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The study aimed to analyze the mediating impact of family support on the relationship of work-family conflict
(WFC) with job satisfaction among nurses working in private and government hospitals in Madhya Pradesh
and Chhattisgarh. Nurses were asked some questions that were structured, and responses were recorded on a
S-point Likert scale. A total of 584 responses were analyzed using different tools (SPSS-22, SmartPLS 4.0)
and techniques (descriptive statistics, exploratory factor analysis, partial least square). The results show family
support has a complementary partial mediation impact on the relationship of work-family conflict and job
satisfaction. While WFC has a negative impact on the job satisfaction of nurses. The study concluded that
even though WFC is faced by nurses, family support can mitigate the adverse impact of work-family conflict
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INTRODUCTION

Often marked by long hours, great stress, and heavy emotional and
physical work, the nursing profession is naturally demanding. These
expectations can lead to significant work-family conflict (WFC), in
which case family life suffers from the demands of employment and
vice versa. Work-family conflict is a significant issue in the
healthcare sector since it can lead to various adverse consequences,
such as reduced job satisfaction, decreased performance, and overall
burnout (Allen et al., 2000; Frone, 2003). Considering the crucial role
that nurses play in the healthcare system, it is essential to understand
and address the factors that impact their job satisfaction. A complex
concept, job satisfaction among nurses, is shaped by both personal
and occupational elements. Although several research has shown how
directly job satisfaction is affected by work-family conflict
(Greenhaus &Beutell, 1985; Lambert, Hogan, & Barton, 2001), the
function of mediating variables in this relationship has gotten very
little attention. Family support (FS) is one such likely mediator.
Family support is the emotional, informational, and practical help
given by family members that helps one balance job and family life
by means of stress management (Beehr& McGrath, 1992). Rooted in
the resource-based concept, which holds that social support systems
provide necessary resources that can minimize the negative
consequences of stresses, family support is significant in the context
of job satisfaction and work-family conflict (Hobfoll, 1989). Family
support for nurses can serve as a protective barrier, alleviating
thestress caused by the conflict between work and family
responsibilities and thereby enhancing job satisfaction.

This study aims to examine the role of family support as a mediator in
the relationship between job satisfaction and work-family conflict
among female nurses. The study attempts to provide a deeper
understanding of how work-family conflict affects job satisfaction by
examining the mediation effect. It also emphasizes the importance of
family support as a crucial factor in determining the well-being and
satisfaction of nursing professionals. Healthcare facilities and
politicians rely on an understanding of these dynamics in order to
improve nurse retention, job performance, and overall quality of care.
Healthcare facilities can create a more supportive work environment
that enhances job satisfaction and well-being for nurses by identifying
effective strategies to reduce work-family conflict and enhance family
support. This study adds to the body of knowledge already in use by
clarifying the complex interactions among job satisfaction, family
support, and work-family conflict, therefore providing useful
guidelines for handling these difficulties in the nursing field. The
research is arranged as follows: first section introduce the study and
its aim, second section reviewed the related literatures, third part
mentions the research hypotheses, fourth section describes the data
and methods, fifth section presents the results of analysis, sixth is
about discussion of the results, seventh concluded the study and last
section express implication and future scope of the research.

