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Abstract: This study aims to analyze the influence of perceived organizational support
(POS) on nurses’ job satisfaction with work-family conflict (WFC) as a mediator
variable. Perceived organizational support (POS) is employees” perception of the
extent to which the organization cares about their well-being. Work-family conflict
(WFC) refers to the tension that arises due to an imbalance between work demands
and family responsibilities, which can affect job satisfaction. This study uses a
quantitative approach with a path analysis method to test the relationship between
variables. The results of the analysis showed that POS had a significant effect on WEC
with a t-statistical value of 22.033 (>1.96) and a p-value of 0.000 (<0.05), so the first
hypothesis was accepted. Furthermore, WFC was shown to have an effect on job
satisfaction with a t-statistical value of 10.248 (> 1.96) and a p-value of 0.000 (< 0.05),
supporting the second hypothesis. POS also had a direct effect on job satisfaction with
a t-statistical value of 3.041 (> 1.96) and a p-value of 0.002 (< 0.05), so that the third
hypothesis was accepted. In addition, WFC acts as a mediator in the relationship
between POS and job satisfaction, which is shown by a t-statistical value of 3.092 (>
1.96) and a p-value of 0.002 (< 0.05), supporting the fourth hypothesis. The results of
this study show that perceived organizational support not only has a direct influence
on job satisfaction, but also indirectly through the reduction of work-family conflicts.
These findings underscore the importance of creating a supportive work environment
to improve nurses’ job satisfaction while reducing conflict between work and family.
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A.Introduction

Nurses are the largest number of health workers in Indonesia. Based on data Ministry
of Health (2023) as of January 4, 2023, there are 1.26 million health workers in
Indonesia. Most of the nurses are women of reproductive age (Killien, 2004), as well
as their role as a perpetrator or caregiver The Greatest Professional (Killien, 2004).
Nurses are the spearhead of hospital services that deal directly with patients where
the quality of hospital services is highly determined by nurses who must be
responsible for their patients (Sahrah, 2017).
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To get optimal service quality, job satisfaction from employees is needed (Harjianto,
2019; Nursalam, 2002). Job satisfaction is an important factor that affects employee
performance and motivation in an organization where job satisfaction is related to
various aspects related to organizational effectiveness and human resource
management, such as employee performance, quality, and loyalty. In addition, job
satisfaction also has an impact on the physical and mental health of employees
(Riggio, 2015; Spector, 1997).

Job satisfaction is also an important variable to see how an individual acts in his or her
job (Syani et al., 2021). Job satisfaction in nurses can be caused because nurses like the
work done, are comfortable with colleagues, like supervisors or superiors and strict
organizational regulations but do not hinder nurses from doing their job well. This job
satisfaction can increase the motivation, loyalty, and productivity of nurses in
providing quality health services (Zakiah et al., 2020). Moreover The work
environment of nurses is one of the external factors that affect the behavior of nurses
(Enns & Sawatzky, 2016). Milieu The work of nurses who support and pay attention
to the psychological well-being of nurses will increase job satisfaction in nurses
(Pahlevan Sharif et al., 2018; Yasin et al., 2020).

Nurses’ job satisfaction is influenced by various aspects, such as a conducive work
environment, structural empowerment that allows nurses to participate in decision-
making, organizational commitment that reflects nurses’ loyalty and identification to
the hospital, professional commitment that shows nurses’ dedication and
responsibility to the profession, work stress that can reduce nurses’ motivation and
performance, patient satisfaction which is an indicator of service outcomes health,
patient-nurse ratios that determine the workload and quality of nurse care, social
capital that includes relationships between nurses and patients, colleagues, superiors
and others, evidence-based practices that refer to the use of the latest scientific
knowledge in health care, and ethnic backgrounds that can influence nurses’
perceptions and attitudes towards work. Therefore, it is important for hospitals to
improve the job satisfaction of hospital nurses by paying attention to these aspects (H.
Lu et al., 2019).

Job satisfaction will be achieved when the needs of employees are met through work
(Kahair & Noormijati, 2012). Various efforts will be made to be able to increase job
satisfaction in nurses such as meeting expected needs in work arrangements,
happiness or positive emotional response to work conditions, and the value or balance
of the job. These attributes are also influenced by emotional conditions, demographics,
job characteristics and also environmental factors. Nurse job satisfaction will have a
significant impact on the nurse herself as well as the patient (Liu et al., 2016).

One of the causes of job dissatisfaction for nurses comes from the existence of Work-

family conflict (Allen et al., 2013). Mauno & Ruokolainen, (2015) indicates that lack of
support Work-family conflict has a great risk to job satisfaction. Several previous studies
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in many countries confirm that the prevalence of Work-family conflict among nurses is
quite high and most are at a high level (Grzywacz et al., 2006; Suresh & Kodikal, 2017;
Zandian et al., 2020). Work-family conflict is a condition experienced by a person who
finds it difficult to fulfill the dual role of worker and family member. Work-family
conflict can be bidirectional, i.e. when the demands of work interfere with family life
(work-to-family conflict) or when family demands interfere with work (Family-to-work
conflict). Work-family conflict can have a negative impact on the well-being of
individuals and organizations (Frone et al., 1997; Kelly & Carter, 2014). Chen et
al(2015) added that job dissatisfaction is indirectly influenced by the high Work-family
conflict experienced by workers.

Intensity of occurrence Work-family conflict more likely to occur in female workers than
men (Apperson et al., 2002; Fox et al., 2011) and married status (Hayati & Armida,
2020). Condition Work-family conflict this will get worse and often occurs especially in
ER nurses who have to work at high speed and intensity (Fei et al., 2023). Nurses who
are dominated by women will experience Dual Career who concurrently play the role
of housewives and workers, is a significant burden. This situation gives rise to a high
level of dual role intensity, which in turn can contribute to a decrease in work
performance. This can be caused by negative impacts such as depression, increased
physical complaints, and decreased energy levels (Afrilia & Utami, 2018). It is
supported by Pietromonaco et al (1986) which reports that the more roles a woman
plays, the more different areas of her life can be a source of personal pleasure. Then
Untitled (2020) adding that there is a dual role in women who have a tendency to
increase their life satisfaction due to the demands of work as a wife or mother outside
the home.

