract 
Work-family conflict is a serious issue for both employees and organizations. It 
leads to multiple consequences at both levels. Work-family conflict causes 
employees to develop negative attitudes toward work due to an unbalanced life 
between their job and family. Job satisfaction is one of these attitudes and work-
family conflict leads to unsatisfied individuals. On the organizational side, such 
conflict may result in lower organizational performance and success because of 
unsatisfied employees. In this context, manager support can serve as a beneficial 
resource for alleviating the influence of work-family conflict on employees. 
Therefore, the present study aimed to examine the impact of work-family conflict 
on employee satisfaction considering the mediating role of manager support. The 
study data was collected using questionnaires. The results of the study 
demonstrated that work-family conflict has an effect on job satisfaction and such 
effect was reduced by manager support. 
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INTRODUCTION  

The work and family relationship has been an important research field due to the changes in the 
workplace and employee demographics. This has led researchers to focus on work-family conflict in the 
last few years, resulting in theoretical models, empirical studies and work-family activities sponsored by 
organizations. Such advance in research on work-family conflict is mainly based on the attempts of 
organizations to help their employees to achieve a balanced work-family life. 
Work-family conflicts are a common and significant issue for employees, which also have an influence on 
employees' families and organizations. Work-family conflict is believed to have great importance 
specifically in the business life of modern era (Burke & El-Kot, 2010; Grandey et al., 2005). 
The factors related to work have an impact on the family life and vice versa (Trachtenberg et al., 2009). As 
suggested by Greenhaus and Beutell (1985), work-family conflict results from the inconsistency of 
demands related to the work and family roles. According to Greenhaus et al. (2006), there are 
expectations associated with a particular role, and such expectations cause individual to fail to fulfil the 
other role's requirements, causing that a weak performance of that role and thereby, leading to work-
family conflict. 
Recent studies are increasingly interested in this issue, expressing that individuals experience conflict 
between their roles related to the family and work domains, which is referred to as work-family conflict. 
Such studies have been mostly conducted in the Western countries and the respective theories are often 
about the evident relationship between work-family conflict and work demands such as heavy workload 
and working long hours (Spector et al., 2007, Boyar et al., 2008; Kim et al., 2005). Work demands are 
measured by working hours, and it is probably the most consistent factor used to predict the work-family 
conflict (Batt & Valcour, 2003; Berg et al., 2003; Kossek et al., 2006). Therefore, work and family domains 
should be balanced in order to satisfy the demands in both domains in an effective way, and to reach and 
utilize the resources required in this matter (Bass et al., 2008). 
Work-family conflict can be reduced by manager support since a supportive environment has a 
significant impact on employee satisfaction both at work and in family (Thompson et al., 1999). On the 
other hand, based on the role theory, there is a negative relationship between work-family conflict and 
job satisfaction, referring to a reduction in job satisfaction when there is an increased conflict (Kahn et al., 
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1964). As well, the classic models of job satisfaction, such as the model of March and Simon (1958), 
express the effect of agreement between work roles and other significant life roles on job satisfaction. 
Based on this theoretical background, the present study aims to investigate the impact of work-family 
conflict on job satisfaction and the mediating effect of manager support on this relationship. 
 
WORK-FAMILY CONFLICT 
In a general sense, work-family conflict (WFC) is regarded as a multi-dimensional and complicated 
construct. The concept of work-family conflict has a bidirectional nature as from work to family and from 
family to work, several types based on time, strain and behavior, and it is peculiar to several roles in life 
including the roles of spouse, parent, care of elderly and recreation. Work-family conflict is a result of 
interference of work demands with familial responsibilities, whereas family-work conflict (FWC) occurs 
when work activities are prevented by familial responsibilities. The present study discusses only the 
conflict from work to family. The work-life fit refers to the employees' perceived balance between work 
and personal life, sense of assurance during the work and the flexibility to care for both work and familial 
responsibilities. Thus, a balance between work and family refers to a fit between personal and work lives. 
Kahn et al. (1964) used the role theory to explain the notion of work-family conflict. The authors 
suggested that the behavioral expectation of other people for an individual is the most significant 
determinant of his/her behavior. According to the role theory, the expectation for an individual's each 
different role can lead to inter-role conflict due to the pressure felt by that individual to meet all 
expectations related to his/her roles at work and in family. Based on this theory, Kahn et al. (1964) 
described work-family conflict as a kind of inter-role conflict including reciprocally inconsistent pressures 
related to the role in work and family domains. This inconsistency is derived from the increased difficulty 
experienced in attending to the work role because of attending to the familial role and vice versa. 
Although such attendance to multiple roles has a negative effect, an individual can be engaged in 
multiple roles and manage a balance between work and family by keeping conflicting identities related to 
those multiple roles separated or having coherent personal values over such identities, as proposed by 
the social identity theory (Lobel, 1991). 
From this perspective, the organizational culture is a significant factor determining the general attitudes 
of employees toward their organization (Thompson et al., 1999). Smith (2005) found that employees 
perceiving greater organizational support toward such balance between their work and personal life 
were inclined to maintain their jobs in the child welfare sector. It is more likely for employees working in 
a more supportive organization with a work-family culture to take advantage of work-family benefits 
than those working in a less supportive organization with a work-family culture (Thompson et al., 1999). 
In this sense, a supportive work-family culture is an organizational environment helping employees 
achieve a balance between work and family, and has a great influence on family satisfaction, job 
satisfaction and commitment to organization, thereby minimizing work-family conflict (Gordon et al., 
2007; Mesmer-Magnus & Viswesvaran, 2005; Thompson et al., 1999). Organizational support, also called 
manager support, leads to decreased work-family conflict, especially for the employees working long 
hours (Fox & Dwyer, 1999). Therefore, employees working in an organization with more work-family 
benefits would have greater attachment to their organizations and feel less work-family conflict 
compared to those working in an organization providing less work-family benefits (Thompson et al., 
1999). 
Prior research demonstrates that work-family conflict results in negative outcomes at both individual and 
organizational levels. Empirical studies have established that work-family conflict is positively correlated 
with the outcomes on individuals such as alcohol use, consumption, depression and physical issues 
(Warner & Hausdorf, 2009; Ballout, 2008; Wilson et al., 2007). Besides employees and their close circle, 
work-family conflict is also related with several organizational outcomes such as dissatisfaction at work, 
reduced performance, commitment to organization, increased rates of turnover and irregularity in 
attendance to work (Willis et al., 2008; Kim et al., 2005).  
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In collectivist cultures, the family factor is still important and influential in society, and individuals 
consider themselves a constituent of the family (Bakan et al., 2004). In the literature, there are multiple 
studies investigating how work-family conflict is related with job satisfaction in individualistic cultures 
(Behan & Drobnic, 2010; Carlson et al., 2010; Lourel et al., 2009; Carly et al., 2002); however, the research 
on collectivist cultures is relatively scarce (Baral & Bhargava 2010; Ergeneli et al., 2009; Hassan et al., 
2010).  
Therefore, the first hypothesis of the present study is developed as follows: 