REVIEW OF LITERATURE

Family support is a vital factor that acts as a mediator in the
connection between work-family conflict and job satisfaction for
nurses. Studies have shown that the conflict between work and family
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responsibilities has a detrimental effect on nurses' job satisfaction
(Setiawan et al., 2024; Zhao et al., 2023). Additionally, the presence
of family support plays a crucial role in moderating the relationship
between workplace stressors, such as incivility, and work-family
conflict (Razzaq, 2023). Ultimately, this has an impact on the level of
satisfaction within the family unit. Furthermore, research has
indicated that the connection between work-family conflict and
anxiety can be influenced by job satisfaction. This highlights the
significance of fostering job satisfaction as a means to alleviate the
negative impact of work-family conflict on the well-being of nurses
(Zhao et al., 2023). The presence of work-family conflict has been
found to have a detrimental impact on job satisfaction, as highlighted
by the research conducted by Kim et al. (2023) and Qiaolan& Man
(2023). The relationship between job satisfaction and work-family
conflict (WFC) is influenced by the well-being of employees, as
highlighted in a study by Muzakki & Herachwati (2023). Thus, it is
crucial to prioritize family support and job satisfaction in order to
mitigate the adverse effects of work-family conflict on nurses' overall
well-being and job satisfaction. In a study conducted by Uddin et al.
(2023), it was found that family social support (FSS) plays a
significant role in influencing employee engagement (EE). The
research suggests that FSS acts as a partial mediator in this
relationship, highlighting the importance of support from family
members in enhancing employee engagement. The relationship
between work-family conflict and job stress is influenced by social
support, as highlighted in recent studies (Siswanto et al., 2022; Yadav
& Sharma, 2021). According to a recent study by Chan et al. (2019),
job satisfaction can be positively influenced by the support received
from family members. This support has been found to enhance work-
related well-being, leading to a more fulfilling work experience.
Research conducted by Orgambidez er al. (2022) highlights the
positive impact of social support on the well-being and job
satisfaction of nursing staff.

RESEARCH HYPOTHESES

H;: There is a significant impact of work-family conflict on job
satisfaction.

H,: There is a significant impact of work-family conflicton family
support.

H;: There is a significant impact of family support on job satisfaction.

Hy: There is a significant mediating impact of family support on the
relationship between work-family conflict and job satisfaction.

DATA AND METHODS

Primary data gathered for the study comes from close-ended
questionnaires or surveys sent to female nurses in both private and
governmental hospitals in Madhya Pradesh and Chhattisgarh. A total
of 596 replies were collected using a 5-point Likert scale. Out of
these, only 584 responses accurately answered the questionnaires or
surveys. The data was analyzed using SPSS 22 for descriptive
analysis and exploratory factor analysis. Additionally, SmartPLS-4
was used for further analysis.

DATA ANALYSIS

Demographic characteristics: Table 1 displays a study of the nursing
workforce demographics. In terms of age distribution, the results
show a relatively youthful workforce, with more than half of the
surveyed nurses falling between the ages of 18 and 24. A total of 311
nurses, which accounts for 53.3% of the whole number, belong to this
particularcategory. As individuals age, there is a decrease in the
number of nurses, indicating that the entire workforce is relatively
young. There is a clear decline in the number of nurses as age
increases. Specifically, 194 nurses (33.2%) are between the ages of 25
and 34, 61 nurses (10.4%) are between the ages of 35 and 44, and
only 18 nurses (3.1%) are aged 45 and above. Marital status among
nurses offers a mixed picture, with a significant proportion
categorized as single and a sizable contingent as married. Of the

polled nurses, 181 (31%) are married, while the majority of 403
(69%) are single.

Table 1. Demographic Profile

Variables Description Frequency Percentage
Age (in years) 18-24 311 53.3
25-34 194 33.2
35-44 61 10.4
45 and above 18 3.1
Total 584 100.0
Marital Status Married 181 31.0
Unmarried 403 69.0
Total 584 100.0
Monthly Income (in | 0-15,000 385 65.9
Rs.) 15,001-30,000 60 10.3
30,001-45,000 32 5.5
Above 45,000 107 18.3
Total 584 100.0

Source: SPSS output.

This variation in marital status highlights the multifaceted personal
situations found in the nursing profession. When evaluating monthly
salary, it is clear that, while a large proportion of nurses earn in the
low category, there is a wide range of income levels. The majority,
65.9% of respondents, earn between 0 and 15,000 rupees per month.
Nevertheless, a substantial proportion of nurses are being
compensated with higher wages since 18.3% of them earn over
45,000 Rs. The variation in pay is probably a result of disparities in
the level of experience, credentials, and employment locations among
nurses.