In addition, there is a Shift in nurses is the cause of an increased risk of experiencing
conflicts associated with work-to-family conflict And family-to-work conflict, There is a
decrease in the quality of work life which will have an impact on the quality of services
provided by nurses (Al-Hammouri & Rababah, 2023). In facing these challenges, and
overcoming these conflicts, social workers use various means such as seeking support
from superiors and co-workers, cognitive reframing to change perceptions,
communicate well with family and clients, create clear boundaries between work and
personal life, manage time efficiently, take advantage of available job flexibility, and
develop personal hobbies that can give them satisfaction (Kalliath & Kalliath, 2014).
The relationship between nurses and organizations can be explained by the theory of
organizational support. This theory states that employees who feel supported by the
organization will have better well-being, because the employee believes that the
organization will appreciate the effort that has been made, pay attention to the
interests of the people, and strive to meet the needs of the employees. Perceived
organizational support (POS) is a measure of an employee’s perception of how much
the organization supports employees (Kurtessis et al., 2015). POS is a guarantee that
the organization will provide assistance to employees when needed so that employees
will feel satisfaction at work (Rhoades & Eisenberger, 2002).
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Perceived organizational support was found to have a major effect and buffer on
nurses’ emotional attachment to the organization so that it can reduce adverse effects
on nurses’ workload and distractions Work-family conflict (Tayfur Ekmekci et al., 2021).
The efforts made by the organization to improve the physical and psychological health
of employees will provide a positive response to the value of the organization’s
behavior (Avey et al., 2009). Ultimately, the ultimate goal is to improve employee
performance (Luthans et al., 2007), employee well-being (Avey et al., 2010), and also
job satisfaction of the employees themselves (Larson & Luthans, 2006). This is in line
with the results of research from Wattoo et al., (2018) Where a positive assessment of
the organization will provide abundant resources, better conflict management
capabilities and improve facilities within the work-family scope. Research on nurses
related to this was carried out by Hashish, (2017) Where there is a positive and
meaningful relationship between how nurses assess the ethical work climate in their
workplace and how they feel organizational support, loyalty, and happiness in their
work.

Based on research conducted by Sharif et al (2018) found that Nurses” perception of
organizational support is related to service quality, job satisfaction and psychological
well-being. In Indonesia itself, research related to this variable was carried out by
Laning et al (2019) and Shirley (2019) Where the second research provides an overview
of the importance of nurses’ perceptions of the support provided by the organization
and job satisfaction.

The results of the study show that nurses who experience Work-family conflict will have
an impact on relationship between perceived organizational support (perceived
organizational support) and job satisfaction (Muzakki & Heryyanto, 2022). When the
nurse is unable to complete Work-family conflict experienced properly, will cause
psychological distress, anxiety or depression (Amstad et al., 2011; Hayati & Armida,
2020). Work-family conflict It is understood that it will have consequences on the
employee’s satisfaction with their work, the employee’s satisfaction with his or her
organization, and also on the employee’s affective commitment, their willingness and
enthusiasm to support the organization in which they are located (Lu et al., 2017; Nohe
et al., 2015). Consequences of Work-family conflict will have implications for employee
performance (Haar, 2013), satisfaction and commitment (Allen et al., 2013). With the
phenomenon of increasing the number of women working in line with the high level
of education. The role of women can no longer be underestimated. Those who are
highly educated will also tend to pursue business, work, and professional careers
according to their fields of expertise (Handini, et al., 2014). As for women’s reasons
for working outside the home, women are motivated to work for three reasons. First,
economic needs; Where the increasing price of household needs and other urgent
needs often makes women feel difficult to manage family finances so they decide to
work. Insufficient husband’s income is often a reason for women to work. Second, by
having their own income, women also want to reduce their economic dependence on

475



Journal of Social Work and Science Education
Volume 6 (1) 2025, 472-493
E-ISSN 2723-6919, P-ISSN 2746-0827

their husbands, especially to buy things that he likes. The third reason is to meet
psychological needs, such as status and social contact, realization of potential, and
desire to be useful to society. By working, women will feel able to show their social
position and the network of friends they have. The role of women today is increasingly
recognized so that they have the same opportunities as men which is known as
women’s emancipation.

Female workers have both positive and negative consequences from the dual roles
they play. In addition, she also has the responsibility of being a mother who must take
care of and educate her children well as being a wife who must serve her husband.
The role of women as workers can improve family welfare because there are two
sources of income, namely from working husbands and wives. This is expected to
meet the demands of household needs which are increasing over time. The cost of
children’s education is also increasing so that a larger income is needed, one of which
is by means of a working married couple. However, it is possible that the wife’s role
as a worker triggers conflicts between roles (Junaidi, 2017). This causes a gap in the
two roles that are carried out so that dual role actors need to be considered for their
prosperous survival. This event can be called a work family conflict. According to
Retnaningrum & Musadieq (2016), work family conflict is divided into two, namely work
interference with family (WIF) and family interference with work (FIW). WIF is a conflict
that occurs between the role of the organization as an employee and the role of the
family as a mother which then the time with the family becomes confiscated due to
work matters. For example, a working woman has to work on tasks in her
organization until overtime at the office or take care of children at home. So, fulfilling
your role as a worker can reduce time with your family. Meanwhile, FIW is a conflict
that occurs between roles in the family causing a gap in the role of an employee so
that the role in the family affects the role in the organization. For example, a working
woman had to cancel the agenda of a meeting with her boss and colleagues because
her child was sick.

The problem is even more common in households where housewives work with a
shift system, both morning, day and even night shifts and this is more common for
women who work as nurses in hospitals. Based on this, the researcher is interested in
researching problems that occur in households, especially women who work as nurses
in several health centers in Bendahara Aceh Tamiang District.

B. Methods

This study uses a quantitative approach with an explanatory design. According to
Sugiyono (2022), the quantitative method is a research method that aims to determine
the value of a variable, either single or multiple (independent), without comparing or
connecting with other variables. This method is based on the positivism paradigm and
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is used for research on certain populations or samples with a systematic approach,
data collection using standardized instruments, and data analysis is carried out
statistically to test the formulated hypotheses. In this study, an explanatory approach
was used to explain the relationship between variables by utilizing the Structural
Equation Modeling (SEM) technique based on Partial Least Square (SmartPLS 3.0).
The research sample consisted of 203 nurses working in Aceh Tamiang Regency, who
were selected by purposive sampling based on certain criteria, including marital
status, number of children, and work experience. Data were collected through
validated instruments to measure perceptions of organizational support, work-family
conflict, and job satisfaction levels.

C. Results and Discussion
Results

This research started from September 9, 2024 to October 9, 2024, the data collection
tools used in this study consisted of the job satisfaction scale, the Perceived
organizational support (POS) scale, and the work-family conflict scale. The results of
the analysis of respondent characteristics by age range can be seen in table 1, which
presents the age distribution of respondents in detail to provide a clearer picture of
their demographic profile in this study.”