 
Hypothesis 1. Work-family conflict has a negative effect on job satisfaction. 
 
JOB SATISFACTION 

Job satisfaction is the combination of individuals’ positive and negative feelings for their job (Robbins, 
2005). According to Lu et al. (2055), job satisfaction is a “global feeling about the job” or the cumulative 
attitudes that are related with each other regarding various aspects of the job. Satisfaction has been 
measured using single items in many studies; however, the job satisfaction theory of Herzberg (1966) 
proposes two basic need categories as intrinsic (drivers) and extrinsic (work-related), which is stronger on 
conceptual basis. In this regard, Warr et al. (1979) states that job satisfaction is the degree of an 
individual's satisfaction with the intrinsic (the job) and extrinsic (work environment) factors. 
Job satisfaction is a significant employee attitude, which is an established and essential construct, 
involving intellectual, emotional and behavioral facets of individuals' work and personal lives. Job 
satisfaction has consequences at both individual and organizational levels (Judge & Klinger, 2007). A 
lower level of satisfaction is predictive of work-related negative attitudes and behaviors such as 
decreased efficiency and absenteeism (Spector, 1997). 
Since organizations involve people, satisfaction of these individuals with their job can determine the 
organizational performance and success (Riaz & Ramay, 2010). Organizations try to achieve their goals 
mostly depending on their employees' satisfaction (Rao & Malik, 2012). Job satisfaction drives employees 
to develop positive attitudes toward their job and organization, while job dissatisfaction leads to negative 
attitudes (Khalid et al., 2012). It is known that a satisfied employee is always a beneficial employee, 
whereas dissatisfaction makes an employee become an organizational liability (Abbas et al., 2013). 
Satisfaction is regarded as one of the most complicated aspects by the modern day supervisors, which 
they have to deal with during their management. Satisfaction and dissatisfaction can be predicted by the 
job characteristics and work values of employees besides many other factors. Nevertheless, work-family 
conflict has gained increasing attention of business professionals and investigators since it is now highly 
common among employees (Bond et al., 1997; Grandey et al., 2005).  
Prior research demonstrated an inverse correlation between work-family conflict and job satisfaction 
(Bruck et al., 2002; Parasuraman & Simmers, 2001). Job satisfaction is expected to decrease with the 
increased work-family conflict according to the role theory (Frone et al., 1992; Kopelman et al., 1983). 
Such negative relationship is reported in multiple studies (Adams et al., 1996; Carlson et al., 2000; 
Netemeyer et al., 1996; Perrewe et al., 1999). A cross-cultural study by Aryee (1992) investigated the 
precursors and consequences of work-family conflict among female employees in Singapore. The author 
found a negative correlation between work-family conflict and job satisfaction. Noor (2004) studied work-
family conflict among female employees in Malaysia and concluded that work-family conflict was 
significantly and negatively related with job satisfaction. Likewise, the cross-national study by Netemeyer 
et al. (2004) analyzed the work outcomes of this conflict. The sample of their study included employees 
from Puerto Rico, Romania and America. They reached a negative relationship between work-family 
conflict and job satisfaction. Finally, Calvo-Salguero et al. (2012) also reported a negative correlation 
between work-family conflict and job satisfaction in their study including employees from Spanish public 
institutions.  
 