Measurement model: The measurement model's validity is evaluated
by closely examining the theoretical model using Smart PLS 4.0.
Prior to continuing, the researcher conducted an exploratory factor
analysisto remove any unnecessary elements from the constructs.
Table 2 displays the precision and reliability of the measurement
model. The Cronbach's alpha and composite reliability (CR) ratings
surpass the threshold of 0.70, indicating the existence of dependable
constructs. All of the constructs have Average Variance Extracted
(AVE) values that are above the threshold of 0.50. Most item loadings
conform to the acceptable criterion of 0.708, as shown in Figure 1, as
suggested by Hair et al. (2019).The Fornell Larcker Criterion (Table
3.) compares the square root of the average variance extract of each
construct with the correlation of other constructs. In order to meet the
requirements of this criterion, Hair et al. (2014) proposed that "the
square root of the average variance extracted for each construct
should exceed the correlation with other constructs." In this case, all
constructs meet the required standard, and the model demonstrates
discriminant validity.

Structural Model: The researcher conducted hypotheses testing using
the bootstrapping technique in Smart PLS 4.0. For this objective,
researcher created 5,000 random subsamples of the structural model
depicted in Figure 2. The results of the path analysis are presented in
Table 4. The data analysis revealed that there is a negative impact of
work-family conflict on job satisfaction, with a beta coefficient of -
0.305 and a t-value of 7.574. Furthermore, the work-family conflict
has a substantial adverse effect on family support, as evidenced by a
significant negative beta coefficient of -0.240 and a t-value of 6.680.
Statistical analysis (B = 0.159, t = 3.826) provides evidence that
family support has a significant influence on job satisfaction. Thus,
the results corroborate hypotheses H1, H2, and H3. The structural
model also incorporates mediated relations that have been established
using previous literature. The typology and interpretation of
mediation presented by Zhao et al. (2010) were used to categorize
and gain an understanding of different types of mediation. A
complementary mediation refers to a situation where both indirect and
direct effects are present, and they align in the same direction. This is
similar to what Baron and Kenny referred to as partial mediation
(Baron & Kenny, 1986; Zhao et al., 2010). Within the domain of
mediation, a distinct form exists, referred to as competitive mediation.
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Figure 1. Measurement model
Table 2. Validity and Reliability Results
Cronbach's alpha Composite Composite Average variance
reliability (tho_a) reliability (tho c¢) extracted (AVE)
Family Support 0.925 0.934 0.935 0.548
Job Satisfaction 0.956 0.959 0.968 0.883
Work-Family Conflict 0.913 0.918 0.933 0.698
Sorurce: SmartPLS.
Table 3. Discriminant Validity-Fornell Larcker Criterion
Family Support Job Satisfaction Work-Family Conflict
Family Support 0.740
Job Satisfaction 0.232 0.940
Work-Family Conflict -0.240 -0.343 0.836
Sorce: SmartPLS.
Table 4. Structural model Results
Original Sample Standard deviation | T statistics P values
sample (O) mean (M) (STDEV) (|O/STDEV])
Family Support -> Job Satisfaction 0.159 0.162 0.042 3.826 0.000
Work-Family Conflict -> Family Support -0.240 -0.245 0.036 6.680 0.000
Work-Family Contflict -> Job Satisfaction -0.305 -0.305 0.040 7.574 0.000
Source: SmartPLS output.
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Table 5. Specific Indirect Effect Result.

0.000__0.000_- —0000= 0.000

Original sample Sample mean 2:}?:3;11 T statistics P values
©O) ™M) (STDEV) (|O/STDEV))
Work-Family Conflict -> Family Support -> Job Satisfaction -0.038 -0.040 0.012 3.126 0.002

Source: SmartPLS output.
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This phenomenon arises when both indirect and direct influences are
simultaneously present, but they exert opposing effects. The literature
has also used the term "inconsistent mediation" to describe this
phenomenon (Zhao et al., 2010). Indirect-only mediation refers to a
third form of mediation. This type exhibits an indirect influence but
lacks a direct effect. Baron & Kenny (1986) and Zhao et al. (2010)
use the term "full mediation" to describe this phenomenon. There
could be other mediators present in addition to the mediator in the
model being studied, either working together or in competition with
each other. An indirect-only mediation implies that the mediator fully
clarifies the relationship between the variable under consideration and
the ultimate conclusion.The analysis clearly shows that family
support somewhat mediates the association between work-family
conflict and job satisfaction. The reason for this is that work-family
conflict has a notable indirect influence, as demonstrated in Table 5,
on job satisfaction, in addition to its direct impact on job satisfaction.
Complementary partial mediation occurs when the product of all
constructs has a positive value. Thus, H4 is also corroborated.