Table 1. Age Distribution of Respondents

Category Characteristics Category Characteristics Number of Percentage (%)
Respondents

Age 25-30 years Age 25-30 years 61 30%
31-40 years 31-40 years 85 42%
41-50 years 41-50 years 51 26%
>50 years >50 years 4 2%
Last Education Bachelor (S1) Last Education Bachelor (S1) 71 35%
Diploma (D3) Diploma (D3) 132 65%
Marriage Age 2-10 years Marriage Age 2-10 years 117 58%
11-20 years 11-20 years 59 29%
21-30 years 21-30 years 27 13%
Work Period 2-5 years Work Period 2-5 years 60 30%
6-10 years 6-10 years 62 30%
11-15 years 11-15 years 33 16%
16-20 years 16-20 years 20 10%
21-30 years 21-30 years 28 14%
Number of Children 1 child Number of Children 1 child 65 20%
2 children 2 children 88 30%
3 children 3 children 42 40%
4 children 4 children 8 10%
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Based on the demographic table presented, it can be seen that the majority of
respondents in this study are in the productive age range, with 42% of respondents
aged between 31-40 years. This group is the largest, followed by the 25-30 age group
which contributes 30% of the total respondents. This shows that most nurses working
in Bendahara District, Aceh Tamiang, are at a professionally active age. Meanwhile,
only 2% of respondents are over 50 years old, indicating that older age groups are
rarely found in this profession in that location. In terms of education, the majority of
respondents have a Diploma (D3) educational background, which is 65% of the total
respondents, while the other 35% have a Bachelor’s degree (S1). This shows that the
nursing profession in this area is dominated by workers with D3 education, who may
enter the workforce faster than those with undergraduate education. In addition,
based on length of service, most respondents (30%) have between 2-5 years and 6-10
years of service experience, indicating that many nurses in the area are just starting
their careers or have sufficient work experience. Regarding the number of children,
most respondents have 2 or 3 children, with 40% of respondents having 3 children,
reflecting a larger family pattern among medical personnel in the area.

Instrument Validity Test

The results of data processing using SmartPLS show that in the first iteration there are
30 indicators with loading factor values of less than 0.50, which must be eliminated.
In the Job Satisfaction variable, there are 13 indicators (KK1, KK2, KK12, KK13, KK14,
KK15, KK16, KK17, KK18, KK19) that are deleted because they have low loading factor
values. In the Perceived Organizational Support variable, 5 indicators (POS1, POS2,
POS7, POSS8, POS11) are also deleted because their loading factor values are below
0.50. Likewise, in the Work Family Conflict variable, there are 11 indicators (WFC3,
WEC4, WEC6, WFC9, WFC10, WFC13, WFC14, WFC15, WEC17, WFC19, WFC20,
WEFC21) that have loading factor values of less than 0.50 and are therefore deleted.
Indicators that have a loading factor value greater than 0.50 indicate a high level of
validity and meet convergent validity. By removing these indicators, a re-iteration was
carried out on the SEM-PLS model which resulted in an increase in the loading factor
value on the remaining indicators, although several indicators were still found to be
eliminated in the second iteration.

In the second iteration, the Job Satisfaction variable lost 2 indicators (KK3, KK4), and
the Work Family Conflict variable lost 1 indicator (WFC22), because their loading
factor values were still below 0.50. After removing these indicators, the SEM-PLS
model was re-run. In the third iteration, no indicators were found with a loading factor
value below 0.50. All remaining indicators have a loading factor value of more than
0.50, indicating that the model is fit or in good condition. Furthermore, a Discriminant
Validity test was carried out by observing the cross-loading value.
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The results of data processing show that the correlation between the construct and its
indicators is greater than the correlation between the construct and indicators of other
constructs. Therefore, it can be concluded that all constructs in this model have met
good discriminant validity, which means that the indicators in each construct block
are more relevant than the indicators in other construct blocks. The results of data
processing using SmartPLS show that in the first iteration there are 30 indicators with
loading factor values of less than 0.50, which must be eliminated. In the Job
Satisfaction variable, there are 13 indicators (KK1, KK2, KK12, KK13, KK14, KK15,
KK16, KK17, KK18, KK19) that are deleted because they have low loading factor
values. In the Perceived Organizational Support variable, 5 indicators (POS1, POS2,
POS7, POS8, POS11) are also deleted because their loading factor values are below
0.50. Likewise, in the Work Family Conflict variable, there are 11 indicators (WFC3,
WEC4, WEC6, WFC9, WEC10, WFC13, WFC14, WFC15, WEC17, WFC19, WFC20,
WEC21) that have a loading factor value of less than 0.50 and are therefore removed.
Indicators that have a loading factor value greater than 0.50 indicate a high level of
validity and meet convergent validity. By removing these indicators, a re-iteration was
carried out on the SEM-PLS model which resulted in an increase in the loading factor
value of the remaining indicators, although several indicators were still found to be
eliminated in the second iteration.

In the second iteration, the Job Satisfaction variable lost 2 indicators (KK3, KK4), and
the Work Family Conflict variable lost 1 indicator (WFC22), because their loading
factor values were still below 0.50. After removing these indicators, the SEM-PLS
model was re-run. In the third iteration, no indicators were found with loading factor
values below 0.50. All remaining indicators have loading factor values of more than
0.50, indicating that the model is fit or in good condition. Furthermore, a Discriminant
Validity test was conducted by observing the cross-loading value. The results of data
processing showed that the correlation between the construct and its indicators was
greater than the correlation between the construct and indicators of other constructs.
Therefore, it can be concluded that all constructs in this model have met good
discriminant validity, which means that the indicators in each construct block are
more relevant than the indicators in other construct blocks.

Reliability Test

The outer model, in addition to being measured by assessing convergent validity and
discriminant validity, can also be done by looking at the reliability of constraints or
latent variables measured by composite reliability values. Based on the SmartPLS
output results in Table 1, the composite reliability value for all variables is greater than
0.70, which indicates that all constructs in this model are reliable and meet the
required limits according to Ghozali (2011):
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Table 2. Composite Reliability Values

Variable Cronbach’s Alpha Composite Reliability
Job Satisfaction (Y) 0.853 0.885
Perceived Organizational Support (X) 0.857 0.883
Work Family Conflict (M) 0.912 0.928

Table 2 shows the R-Square value for each dependent variable in the model. Job
Satisfaction (Y) can explain 71.5% of the variability of Perceived Organizational
Support (X), while Work Family Conflict (M) explains 52.8% of its variability. The rest
is explained by other factors outside this research model:

Table 3. R-Square Values

Variable R Square R Square Adjusted
Job Satisfaction (Y) 0.715 0.712
Work Family Conflict (M) 0.528 0.525

Based on the r-square value in Table 4.6, it is shown that Job Satisfaction is able to
explain the variability of Perceived Organizational Support by 71.5% and the
remaining 28.5% is explained by other constraints outside of those studied in this
study. Meanwhile, the Work Family Conflict variable was able to explain the
variability of the Perceived Organizational Support construct of 52.8%, and the rest of
it was 47.2%, explained by other constructors outside of those studied in this study.

Hypothesis Testing

Hypothesis testing is carried out based on the results of the Inner Model test
(structural model) which includes r-square output, parameter coefficients and t-
statistics. To see whether a hypothesis can be accepted or rejected, among other things,
by paying attention to the significance values between contracts, t-statistics, and p-
values. Testing of the hypothesis of this study was carried out with the help of
SmartPLS (Partial Least Square) software version 3.0. These values can be seen from
the results of boots trapping. The rules of thumb used in this study are t-statistics >1.96
with a significance level of p-value of 0.05 (5%) and a beta coefficient of positive value.
The test value of this research hypothesis can be shown in Table 7.