MANAGER SUPPORT 
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Several scholars express that formal policies on family support are not enough alone to minimize the 
demands related to work and family since such policies are based on the informal judgment of the 
managers (Hammer et al., 2009). Broadly speaking, informal manager support has been described as a 
major determinant in minimizing work-family conflict (Allen, 2001; Behson, 2002).  
The support of a manager along with empathy and understanding toward an employee’s familial 
responsibilities leads to enhanced cognitive resources of that employee to manage the stress and thereby, 
decreases the potential conflict with demands at work (Bakker & Demerouti, 2007). Kossek et al. (2011) 
states that “supervisory work–family support is likely to be a more psychologically and functionally 
useful resource to manage work–family stressors, such as time, strain, or behavior-based conflicts … than 
general workplace social support” (p. 294). 
Manager support may be conceptualized as the appreciation and attention of supervisors about 
employees’ contribution and well-being (Eisenberger et al., 2002; Kottke & Sharafinski, 1988). From the 
social exchange theory framework, the gestures of good will be corresponded in the future (Blau, 1964; 
Homans, 1961). Accordingly, an employee who is treated well by his or her organization will probably 
correspond with more positive attitudes toward that organization (Meyer & Allen, 1991). This is because 
managers are some kind of representatives of an organization and manager support should lead to 
positive organizational attitudes in a general sense (Levinson, 1965). 
Manager support lightens work-family conflict and family-work conflict of employees (O’Driscoll et al., 
2003) and improves job satisfaction (Sergeant & Frenkel, 2000). On the other hand, work-family conflict or 
family-work conflict has a destructive impact on work-related employee outcomes such as performance 
and job satisfaction (Eby et al., 2005; Netemeyer et al., 2004; O’Driscoll et al., 2004). 
Empirical studies have demonstrated that there is a negative relationship between manager support and 
work-family conflict (Kossek et al., 2011; Lapierre & Allen, 2006). The studies by Allen (2001) and 
Thompson et al. (1999) demonstrated the inspiring power of manager support on employees to exploit 
family-friendly benefits with no fear of penalty. As a result, an environment friendly to the family is 
generated and employees believe that participation in familial responsibilities does not indicate a loss of 
work resource, even minimizes work-family conflict issues in such environment (Kossek et al., 2001; 
Lobel & Kossek, 1996). Such argument was supported by Behson (2005) who presented a more concrete 
evidence that informal support (manager support) has a more significantly predictive value compared to 
formal support (organizational activities) for work-family conflict, job satisfaction and work stress. 
Research also provides a strong evidence that specifically manager support has an alleviating effect on 
the relationship between job stressors and job strain (Cohen & Willis, 1985; Viswesvaran et al., 1999). 
Managers can influence the satisfaction levels of employees. According to Erdogan and Enders (2007), 
employees are likely to have greater job satisfaction when they feel that their manager really cares about 
their work-family balance, resulting in a positive attitude toward their manager and job. Prior research 
has demonstrated that employee satisfaction can be significantly predicted by the manager support for 
work-family balance (Parasuraman & Alluto, 1984; Baral & Bhargava, 2010; Straub, 2010). Netemeyer et 
al. (1996) showed that work-family conflict had a negative relationship with job satisfaction. The study by 
Bragger et al. (2005) reported that job satisfaction was negatively affected by increased pressures at work 
and in family. Likewise, the study by Mauno et al. (2012) found that manager support for work-family 
balance had a positive relationship with job satisfaction regardless of occupation and gender. 
Considering the additional resources employees gain by manager support to manage adverse influence of 
high workloads, we propose that supportive managers reduce work-family conflict and enhance job 
satisfaction. Therefore, the second and the third hypotheses of the present study are formulated as 
follows: 
 
Hypothesis 2: There is a positive relationship between manager support and job satisfaction. 
Hypothesis 3: There is a negative relationship between manager support and work-family conflict. 
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METHODOLOGY 
Research Goal 

This study aims to determine the impact of work-family conflict on job satisfaction and the mediating 
effect of manager support. According to the model developed for this purpose, it is assumed that work-
family conflict has an effect on job satisfaction, and this effect is reduced partially or fully by manager 
support. 

  
Participants and Procedure 
A sample of 284 participants working in the service industry was selected by convenience sampling. Of 
the participants, 68.4% were female and 31.6% were male, and 52.7% were married and 47.3% were single 
individuals. Mean age was 35.4 years (SD=10.8). Study data were collected using a set of questionnaires 
consisting of 34 items in total. 125 questionnaires were completed online and 159 offline. Questionnaires 
were collected over a period of 4 weeks. 
 
Measures 
Work-family conflict was measured using the multi-dimensional scale developed by Carlson et al. (2000). 
It consists of 9 items for work-to-family conflict. Three items each measures different dimensions of work-
family conflict: time-based WFC (e.g. “The time I must devote to my job keeps me from participating 
equally in household responsibilities and activities”), strain-based WFC (e.g. “Due to stress at home, I am 
often preoccupied with family matters at work”) and behavior-based WFC (e.g. “Behavior that is effective 
and necessary for me at home would be counterproductive at work”). Each item is measured on a 5-point 
Likert type scale, ranging from 1 (“strongly disagree”) to 5 (“strongly agree”). The Cronbach’s alpha of 
the scale was 0.89. 
Job satisfaction was measured using the 20-item Minnesota Job Satisfaction Questionnaire developed by 
Weiss et al. (1967). The items were measured on a 5-point Likert type scale with 1 (“not satisfied”), 2 
(“somewhat satisfied”), 3 (“satisfied”), 4 (“very satisfied”) and 5 (“extremely satisfied”). This scale 
measures a general job satisfaction with intrinsic (e.g. “Being able to keep busy all the time”) and extrinsic 
satisfaction (e.g. “The way my boss handles his/her workers”). The Cronbach’s alpha of the scale was 
0.70. 
Manager support was measured using the Job Content Questionnaire (JCQ) developed by Karasek et al. 
(1998). The 5-item subscale measuring psychological demands was used in this study (e.g. “My 
supervisor pays attention to what I am saying”). The items were measured on a 5-point Likert type scale, 
ranging from 1 (“strongly disagree”) to 5 (“strongly agree”). The Cronbach’s alpha of the scale was 0.72. 
 