DISCUSSION

The present study examines how family support influences the
connection between work-family conflict and job satisfaction among
nurses employed in government and commercial hospitals. The
findings offer valuable insights into the dynamics of the healthcare
system.Initially, the study demonstrated that work-family conflict has
a detrimental impact on job satisfaction (f = -0.305, t = 7.574). This
suggests that increased levels of work-family conflict are linked to
decreased job satisfaction among nurses. This is consistent with prior
studies that emphasize the negative impact of work-family conflict on
the well-being and happiness of employees (Kossek& Ozeki, 1998;
Greenhaus & Beutell, 1985). Furthermore, it is worth noting that
work-family conflict has a detrimental effect on family support (§ = -
0.240, t = 6.680). This implies that the stress caused by work-family
conflict goes beyond the confines of the workplace and has an impact
on the support that nurses receive from their families. This discovery
highlights the interdependence of work and family spheres and
emphasizes the significance of resolving work-family conflict to
maintain family support, which is essential for the overall well-being
and performance of nurses. Furthermore, it was discovered that
family support had a substantial and favorable effect on job
satisfaction (B = 0.159, t = 3.826), highlighting its importance as a
crucial asset for improving job happiness among nurses. This
statement aligns with the resource-based view, which suggests that
social support, particularly support from family members, can assist
individuals in managing pressures and enhancing their job-related
results (Hobfoll, 1989). The mediation study found that family
support partially acts as a mediator in the association between work-
family conflict and job satisfaction. The substantial indirect influence
of work-family conflict on job satisfaction through family support, in
addition to the direct impact of work-family conflict on job
satisfaction, suggests a complementary kind of partial mediation. This
discovery indicates that work-family conflict has a direct detrimental
impact on job satisfaction among nurses. However, the presence of
family support can mitigate this effect, leading to an overall increase
in job satisfaction. The hypotheses H1, H2, H3, and H4 are all
confirmed. H1 states that work-family conflict has a negative impact
on job satisfaction. H2 states that work-family conflict has a negative
impact on family support. H3 states that family support has a positive
impact on job satisfaction. H4 states that family support partially
mediates the relationship between work-family conflict and job
satisfaction.

CONCLUSION

The study offers a thorough examination of how family support (FS)
influences the connections between work-family conflict (WFC) and
job satisfaction among nurses in both government and commercial
hospitals. The results emphasize the intricate relationship between
work and family areas and emphasize the significance of support

systems in reducing the negative consequences of work-family
conflict. The findings suggest that work-family conflict has a
detrimental effect on both job satisfaction and family support,
highlighting the burden that work-family conflict imposes on both
professional and personal aspects of life. Furthermore, the presence of
family support has a beneficial impact on job satisfaction,
highlighting its significance as a vital asset for improving the overall
well-being and job happiness of nurses. The mediation study
demonstrates that family support serves as a partial mediator in the
connection between work-family conflict and job satisfaction. This
suggests that family support can mitigate the adverse impact of work-
family conflict on job satisfaction. This study highlights the
importance of healthcare organizations addressing work-family
conflict and improving family support mechanisms in order to boost
job satisfaction and overall well-being among nurses. The findings
suggest that these actions can serve as a partial mediator in improving
nurses' well-being and job satisfaction.

IMPLICATIONS AND SCOPE OF THE
STUDY

These findings have substantial ramifications for the management and
formulation of healthcare policies. Healthcare organizations should
give priority to implementing techniques that reduce work-family
conflict, such as offering flexible scheduling, providing employee
assistance programs, and conducting stress management seminars. In
addition, promoting a nurturing family atmosphere by implementing
family-oriented policies and providing resources might improve job
satisfaction and general well-being among nurses. These interventions
have the potential to enhance job performance, decrease turnover
rates, and improve patient care outcomes.Further investigation is
needed to examine how individual and organizational variables
influence the connections between work-family conflict, support
mechanisms, and job outcomes. Longitudinal studies have the
potential to offer more profound understanding of the ever-changing
nature of these linkages as time progresses. Furthermore, analyzing
these interactions in various healthcare environments and cultural
circumstances helps improve the applicability of the results.
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