Table 7. Chase: Path Coefficients

Influencer Analysis Original Sample Standard T Statistics p

between Research Variables Sample (O) Mean (M) g?r‘ga];?)n gg\; ;S)T Values

Moderation Effect 1 ->

Satisfaction Work (Y) 0.108 0.102 0.035 3.092 0.002
Perceived Organizational

Support (X) = Satisfaction

Work (Y) 0.209 0.218 0.069 3.041 0.002
Perceived Organizational

Support (X) - Work Family

Conflict (M) 0.726 0.730 0.033 22.033 0.000
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Work Family Conflict (M)
- Satisfaction Work (Y) 0.631 0.628 0.062 10.248 0.000

Based on Table 7. Path Coefficients, an analysis of the influence between the research
variables, according to the hypothesis proposed, can be made as follows:

The first hypothesis tested whether there was an effect of perceived organizational
support on work-family conflict in nurses. The test results showed that there was an
effect of perceived organizational support on work-family conflict in nurses, with a t-
statistical result of 22.033> 1.96 and or with a p-value of 0.000< 0.05, so that the first
hypothesis was accepted. The second hypothesis tested whether there was an
influence of work-family conflict on job satisfaction in nurses. The test results showed
that there was an effect of work-family conflict on job satisfaction in nurses, with a t-
statistical result of 10.248> 1.96 and or with a p-value of 0.000< 0.05, so that the second
hypothesis was accepted. The third hypothesis tested whether there was an effect of
perceived organizational support on job satisfaction in nurses. The test results showed
that there was an effect of perceived organizational support on job satisfaction in nurses,
with a t-statistical result of 3.041> 1.96 and or with a p-value of 0.002< 0.05, so that the
third hypothesis was accepted. The fourth hypothesis tests whether there is a role in
work-family conflict as a mediator in the influence of perceived organizational support on
job satisfaction in nurses. The test results showed that there was a role of work-family
conflict as a mediator in the influence of perceived organizational support on job
satisfaction in nurses. From this result, it was stated that the t-statistical result was
3.092> 1.96 and/or with a p-value of 0.002< 0.05, so that the fourth hypothesis was
accepted.

Discussions

The purpose of the research is to find out the relationship between Perceived
Organizational Support and Work Family Conflict on Job Satisfaction, as well as to find
out the role of Work Family Conflict as a mediator in the influence of Perceived
Organizational Support on Job Satisfaction in nurses. A total of four hypotheses were
developed and tested using the Structural Equation Modeling (SEM) method and
assisted by SmartPLS 3.0 software, the results of this study show the following:

The influence of perceived organizational support on job satisfaction in nurses

Based on the descriptive analysis of the previous data, where the demographic
characteristics related to the respondents in this study, were summarized using
descriptive statistics. As a result of the descriptive analysis, it is known that the
majority of respondents in this study are nurses with female gender, between the ages
of 31 and 40 years. The majority of respondents already have 2 children. Then, the
majority of respondents are with the last level of education of Diploma III. The
majority of respondents have been married for approximately between 2 and 11 years.
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According to the author’s observations, the majority of respondents have worked as
nurses for approximately between 6 and 10 years.

The influence of perceived organizational support on work-family conflict in
nurses

Based on the results of the analysis of the first hypothesis test, it is proven that there
is an influence perceived organizational support towards Work-family conflict in nurses.
The results of the analysis are based on the results of a t-statistical value of 22.033>
1.96 and or with a p-value of 0.000< 0.05. These findings are in line with opinion
(Mulyaningsih & Tanuwijaya, 2023) which states that a company may focus on its own
vision and mission rather than paying attention to the condition of employees. This
can lead to conflicts between work and family, especially if no tolerance is applied.
This condition can magnify the potential for conflict, as employees must cope with
various roles in their social and personal lives. Basically, an individual has limited
ability to manage his responsibilities at work and at home. If a person is under
immense stress at work, it can affect their ability to perform roles at home (Natalin &
Satrya, 2021). Conflicts between work and family can be reduced if the organization
provides fair and mutually beneficial support, thus creating trust from employees
(Eisenberger et al., 2001). The existence of social support from an organization can
help individuals deal with the stressors they face in their daily lives, both at work and
at home (Jex, 1998). With adequate social support, individuals can increase their
emotional and psychological resources and reduce negative perceptions of stressors.
This can have a positive impact on work-family balance, as individuals feel better able
to manage the problems that arise from dual roles (Frone et al., 1992). Thus, social
support can reduce conflicts between work and family that can be detrimental to
individual well-being. This is in accordance with research conducted by Casper et al.,
(2002) shows that the perception of organizational support has an influence on Work-
family conflict in working mothers, where the height perceived organizational support
create a level Work-family conflict become lower because the organization provides
support in order to maintain the demands of work and household well.

The influence of work-family conflict on job satisfaction in nurses

Based on the results of the analysis of the second hypothesis test, it proves that there
is an influence Work-family conflict on job satisfaction in nurses. The results of the
analysis are based on the results of a t-statistical value of 10.248> 1.96 and or with a p-
value of 0.000< 0.05. These findings are in line with and support the opinion (Haar,
2013), where Work-family conflict will affect employee performance, low job
satisfaction and commitment ( Allen et al., 2013; Aryee et al., 1999). Work-family conflict
can negatively affect employee performance and retention. When employees
experience conflicts between their roles at work and at home, they feel depressed and
dissatisfied (Eby et al.,, 2005; Farquharson et al., 2012). This conflict can reduce
employees’” commitment to the organization and increase their desire to quit. Work-
family conflict In the nursing profession it is inevitable, because nurses in their work
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have high demands ranging from physical, cognitive, and emotional demands
(Buonocore & Russo, 2013; Shacklock & Brunetto, 2012). Difficulty balancing work and
family can lead to Work-family conflict, that is, when work interferes with the family or
otherwise affects job satisfaction. Research Kurnia, (2016) prove that Work-family
conflict has a negative impact on job satisfaction. The woman in this case is a nurse
who experiences Work-family conflict tend to experience dissatisfaction with work and
personal life (Hochwarker & Wayne, 2003). Other research conducted by Amanda &
Mujiasih, (2017) in nurses conclude the lower Work-family conflict felt by the nurse, the
higher the nurse’s job satisfaction, and the higher the Work-family conflict nurses, the
lower the job satisfaction of the nurse. Job dissatisfaction also indirectly affects the
desire to move through the height Work-family conflict (Chen et al., 2015). Therefore
Work-family conflict can be balanced if individuals have the flexibility to determine

their working hours and avoid situations that could arise Work-family conflict
(Podsakoff et al., 2007).

The role of work-family conflict as a mediator in the influence of perceived
organizational support on job satisfaction in nurses

Based on the results of the analysis of the third hypothesis test, it proves that there is
an influence Perceived Organizational Support on Job Satisfaction. The results of the
analysis were based on the results of a t-statistical value of 3.041> 1.96 and or with a
p-value of 0.002< 0.05. These findings are in line with and support the opinion
Rhoades & Eisenberger (2002) which explains perceived organizational support (POS) as
employees’ perception of the organization in appreciating the contributions they have
made and caring about their welfare. POS can trigger a process of social interaction
and increase attachment between employees and the organization, where individuals
feel obligated to support the organization in achieving its goals so that they receive
greater rewards (Biswas & Bhatnagar, 2013). POS plays a positive role in employee job
satisfaction when employees feel that the organization assesses their participation in
the organization’s goals well and is aware of their well-being (Aydogmus et al., 2018;
Maan et al., 2020). This is in accordance with the results of research from several
researchers who support this (McCarthy et al., 2013; Rhoades & Eisenberger, 2002;
Stamper & Johlke, 2003). Employees who receive organizational support show more
satisfaction with their work and have a higher level of Turnover the lower (Lamm et
al., 2015).