Research Model 
Based on the research model created according to the research hypotheses, work-family conflict has a 
direct effect on job satisfaction, whereas it has an indirect effect through manager support (Figure 1). 

 
Figure 1. Proposed model concerning the mediating role of manager support in the relationship 

between work family conflict and job satisfaction 
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STATISTICAL ANALYSES   

This part of the research included reliability analyses and exploratory factor analyses of the job 
satisfaction, work-family conflict and manager support scales, and was followed by the research model 
testing via structural equation model. The adequacy of the research model was evaluated through the 
following goodness of fit indices: 

 RMSEA (Root Mean Squar Error of Approximation) which should be below 0.05 for a good fit, 

 GFI (Goodness of Fit Index) which shows the amount of variances and covariances explained by 
the model and should be greater than 0.90 for an adequated fit of the model, 

 AGFI (Adjusted Goodness of Fit Index) should be greater than 0.90, 

 CFI (Comparative Fit Index) also should be greater than 0.90. 
 
SEM were undertaken by AMOS 16.0 (Arbuckle 2007). 
 
Results 
The reliability analysis of the items in the job satisfaction scale produced a Cronbach's Alpha coefficient 
of 0.89. The adequacy of the data for the factor analysis was determined by examining the KMO value, 
which was found 0.90. The result of Bartlett’s test of sphericity (1675.693, df=120, p=0.000) was also found 
significant. When explanatory factor analysis was applied to the 20-item scale, 16 items (except 4 items) 
were collected under 4 factors and the total variance was 0.61, which is a good explanatoriness level for 
social sciences (Table 1). The first factor, according to the items collected under it, was named the Statue 
factor with a total explanatoriness share of 20.2%, the second factor was named Management with a total 
explanatoriness share of 14.4%, the third factor was named Dynamism with a total explanatoriness share 
of 13.4% and the fourth factor was named Materiality with a total explanatoriness share of 13.1%. 
The reliability analysis of the items in the work-family conflict scale produced a Cronbach's Alpha 
coefficient of 0.89. The KMO value of the scale was 0.87, which indicates that the data is adequate for the 
factor analysis. The result of Bartlett’s test of sphericity (Chi-Square=1395.268, df=28, p=0.000) was also 
found significant.   When explanatory factor analysis was applied, 8 items were collected under 2 factors 
and the total variance was 0.73, which is a good explanatoriness level for social sciences.  The first factor, 
according to the items collected under it, was named the Time factor with a total explanatoriness share of 
40%, and the second factor was named Behavior with a total explanatoriness share of 33%.  
In the reliability analysis of the items in the manager support scale, one item was removed from the scale 
and the Cronbach's Alpha coefficient was found 0.90. The KMO value of the scale was 0.83, which 
indicates that the data is adequate for the factor analysis. The result of Bartlett’s test of sphericity (Chi-
Square=702.724, df=6, p=0.000) was also significant. When explanatory factor analysis was applied, 4 
items were collected under a single factor and the total variance was 0.76, which is a good 
explanatoriness level for social sciences. The factor, according to the items collected under it, was named 
the Manager Support factor.      
 
Test of the Structural Model 

According to Baron and Kenny’s method (BKM), a four-step approach is needed to support a mediation 
condition. First, there should be a statistically significant association between independent and 
dependent variables (Work family conflict and job satisfaction). Second, the independent variable should 
be correlated significantly with the mediator variable(s) (Work family conflict and manager support). 
Third, the mediator variable(s) should have a statistically significant association with the dependent 
variable(s). Finally, full mediation is considered to exist if the statistically significant correlation between 
the independent variable (work family conflict) and the dependent variable (job satisfaction) becomes 
non-significant when the mediator variable(s) (manager support) is/are included in the equation.  
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The goodness of fit indices for the model created for testing the hypothesis H1 that assumes a negative 

effect of work-family conflict on job satisfaction were found as follows: 2(237, N = 284) = 341.650; p<.05; 
GFI = 0.91; AGFI= 0.88; CFI = 0.97; RMSEA = 0.04. The hypothesis H1 was affirmed. 
The goodness of fit indices for the model created for testing the hypothesis H2 that assumes a positive 

relationship between manager support and job satisfaction were found as follows: 2(159, N = 284) = 
267,292; p<.05; GFI = 0.92; AGFI= 0.89; CFI = 0.96; RMSEA = 0,049. The hypothesis H2 was affirmed. 
The goodness of fit indices for the model created for testing the hypothesis H3 that assumes a negative 

relationship between manager support and job satisfaction were found as follows: 2(47 , N = 284) = 
72.249; p<.05; GFI = 0.96; AGFI= 0.94; CFI = 0.99; RMSEA = 0.044. The hypothesis H3 was affirmed. 
The proposed model (Figure 1) was tested and yielded an acceptable fit to data as indicated by the 

following goodness of fit statistics: 2(332, N = 284) = 505.08; p<.05; GFI = 0.89; AGFI= 0.86; CFI = 0.96; 
RMSEA = 0.043. 
Based on the analyses, all of the research hypotheses were affirmed at a reliability level of .05. The 
research result indicates that manager support is a partially mediating variable between work-family 
conflict and job satisfaction. The mediating variable manager support reduces the negative relationship 
between work-family conflict and job satisfaction.  
Figure 2 demonstrated that the job dynamism is the factor with the greatest effect on job satisfaction, 
which is followed by management, statue and materiality factors. For job dynamism, the prominent 
drivers are decision implementation and lone-working opportunity. For the factor management, the most 
important driver is the employees' freedom to implement their own decisions as provided by the 
manager, which was followed by appreciation. For the factor statue, the prominent drivers are the feeling 
of accomplishment acquired from the job, the feeling of being someone in the community and the feeling 
of working in a job compatible with one's abilities. For the factor materiality, the most prominent drivers 
are working conditions and promotion opportunities, whereas the least important driver is the amount of 
pay. 
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Figure 2. Standardized parameter estimates for the final structural model. 