Another opinion added by Carvalho et al (2020) that employees who feel satisfied with
their work will be more likely to help their organization to achieve its goals more
effectively. When employees feel supported by the organization, they are more likely
to feel connected and feel the organization is part of who they are. That way,
employees feel responsible for their work contributions and can increase work
productivity (Putra et al., 2019). Kim & Mor Barak, (2015) Adding employees who feel
their organization supports them completely, will be more likely to provide the best
for the organization. Research from Claudia (2018) Educators point out that the impact
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of poor perceived organizational support will result in low job satisfaction, which
ultimately results in low commitment to the organization. Employees feel that the
organization supports them well, it will make them feel better and have a positive
effect on their well-being (Septiani & Wijono, 2022) and also affect their perception of
satisfaction regarding salaries, promotional opportunities, awards, or other rewards
received (Simatupang & Salendu, 2019). Posts are also felt to have a positive and
significant influence on job satisfaction for employees in Turkish universities (Akkoca,
2023).

Based on the results of the fourth hypothesis testing analysis, it is proven that exist
The Role of Mediation Work-Family Conflict in Relationships Perceived Organizational
Support Towards Job Satisfaction. The results of the analysis are based on the results
of a t-statistical value of 3.092> 1.96 and or with a p-value of 0.002< 0.05. These
findings are in line with and support the opinion of the (Mohammad et al., 2023),
which states that job satisfaction plays an important role in the quality of life and
health of working individuals Job satisfaction is achieved when the needs of nurses
are met through work (Kahair & Noormijati, 2012). This is because job satisfaction will
affect the performance and motivation of nurses in the organization, where job
satisfaction is related to various aspects related to organizational effectiveness and
human resource management (Riggio, 2015; Spector, 1997). Job satisfaction is closely
related to Work-family conflict(Armstrong et al., 2015). Lack of support Work-family
conflict have a significant risk to job satisfaction (Mauno & Ruokolainen, 2015). Work
and family are two things that are important for individuals (Harjianto, 2019)and the
type of work that gives rise to Work-family conflict is the type of job that requires a high
commitment to others (Dierdorff & Ellington, 2008). Work-family conflict It becomes a
problem when a nurse is unable to balance her role at work and her role as a mother
to the point of negatively impacting her performance, well-being and life satisfaction
(Netemeyer et al., 1996).

Individual involvement in multiple roles will have an impact on the non-fulfillment
of certain demands and roles (Anggraeni & Wahyuni, 2019). Efforts to improve job
satisfaction not only by improving working conditions but also by improving working
conditions Work-family conflict also taken into account (Chen et al., 2015). The work
environment is part of job satisfaction. What is meant by the work environment
includes work characteristics, relationships with colleagues, salary, and
organizational treatment of employees (Spector, 1997). Job satisfaction can also be seen
from the contribution of POS to positive results. This can be seen from the existence
of good treatment such as gifts from the organization, good working conditions, and
fairness received by employees directly connected to perceived organizational
support (POS) so that it can cause job satisfaction (Rhoades & Eisenberger, 2002). In
addition, the positive role of POS on job satisfaction persists when individuals feel
that their organization assesses their participation towards the organization’s goals
well and is aware of their well-being (Maan et al., 2020). This further strengthens
previous research by Alcover et al., (2018). Work-family conflict play a role in
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supporting full mediation to see the impact perceived organizational support On life
satisfaction Dixon & Sagas, (2013). Research Muzakki & Heryyanto, (2022) shows that
Work-family conflict serves as a negative intermediary in the relationship between
perceived organizational support and job satisfaction. Perceived organizational
support refers to employees’ views on the extent to which the organization provides
support in dealing with issues outside the scope of their work, including daily life
issues. Empirical evidence also shows a link between Work-family conflict with
negative impacts such as poor mental and physical health, low organizational
commitment, job dissatisfaction, decreased marital happiness, and quality of family
life (Higgins et al., 2014). Both the company and the employee will guide their
respective priorities, including the company that has the right to demand employees
to contribute professionally (Dhir et al.,, 2020). Size Work-family conflict felt by
employees will cause stress, fatigue, and the desire to leave their place of work
(Mansour & Tremblay, 2018). But on the other hand, when employees” perceptions of
how they are valued by the company will have an impact on their attitudes and
behaviors in the workplace and will ultimately affect the employee’s job satisfaction
(Conway, 2015).

D.Conclusions

This study confirms that perceived organizational support (POS) plays a crucial role
in reducing work-family conflict (WFC) and improving job satisfaction among nurses.
The findings highlight that WFC acts as a mediating variable, suggesting that
managing the challenges of balancing work and family life is essential for improving
nurse well-being. By providing a supportive work environment, healthcare
institutions can alleviate the stress associated with these dual roles. Additionally,
implementing family-friendly policies, offering psychological support, and
promoting a culture of empathy are key strategies to reduce WFC and boost job
satisfaction. These efforts can ultimately lead to better job performance, lower
turnover rates, and improved quality of care. Future research should extend these
findings to a broader range of healthcare settings, examining how POS and WFC
dynamics impact different roles within the healthcare sector. Understanding these
factors can inform strategies to create more supportive workplaces for healthcare
professionals.

E. Acknowledgement

We thank all respondents, friends, and rector of Universitas Medan Area, and
Universitas Gadjah Mada, who help and support us in this article.

References

Abou Hashish, E. A. (2017). Relationship between ethical work climate and nurses’
perception of organizational support, commitment, job satisfaction and turnover
intent. Nursing Ethics, 24(2), 151-166. https:/ /doi.org/10.1177 /0969733015594667

485



Journal of Social Work and Science Education
Volume 6 (1) 2025, 472-493
E-ISSN 2723-6919, P-ISSN 2746-0827

Afrilia, L. D., & Utami, H. N. (2018). The Influence of Work Family Conflict on Job
Satisfaction and Performance (Study on Female Employees of Permata Bunda
Hospital Malang)). Jurnal Administrasi Bisnis, 55(2), 48-52.

Akkoca, Y. (2023). The Mediation of Job Satisfaction Between Perceived
Organizational Support and Organizational Commitment. Ahi Evran Universitesi
Sosyal Bilimler Enstitiisti Dergisi, 9I1), 350-362.
https:/ /doi.org/10.31592/aeusbed.1105200

Al-Hammouri, M. M., & Rababah, J. A. (2023). Work family conflict, family work
conflicts and work-related quality of life: The effect of rotating versus fixed shifts.
Journal of Clinical Nursing, 32(15-16), 4887-4893.
https:/ /doi.org/10.1111/jocn.16581

Alcover, C., Chambel, M. J., Ferndndez, ]J. J., & Rodriguez, F. (2018). Perceived
organizational support-burnout-satisfaction relationship in workers with

disabilities: The moderation of family support. Scandinavian Journal of Psychology,
59(4), 451-461.