 
* The numbers in parentheses refer to the coefficients for the direct paths when the mediator is not 
included in the model.  
**p<.05   
 
The most important factor causing work-family conflict is the factor behavior, and this factor is most 
affected by stress. The second factor causing work-family conflict is the time problem, and employees 
experience difficulties in participating in family activities due to workload. For manager support, the 
most prominent factor is the support provided to the employees by the manager in relation to the job. 
This is followed by the concern for the employees, importance placed on teamwork and attention paid to 
the employees. 
 
DISCUSSION 
The present study investigated the impact of work-family conflict on job satisfaction and the mediating 
effect of manager support on this relationship. Results showed that work-family conflict has a negative 
impact on job satisfaction and manager support decreases this effect, referring to a mediating role. In this 
regard, this study contributes to the management literature regarding the importance of manager support 
for organizations. 
The conflicts employees experience between their professional and familial domains are referred to as 
work-family conflict (Greenhaus & Beutell, 1985). This inter-role conflict is associated with multiple 
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consequences at professional, familial and organizational levels. It has been suggested that manager 
support helps to minimize work-family conflict and role ambiguity, leading to decreased work-family 
conflict and increased job satisfaction (Carlson & Perrewe, 1999). In this regard, the results of the present 
study demonstrated that the employees are experiencing an imbalanced life between work and family, 
which is reduced in the presence of support from their managers. Therefore, this study may be beneficial 
for organizations to develop and implement practices that would help their employees to minimize work-
family imbalance and reach a work-life fit. 
Manager support is an important type of support that can grant employees socio-emotional resources to 
cope with the demands at work. It alleviates employees’ work-family conflict (O’Driscoll et al., 2003) and 
also leads to enhanced employee satisfaction (Sergeant & Frenkel, 2000). Job satisfaction, in turn, is a very 
significant employee attitude, which constitutes the basis of organizational success. In this context, the 
present study showed that university employees have higher levels of satisfaction and lower levels of 
conflict between their work and family when they receive support from their supervisors. Therefore, this 
study contributes to the existing body of literature on organizational management by demonstrating the 
significance of workplace support. 
Finally, the most important contribution of the present study is to the work-family research on collectivist 
cultures since there are a very limited number of studies in this regard. Individualistic and collectivist 
cultures are generally associated with different influences on work-family domains and individual 
attitudes toward job. The findings of this study are in agreement with Spector’s (2007) theory that work-
family conflict has a greater impact on job satisfaction in collectivist cultures compared to individualist 
cultures. Thus, this study can advance the dynamics of work-family conflict in a collectivist culture as 
well as the variation in employee satisfaction.  

 
PRACTICAL IMPLICATIONS 
Since a supportive organizational environment would minimize work-family conflict and improve job 
satisfaction, organizations may consider providing their employees with flexible work schedules and 
family-oriented activities in order to help them to manage a balance between their work and personal 
lives. This would also have an additive effect on employee satisfaction and result in greater 
organizational success through satisfied employees. In a similar vein, organizations may invest in 
training programs or workshops on time management and effective scheduling for alleviating the 
employees’ stress related to work. Providing regular psychological support can be also beneficial to 
employees for learning how to deal with work and family problems. 
Organizations should create an environment where employees can easily bring up their familial problems 
without hesitation. Furthermore, managers should be specifically attentive about heavy workload, long 
working hours, excessive stress and unnecessary shifts in working positions, which are known as 
predictors of work-family conflict. 
 
STUDY LIMITATIONS AND FUTURE RESEARCH 

The present study has limitations that may provide research topics for future research. The first one is the 
generalization of the study findings. A larger sample size would produce more global results. Second, the 
data of this study were collected using self-reported questionnaires, meaning that only the views of the 
employees were included in the study. Future research may include the views of managers to analyze the 
viewpoint of supervisors. As well, spousal or familial support may be investigated by comparing it with 
workplace support.  
In the cultural context, this study was conducted in a collectivist country. It is well known that 
individualist and collectivist cultures have different structures and impacts on individuals. Therefore, 
future research may advance this cultural viewpoint and compare the findings, which would provide a 
great contribution to the available literature. Furthermore, the impact of gender may be studied to reveal 
its impact on work-family conflict in collectivist cultures. 
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This study examined only job satisfaction as a variable for organizational outcomes. Future studies can 
include other organizational variables such as organizational commitment and organizational 
performance, or individual variables such as self-efficacy and well-being.  
 
REFERENCES 

Abbas, A., Mudassar, M., Gul, A., & Madni, A. (2013). Factors contributing to job satisfaction for workers 
in Pakistani organization, International Journal of Academic Research in Business and Social 
Sciences, 3 (1): 525-544. 

Adams GA, King LA, King DW (1996). Relationships of job and family involvement, family social 
support, and work-family conflict with job and life satisfaction. J. Appl. Psychol. 81: 411-420. 