Allen, T. D., Johnson, R. C., Kiburz, K. M., & Shockley, K. M. (2013). Work-family
conflict and flexible work arrangements: Deconstructing flexibility. Personnel
Psychology, 66(2), 345-376. https:/ /doi.org/10.1111/ peps.12012

Amanda, A.S., & Mujiasih, E. (2017). The Relationship Between Work-Family Conflict
and Job Satisfaction in Female Nurses Who Are Married at Private Hospital X,
Semarang City. Jurnal EMPATI, 6(4), 163-168.
https:/ /doi.org/10.14710/ empati.2017.20024

Amstad, F. T., Meier, L. L, Fasel, U., Elfering, A., & Semmer, N. K. (2011). A meta-
analysis of work-family conflict and various outcomes with a special emphasis
on cross-domain versus matching-domain relations. Journal of Occupational Health

Psychology, 16(2), 151-169. https:/ / doi.org/10.1037 /20022170

Anggraeni, M., & Wahyuni, Z. 1. (2019). The Influence of Job Demands, Husband’s
Social Support, and Demographic Factors on Work-Family Conflict of Married
Female Bank Employees. Humanitas (Jurnal Psikologi), 3(3), 227-244.
https:/ /doi.org/10.28932 /humanitas.v3i3.2270

Apperson, M., Schmidt, H., Moore, S., Grunberg, L., & Greenberg, E. (2002). Women
Managers and the Experience Of Work-Family Conflict. American Journal of
Undergraduate Research, 1(3). https:/ /doi.org/10.33697 / ajur.2002.020

Armstrong, G. S., Atkin-Plunk, C. A., & Wells, J. (2015). The relationship between
work-family conflict, correctional officer job stress, and job satisfaction. Criminal
Justice and Behavior, 42(10), 1066-1082.

Aryee, S, Fields, D., & Luk, V. (1999). A cross-cultural test of a model of the work-
family interface. Journal of Management, 25(4), 491-511.
https:/ /doi.org/10.1177 /014920639902500402

Avey, ]. B, Luthans, F., & Jensen, S. M. (2009). Psychological capital: A positive

486



Journal of Social Work and Science Education
Volume 6 (1) 2025, 472-493
E-ISSN 2723-6919, P-ISSN 2746-0827

resource for combating employee stress and turnover. Human Resource
Management, 48(5), 677-693.
https:/ /doi.org/https:/ /doi.org/10.1002/hrm.20294

Avey, ]. B., Luthans, F., Smith, R. M., & Palmer, N. F. (2010). Impact of positive
psychological capital on employee well-being over time. Journal of Occupational
Health Psychology, 15(1), 17-28. https:/ / doi.org/10.1037 /20016998

Aydogmus, C., Camgoz, S. M., Ergeneli, A., & Ekmekci, O. T. (2018). Perceptions of
transformational leadership and job satisfaction: The roles of personality traits
and psychological empowerment. Journal of Management & Organization, 24(1),
81-107. https:/ /doi.org/10.1017 /jmo.2016.59

Biswas, S., & Bhatnagar, J. (2013). Mediator Analysis of Employee Engagement: Role
of Perceived Organizational Support, P-O Fit, Organizational Commitment and
Job Satisfaction. Vikalpa, 38(1), 27-40. https:/ /doi.org/10.1177 /0256090920130103

Buonocore, F., & Russo, M. (2013). Reducing the effects of work-family conflict on job
satisfaction: The kind of commitment matters. Human Resource Management
Journal, 23(1), 91-108. https:/ /doi.org/10.1111/j.1748-8583.2011.00187.x

Carvalho, A. C,, Riana, . ., & Soares, A. C. (2020). Work Motivation, Job Satisfaction
and Employee Performance. International Research Journal of Management, IT &
Social Sciences, 7(5), 13-23.
https:/ /doi.org/https:/ /doi.org/10.21744 / irjmis.v7n5.960 Motiva

Casper, W. J., Martin, J. A., Buffardi, L. C., & Erdwins, C. J. (2002). Work-family
conflict, perceived organizational support, and organizational commitment

among employed mothers. Journal of Occupational Health Psychology, 7(2), 99-108.
https:/ /doi.org/10.1037/ /1076-8998.7.2.99

Chen, [.-H., Brown, R., Bowers, B. J., & Chang, W.-Y. (2015). Work-to-family conflict
as a mediator of the relationship between job satisfaction and turnover intention.
Journal of Advanced Nursing, 71(10), 2350-2363.
https:/ /doi.org/10.1111/jan.12706

Claudia, M. (2018). The Influence Of Perceived Organizational Support, Job
Satisfaction And Organizational Commitment Toward Organizational
Citizenship Behavior (A Study of the Permanent Lecturers at University of

Lambung Mangkurat, Banjarmasin). Journal of Indonesian Economy and Business,
33(1), 23. https:/ /doi.org/10.22146/jieb.17761

Conway, E. (2015). Perceived Organizational Support. In Wiley Encyclopedia of
Management (pp- 1-2).
https:/ /doi.org/https:/ /doi.org/10.1002 /9781118785317 .weom110285

Dhir, S., Dutta, T., & Ghosh, P. (2020). Linking employee loyalty with job satisfaction
using  PLS-SEM  modelling.  Personnel = Review, 49(8), 1695-1711.
https:/ /doi.org/10.1108 /PR-03-2019-0107

Dierdorff, E. C., & Ellington, J. K. (2008). It's the nature of the work: Examining

487



Journal of Social Work and Science Education
Volume 6 (1) 2025, 472-493
E-ISSN 2723-6919, P-ISSN 2746-0827

behavior-based sources of work-family conflict across occupations. In Journal of
Applied Psychology (Vol. 93, Issue 4, pp. 883-892). American Psychological
Association. https://doi.org/10.1037/0021-9010.93.4.883

Dixon, M. A., & Sagas, M. (2013). The Relationship Between Organizational Support,
Work-Family Conflict, and the Job-Life Satisfaction of University Coaches.
Research ~ Quarterly ~ for ~ Exercise =~ and  Sport, 78(3),  236-247.
https://doi.org/10.1080/02701367.2007.10599421

Eby, L. T., Casper, W.]., Lockwood, A., Bordeaux, C., & Brinley, A. (2005). Work and
family research in I0/OB: Content analysis and review of the literature (1980-
2002). Journal of Vocational Behavior, 66(1), 124-197.
https:/ /doi.org/10.1016/j.jvb.2003.11.003

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001).
Reciprocation of perceived organizational support. Journal of Applied Psychology,
86(1), 42-51. https:/ /doi.org/10.1037/0021-9010.86.1.42

Enns, C. L., & Sawatzky, J.-A. V. (2016). Emergency Nurses’ Perspectives: Factors
Affecting Caring. Journal of Emergency Nursing, 42(3), 240-245.
https:/ /doi.org/10.1016/j.jen.2015.12.003

Farquharson, B., Allan, J., Johnston, D., Johnston, M., Choudhary, C., & Jones, M.
(2012). Stress amongst nurses working in a healthcare telephone-advice service:
relationship with job satisfaction, intention to leave, sickness absence, and
performance.  Journal  of  Advanced  Nursing,  68(7),  1624-1635.
https:/ /doi.org/https:/ /doi.org/10.1111/j.1365-2648.2012.06006.x

Fei, Y., Jiang, N., Zhao, H., Zhang, F., Fu, W., & Yin, X. (2023). How work-family
conflict influences emergency department nurses’ turnover intention: The

mediating role of positive and negative affect. International Emergency Nursing, 68,
101289. https:/ /doi.org/https:/ /doi.org/10.1016/j.ien;j.2023.101289

Fox, M. F., Fonseca, C., & Bao, J. (2011). Work and family conflict in academic science:
Patterns and predictors among women and men in research universities. Social
Studies of Science, 41(5), 715-735. https:/ /doi.org/10.1177/0306312711417730

Frone, M. R., Russell, M., & Cooper, M. L. (1992). Antecedents and outcomes of work-
family conflict: testing a model of the work-family interface. The Journal of Applied
Psychology, 77(1), 65-78. https:/ /doi.org/10.1037/0021-9010.77.1.65

Frone, M. R., Yardley, J. K., & Markel, K. S. (1997). Developing and testing an
integrative model of the work-family interface. Journal of Vocational Behavior,
50(2), 145-167. https:/ /doi.org/10.1006/jvbe.1996.1577

Grzywacz, ]. G, Frone, M. R., Brewer, C.S., & Kovner, C. T. (2006). Quantifying work-
tamily conflict among registered nurses. Research in Nursing & Health, 29(5), 414~
426. https:/ /doi.org/10.1002/nur.20133

Haar, J. M. (2013). Testing a new measure of work-life balance: a study of parent and
non-parent employees from New Zealand. The International Journal of Human

488



Journal of Social Work and Science Education
Volume 6 (1) 2025, 472-493
E-ISSN 2723-6919, P-ISSN 2746-0827

Resource Management, 24(17), 3305-3324.
https:/ /doi.org/10.1080/09585192.2013.775175

Harjianto, M. A. (2019). The Influence of Job Involvement, Work-Family Conflict and
Job Stress on Job Satisfaction of Female Hospital Employees. Jurnal Riset
Manajemen Dan Akuntansi, 7(1), 33-43.

Hayati, M., & Armida, A. (2020). Pengaruh Work-family Conflict dan Stres Kerja
Terhadap  Kinerja  Perawat  Wanita.  Jurnal  Ecogen, 3(3), 410.
https:/ /doi.org/10.24036 /jmpe.v3i3.9917

Higgins, C., Duxbury, L., & Julien, M. (2014). The relationship between work
arrangements and work-family conflict. Work (Reading, Mass.), 48.
https:/ /doi.org/10.3233 / WOR-141859

Hochwarker, & Wayne, A. (2003). Emotional and physiological processes and positive
intervention strategies (1st ed.). JAL

Jex, S. M. (1998). Stress and job performance: Theory, research, and implications for
managerial practice. Sage Publications Ltd.

Kalliath, P., & Kalliath, T. (2014). Work-Family Conflict: Coping Strategies Adopted
by Social Workers. Journal of Social Work Practice, 28(1), 111-126.
https:/ /doi.org/10.1080/02650533.2013.828278

Karambut, C. ., & Noormijati, E. A. . (2012). Analysis of the influence of emotional
intelligence, work stress and job satisfaction on organizational commitment
(study on inpatient unit nurses at Panti Waluya Hospital, Malang). Jurnal Aplikasi
Manajemen, 10(3), 655-668.

Kelly, A. C,, & Carter, J. C. (2014). Eating disorder subtypes differ in their rates of
psychosocial improvement over treatment. Journal of Eating Disorders, 2, 2.

Kementerian Kesehatan. (2023). There were 1.26 Million Health Workers in Indonesia at
the Beginning of the Year 2023.

Killien, M. G. (2004). Nurses” health: work and family influences. Nursing Clinics of
North America, 39(1), 19-35.
https:/ /doi.org/https:/ /doi.org/10.1016 /j.cnur.2003.11.002

Kim, A., & Mor Barak, M. E. (2015). The mediating roles of leader-member exchange
and perceived organizational support in the role stress-turnover intention
relationship among child welfare workers: A longitudinal analysis. Children and
Youth Services Review, 52, 135-143.
https:/ /doi.org/https:/ /doi.org/10.1016 /j.childyouth.2014.11.009

Kurnia, D. N. (2016). The Effect Of Work Family Conflict And Work Stress On Employee
Job Satisfaction At PT. Bank Rakyat Indonesia (Persero) Tbk Wonosobo Branch.

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C.
S. (2015). Perceived Organizational Support: A Meta-Analytic Evaluation of
Organizational Support Theory. Journal of Management, 43(6), 1854-1884.
https:/ /doi.org/10.1177 /0149206315575554

489



Journal of Social Work and Science Education
Volume 6 (1) 2025, 472-493
E-ISSN 2723-6919, P-ISSN 2746-0827

Lamm, E., Tosti-Kharas, J., & King, C. E. (2015). Empowering employee sustainability:
Perceived organizational support toward the environment. Journal of Business
Ethics, 128(1), 207-220. https:/ /doi.org/10.1007 /s10551-014-2093-z

Laning, I. C., Atmadji, G., & S, L. V. H. (2019). Calyptra: Jurnal Ilmiah Mahasiswa
Universitas Surabaya Vol.7 No.2 (2019). 7(2), 1911-19109.

Larson, M., & Luthans, F. (2006). Potential Added Value of Psychological Capital in
Predicting Work Attitudes. Journal of Leadership & Organizational Studies, 13(2), 75-
92. https:/ /doi.org/10.1177/10717919070130020601

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

Lu, H., Zhao, Y., & While, A. (2019). Job satisfaction among hospital nurses: A
literature  review. International  Journal — of  Nursing  Studies,  94.
https:/ /doi.org/10.1016/j.ijjnurstu.2019.01.011

Lu, Y., Hu, X.-M., Huang, X.-L., Zhuang, X.-D., Guo, P., Feng, L.-F., Hu, W., Chen, L.,
Zou, H., & Hao, Y.-T. (2017). The relationship between job satisfaction, work
stress, work-family conflict, and turnover intention among physicians in
Guangdong, China: a cross-sectional study. BM] Open, 7(5), e014894.
https:/ /doi.org/10.1136 / bmjopen-2016-014894

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). Positive Pychological
Capital : Measurement and Relationship With Performance and Satisfaction.
Personnel Psychology, 60(3), 541-572.
https:/ /doi.org/https:/ /doi.org/10.1111/j.1744-6570.2007.00083.x