Allen, T. D. (2001). Family-supportive work environments: the role of organizational perceptions. Journal 
of Vocational Behavior, 58(3), 414-35. 

Aryee, S. (1992). Antecedents and outcomes of work-family conflict among married professional women: 
evidence from Singapore. Human Relations, 45, 813-838. 

Bakan, İ., Büyükbeşe, T., & Bedestenci, Ç. (2004). Örgüt Kültürü (Organizational Culture). İstanbul: 
Aktüel Yayınları. 

Bakker, A.B., & Demerouti, E. (2007). The job demands–resources model: State of the art. Journal of 
Managerial Psychology, 22(3), 309–328. 

Ballout, I. H. (2008). Work-family conflict and career success: The effects of domain-specific determinants. 
Journal of Management Development, 27(5), 437-466. 

Baral, R., & Bhargava S. (2010). Work-family enrichment as a mediator between organizational 
interventions for work-life balance and job outcomes. Journal of Managerial Psychology, 25(3), 
274-300. 

Bass, L., B., Butler, B. A., Grzywacz, G, J. and Linney D. K. (2008). Work-family conflict and job 
satisfaction: family resources as a buffer. Journal of Family and Consumer Sciences, 10(1), 24-30. 

Batt, R. and Valcour, M. (2003). Human Resources Practices as Predictors of Work-Family Outcomes and 
Employee Turnover. Industrial Relations. 42:189–220. 

Behan, B., & Drobnic, S. (2010). Satisfaction with work-family balance among German Office workers. 
Journal of Managerial Psychology, 25(6), 669-689. 

Behson, S.J. (2002). Which dominates? The relative importance of work–family organizational support 
and general organizational context on Behson, S.J. (2005). The relative contribution of formal 
and informal organizational work–family support. Journal of Vocational Behavior, 66(3), 487–
500. 

employee outcomes. Journal of Vocational Behavior, 61(1), 53–72. 
Berg, P., Kalleberg, A.L., and Appelbaum, E. (2003). Balancing Work and Family: The Role of High-

Commitment Environments. Industrial Relations. 42:168–88. 
Blau, P. M. (1964). Exchange and power in social life. New York: Wiley. 
Bond JT, Galinsky E, Swanberg JE (1997). The 1997 National Study of the Changing Workforce, Vol. 2. 

New York: Families and Work Institute. 
Boyar, S.L., Maertz, Jr.C.P., Mosley, Jr.C.D., and Carr, C.J. (2008). The impact of work/family demand on 

work-family conflict. Journal of Managerial Psychology, 23(3), 215-235. 
Bragger, J., Rodriguez-Srednicki, O., Kutcher, E., Indovino, L., & Rosner, E. (2005). Workfamily conflict, 

work-family culture, and organizational citizenship behavior among teachers. Journal of Business 
and Psychology, 20(2), 303-324. 

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

Burke, R.J, and El-Kot, E.G. (2010). Correlates of work-family conflicts among managers in Egypt. 
International Journal of Islamic and Middle Eastern Finance and Management, 3(2), 113-131. 



                Business Management Dynamics  

Vol.5, No.6, Dec 2015, pp.13-25 

   

©Society for Business and Management Dynamics 

Calvo-Salguero, A., Carrasco-Gonzalez, AM. and Maria, J. (2010), ‘Relationship between Work-Family 
Conflict and Job Satisfaction: The Moderating Effect of Gender and The Salience of Family and 
Work Roles,’ African Journal of Business Management, 4 (7), 1247-1259. 

Carlson, D.S., and Perrewé, P.L. (1999). The role of social support in the stressor-strain relationship: An 
examination of work-family conflict. Journal of Management, 25: 513-540. 

Carlson DS, Kacmar, KM, Williams LJ (2000). Construction and validation of a multidimensional measure 
of work-family conflict. J. Vocat. Behav. 56: 249-276. 

Carlson, D.S., Grzywacz, J.G., & Kacmar, K.M. (2010). The relationship of Schedule flexibility and 
outcomes via the work-family interface. Journal of Managerial Psychology, 25(4), 330-355. 

Carly, B.S., Allen, T.D., & Spector P.E. (2002). The relation between work-family conflict and job 
satisfaction: A finer grained analysis. Journal of Vocational Behaviour, 60(3), 336-353. 

Casey, J.C. & Chase, P. (2004). Creating a culture of flexibility: What it is, why it matters, how to make it 
work. Executive Briefing Series. Boston College Center for Work & Family. Retrieved February 
13, 2006, from http://www.bc.edu/cwf. 

Cohen, S., & Wills, T.A. (1985). Stress, social support, and the buffering hypothesis. Psychological 
Bulletin, 98(2), 310–357. 

Eby, L.T., Casper, W.J., Lockwood, A., Bordeaux, C., & Brinley, A. (2005). Work and family research in 
IO/OB: Content analysis and review of the literature (1980–2002). Journal of Vocational 
Behavior, 66(1), 124–197. 

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., & Rhoades, L. (2002). Perceived 
supervisor support: Contributions to perceived organizational support and employee retention. 
The Journal of Applied Psychology, 87, 565–573. 

Erdogan, B., & Enders, J. (2007). Support from the top: Supervisors' perceived organizational support as a 
moderator of leader-member exchange to satisfaction and performance relationships. Journal of 
Applied Psychology, 92(2), 321-330. 

Ergeneli, A., Ilsev, A., & Karapınar, B. (2009). Work Family Conflict and Job Satisfaction Relationship: The 
Roles of Gender and Interpretive Habits. Gender, Work and Organization, 1-17. 

Fox, M., & Dwyer, D. (1999). An investigation of the effects of time and involvement in the relationship 
between stressors and work-family conflict. Journal of Occupational Health Psychology, 4, 164-
174. 

Frone, M. R., Russell, M., & Cooper, M. L. (1992). Antecedents and outcomes of work-family conflict: 
Testing a model of the work-family interface. Journal of Applied Psychology, 77(1), 65-78. 

Gordon, J.R., Whelan-Berry, K.S., & Hamilton, E.A. (2007). The relationship amongwork-family conflict 
and enhancement, organizational work-family culture and work outcomes for olderworking 
women, Journal of Occupational Health Psychology, 12(4), 350-364. 

Grandey, A.A., Cordeino, L.B., and Crouter, C.A. (2005). A longitudinal and multi-source test of the 
work-family conflict and job satisfaction relationship. Journal of Occupational and 
Organizational Psychology, 78, 305-323. 

Greenhaus, J.H., & Beutell, N.J. (1985). Sources of conflict between work and family roles. Academy of 
Management Review, 10(1), 76–88.  

Greenhaus, H.J., Tammy, D.A., and Spector, P.E. (2006). Health consequences of work-family: the dark 
side of the work-family interface. Research in Occopational Stress and Well-Being, 5, 61-98. 

Hammer, L.B., Kossek, E.E., Yragui, N.L., Bodner, T.E., & Hanson, G.C. (2009). Development and 
validation of a multidimensional measure of family supportive supervisor behaviors (FSSB). 
Journal of Management, 35(4), 837–856. 

Hassan, Z., Dollard, F.M., & Winefield, A.H. (2010). Work-family conflict in East vs. Western Countries. 
Cross Cultural Management: An International Journal, 17(1), 30-49. 

Herzberg, F. (1966). Work and the nature of man. Cleveland, OH: World Publishing Company. 
Homans, G. C. (1961). Social behavior: Its elementary forms. New York, NY: Harcourt, Brace, & World. 

http://www.bc.edu/cwf


                Business Management Dynamics  

Vol.5, No.6, Dec 2015, pp.13-25 

   

©Society for Business and Management Dynamics 

Judge, T. A., & Klinger, R. (2007) Job satisfaction: Subjective well-being at work. In M. Eid, & R. Larsen 
(Eds.), The science of subjective well-being (pp. 393-413). New York, NY: Guilford Publications. 

Kahn, R. L., Wolfe, D. M., Quinn, R. P., Snoek, J. D., & Rosenthal, R. A. (1964). Organizational stress: 
Studies in role conflict and ambiguity. New York: Wiley. 

Karasek, R., Brisson, C., Kawakami, N., Houtman, I., Bongers, P., and Amick, B.  (1998). “The Job Content 
Questionnaire (JCQ): An Instrument For Internationally Comparative Assessments of 
Psychosocial Job Characteristics. Journal of Occupational Health Psychology, 3, 322-355 

Khalid, S., Irshad, M.Z. & Mahmood, B. (2012). Job Satisfaction among Academic Staff: A Comparative 
Analysis between Public and Private Sector Universities of Punjab, Pakistan, International 
Journal of Business and Management, 7(1):126-136. 

Kim, W. G., Leong, J. K., & Lee, Y. K. (2005). Effect of service orientation on job satisfaction, 
organizational commitment, and intention of leaving in a casual dining chain restaurant. 
Hospitality Management, 24, 171-193. 

Kopelman, R. E., Greenhaus, J. H., & Connolly, T. F. (1983). A model of work, family, and interrole 
conflict: A construct validation study. Organizational, Behavior, and Human Performance, 32, 
198-215. 

Kossek, E.E., Colquitt, J.A., & Noe, R.A. (2001). Caregiving decisions, well-being, and performance: The 
effects of place and provider as a function of dependent type and work–family climates. 
Academy of Management Journal, 44(1), 29–44. 

Kossek, E.E., Lautsch, B.A. and Eaton, S.C. (2006). Telecommuting, Control, and Boundary Management: 
Correlates of Policy Use and Practice, Job Control, and Work–Family Effectiveness.Journal of 
Vocational Behavior. 68:347–67. 

Kossek, E.E., Pichler, S., Bodner, T., & Hammer, L.B. (2011). Workplace social support and work–family 
conflict: A meta-analysis clarifying the influence of general and work–family-specific supervisor 
and organizational support. Personnel Psychology, 64(2), 289–313. 

Kottke, J. L., & Sharafinski, C. E. (1988). Measuring perceived supervisory and organizational support. 
Educational and Psychological Measurement, 48, 1075–1079. 

Lapierre, L.M., & Allen, T.D. (2006). Work-supportive family, family-supportive supervision, use of 
organizational benefits, and problem-focused coping: Implications for work–family conflict and 
employee well-being. Journal of Occupational Health Psychology, 11(2), 169–181. 

Levinson, H. (1965). Reciprocation: The relationship between man and organization. Administrative 
Science Quarterly, 9, 370–390. 

Lobel, S. (1991). Allocation of investment in work and family roles: Alternative theories and implications 
for research. Academy of Management Review, 16(3), 507-21. 

Lobel, S.A., & Kossek, E.E. (1996). Human resource strategies to support diversity in work and personal 
lifestyles: Beyond the “family friendly” organization. In E.E. Kossek, & S.A. Lobel (Eds.), 
Managing diversity: Human resource strategies for transforming the workplace (pp. 221–243). 
Cambridge, MA: Blackwell. 

Lourel, M., Ford, M.T., Gamassou, C.E., Gueguen, N., & Hartmann, A. (2009). Negative and positive 
spillover between work and home. Journal of Managerial Psychology, 24(5), 438-449. 

Lu, H; While, A.E., and Barriball, K.L. (2005) Job satisfaction among nurses: a literature review. 
International Journal of Nursing Studies, 42:211-227. 

March JG, Simon HA. 1958. Organizations. Wiley: New York. 
Mauno, S., Kinnunen, U., & Feldt, T. (2012). Work-family culture and job satisfaction: Does gender and 

parenting status alter the relationship? Community, Work & Family, 15(1), 101-129. 
Mesmer-Magnus, J.R. and Viswesvaran, C. (2005) How family-friendly work environments affect work-

family conflict: A meta-analytic examination. Journal of Labour Research. 27, 555-574. 
Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commitment. 

Human Resource Management Review, 1, 61–98. 



                Business Management Dynamics  

Vol.5, No.6, Dec 2015, pp.13-25 

   

©Society for Business and Management Dynamics 

Netemeyer, R.G., Boles, J.S., & McMurrian, R. (1996). Development and validation of work-family conflict 
and family-work conflict scales, Journal of Applied Psychology, 81, (4), 400-410. 

Netemeyer, R. G., Brashear. A, T., & Boles, J.S. (2004). A cross-national model of job related outcomes of 
work-role and family role variables: A retail sales context. Journal of the Academy of Marketing 
Science, 32, 49-60. 

Noor, N. (2004). Work-Family Conflict, Work- and Family-Role Salience,and Women’s Well-
Being. Journal of Social Psychology 144(4),389–405. 

O’Driscoll, M. P., Poelmans, S., Spector, P. E., Kalliath, T., Allen, T. D., Cooper, C. L., et al. (2003). Family 
responsive interventions, perceived organizational and supervisor support, work–family 
conflict, and psychological strain. International Journal of Stress Management, 10(4), 326–344. 

O’Driscoll, M. P., Brough, P., & Kalliath, T. J. (2004). Work/family conflict, psychological well-being, 
satisfaction and social support: A longitudinal study in New Zealand. Equal Opportunities 
International, 23(1/2), 36–56. 

Parasuraman. S., & Alutto, J. (1984). Sources and outcomes of success in organizational settings: Toward 
the development of a structural model. Academy of Management Journal, 27, 330-350. 

Parasuraman, S., & Simmers, C. A. (2001). Type of employment, work-family conflict and well-being: A 
comparative study. Journal of Organizational Behavior, 22 (5), 551-568. 

Perrewe PL, Hochwarter WA, Kiewitz C (1999). Value attainment: An explanation for the negative effects 
of work-family conflict on job and life satisfactiob. J. Occup. Health Psychol. 4: 318-326. 

Rao, T. R. & Malik, S. (2012). Job satisfaction among nurses: A comparative study on nurses employed in 
government and private hospitals. Journal of Applied Management & Computer Science, 1, 1 – 
22. 

Riaz, A. and Ramay, M (2010). Antecedents of job satisfaction: A study of Telecom Sector. Perspectives of 
Innovations, Economics & Business, 4(1), 66-73. 

Robbins, s. P. (2005). Organizational behaviour. Parentic hall. 
Sergeant, A., & Frenkel, S. (2000). When do customer contact employees satisfy customers? Journal of 

Service Research, 3(1), 18–34. 
Smith, B.D. (2005). Job retention in child welfare: Effects of POS , supervisor support, andintrinsic job 

value. Children and Youth Services Review, 27(2), 153-169. 
Spector, P. (1997). Job Satisfaction: Application, Assessment, Causes and Consequences. California: Sage. 
Spector, P. E., Allen, T. D., Poelmans, S. A. Y., Lapierre, M. L., Cooper, C. L., & Widerszal-Bazyl, M. 

(2007). Cross-national differences in relationships of work demands, job satisfaction, and 
turnover intentions with work-family conflict. Personnel Psychology, 60, 805-835. 

Thompson, C.A., Beauvais, L.L., & Lyness, K.S. (1999). When work–family benefits are not enough: The 
influence of work–family culture on benefit utilization, organizational attachment, and work–
family conflict. Journal of Vocational Behavior, 54(3), 392–415. 

Trachtenberg, V. J., Anderson, A.S., & Sabatelli, M.R. (2009). Work-home conflict and domestic violence: 
A test of a conceptual Model. Journal of Family Violence, 24, 471-483. 

Viswesvaran, C., Sanchez, J. I., & Fisher, J. (1999). The role of social support in the process of work stress: 
A meta-analysis. Journal of Vocational Behavior, 54, 314–334. 

Warner, M., & Hausdorf, A.P. (2009). The positive interaction of work and family roles: Using need 
theory to further understand the work-family interface. Journal of Managerial Psychology, 
24(4), 372-385. 

Warr, P, Cook, J., and Wall, T. (1979). Scales for the measurement of some work attitudes and aspects of 
psychological well-being. Journal of Occupational Psychology, 52:129-148. 

Willis, A.T., O’Conner, B.D., & Smith, L. (2008). Investigating effort-reward imbalance and work-family 
conflict in relation to morningness-eveningness and shift work. Work & Stres, 22(2), 125-137. 

Wilson, G.M., Polzer-Debrwyne, A., Chen, S., & Fernandes, S. (2007). Shift work interventions for reduced 
work-family conflict. Employee Relations, 29(2), 162-177. 

 