Maan, A. T., Abid, G., Butt, T. H., Ashfaq, F., & Ahmed, S. (2020). Perceived
organizational support and job satisfaction: a moderated mediation model of

proactive personality and psychological empowerment. Future Business Journal,
6(1), 21. https:/ /doi.org/10.1186 / s43093-020-00027-8

Mansour, S., & Tremblay, D.-G. (2018). Work-family conflict/family-work conflict,
job stress, burnout and intention to leave in the hotel industry in Quebec
(Canada): Moderating role of need for family friendly practices as “resource

passageways”. The International Journal of Human Resource Management, 29(16),
2399-2430. https:/ /doi.org/10.1080/09585192.2016.1239216

Mauno, S., & Ruokolainen, M. (2015). Does Organizational Work-Family Support
Benefit Temporary and Permanent Employees Equally in a Work-Family Conflict
Situation in Relation to Job Satisfaction and Emotional Energy at Work and at
Home? Journal of Family Issues, 38(1), 124-148.
https:/ /doi.org/10.1177 /0192513X15600729

McCarthy, A., Cleveland, J. N., Hunter, S., Darcy, C., & Grady, G. (2013). Employee
work-life balance outcomes in Ireland: A multilevel investigation of supervisory

support and perceived organizational support. The International Journal of Human
Resource Management, 24(6), 1257-1276.

490



Journal of Social Work and Science Education
Volume 6 (1) 2025, 472-493
E-ISSN 2723-6919, P-ISSN 2746-0827

https:/ / doi.org/10.1080,/09585192.2012.709189

Mohammad, S., Miguet, M., Rukh, G., Schiéth, H. B.,, & Mwinyi, J. (2023). Job
satisfaction and job tenure of people with mental health disorders: a UK Biobank
cohort study. Scandinavian Journal of Public Health, 51(8), 1248-1257.
https:/ /doi.org/10.1177 /14034948221119639

Mulyaningsih, S. A., & Tanuwijaya, ]J. (2023). Pengaruh Job Stress, Perceived
Organizational Support, Work Family Conflict Terhadap Turnover Intention
Pada Pt Xyz. Jesya, 6(2), 1546-1561. https:/ /doi.org/10.36778 /jesya.v6i2.1066

Muzakki, M., & Heryyanto, A. (2022). Perceived Organizational Support, Work-
Family Conflict, and Job Satisfaction: a Serial Mediation Model. Media Mahardhika,
21(1), 115-127. https:/ /doi.org/10.29062/ mahardika.v21i1.527

Natalin, M., & Satrya, A. (2021). The Influence of Work-Family Conflict and Perceived
Organizational Support on Turnover Intention through Mediation Emotional
Exhaustion on Indonesian Garment Workers. https://doi.org/10.4108/eai.14-9-
2020.2304602

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

Nohe, C., Meier, L. L., Sonntag, K., & Michel, A. (2015). The chicken or the egg? A
meta-analysis of panel studies of the relationship between work-family conflict
and strain. The Journal of Applied Psychology, 100(2), 522-536.
https:/ /doi.org/10.1037 /20038012

Nursalam, M. K. (2002). Aplikasi dalam Praktik Keperawatan Profesional. Salemba
Medika.

Pahlevan Sharif, S., Ahadzadeh, A. S., & Sharif Nia, H. (2018). Mediating role of
psychological well-being in the relationship between organizational support and
nurses’ outcomes: A cross-sectional study. Journal of Advanced Nursing, 74(4), 887-
899. https:/ /doi.org/10.1111/jan.13501

Pietromonaco, P. R., Manis, J., & Frohardt-Lane, K. (1986). Psychological consequences
of multiple social roles. Psychology of Women Quarterly, 10(4), 373-381.
https:/ /doi.org/10.1111/j.1471-6402.1986.tb00762.x

Podsakoff, N. P., LePine, J. A., & LePine, M. A. (2007). Differential challenge stressor-
hindrance stressor relationships with job attitudes, turnover intentions, turnover,
and withdrawal behavior: a meta-analysis. The Journal of Applied Psychology, 92(2),
438-454. https:/ /doi.org/10.1037/0021-9010.92.2.438

Putra, M. E. N., Moeins, A., & Kasmir, K. (2019). The Effect Of Organizational Support
And Work Attitude Towards Employee Work Productivity At Pt. Prima Utama.
Magma: JURNAL MAGISTER MANAJEMEN, 4(1).

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: a review of
the literature. The Journal of Applied Psychology, 87(4), 698-714.

491



Journal of Social Work and Science Education
Volume 6 (1) 2025, 472-493
E-ISSN 2723-6919, P-ISSN 2746-0827

https:/ /doi.org/10.1037/0021-9010.87.4.698
Riggio, R. E. (2015). Introduction to industrial and organizational psychology. Routledge.

Sahrah, A. (2017). Burnout Female Nurses Reviewed from Organizational Climate.
Psycho Idea, 15(2), 88-97.

Sari, N. K. (2019). The Influence of Perception of Organizational Support and Organizational
Justice on Job Satisfaction. 7(1), 120-128.

Septiani, M., & Wijono, S. (2022). Perceived Organizational Support (Pos) With Job
Satisfaction During the Covid-19 Pandemic. Psikoborneo: Jurnal Ilmiah Psikologi,
10(3), 538. https:/ /doi.org/10.30872/ psikoborneo.v10i3.8484

Shacklock, K., & Brunetto, Y. (2012). The intention to continue nursing: work variables
affecting three nurse generations in Australia. Journal of Advanced Nursing, 68(1),
36-46. https:/ /doi.org/10.1111/j.1365-2648.2011.05709.x

Simatupang, M. F., & Salendu, A. (2019). Perception of Organizational Support as a
Mediator Between Organizational Justice and Employee Job Satisfaction at PT
ABC. Jurnal Diversita, 5(2), 95-104. https:/ /doi.org/10.31289/ diversita.v5i2.2696

Spector, P. (1997). Job Satisfaction: Application, Assessment, Causes, and Consequences.
https:/ /doi.org/10.4135/ 9781452231549

Stamper, C. L., & Johlke, M. C. (2003). The Impact of Perceived Organizational Support
on the Relationship Between Boundary Spanner Role Stress and Work Outcomes.
Journal of Management, 29(4), 569-588. https://doi.org/10.1016/50149-
2063_03_00025-4

Sugiyono. (2022). Metode Penelitian Kuantitatif, Kualitatif, dan R&D.

Suresh, S., & Kodikal, R. (2017). SEM approach to explore Work Life Balance: A study
among nurses of Multispecialty Hospitals. Sahyadri Journal of Management, 1(1), 1-
17.

Syani, R. S., Tentama, F., Diponegoro, A. M., Psikologi, M., Psikologi, F., & Ahmad, U.
(2021). Validity and Reliability of the Teacher Job Satisfaction Scale Construct.
Jurnal Penelitian Dan Pengukuran Psikologi, 10(2), 91-99.

Tayfur Ekmekci, O., Xhako, D., & Metin Camgoz, S. (2021). The Buffering Effect of
Perceived Organizational Support on the Relationships Among Workload, Work-
Family Interference, and Affective Commitment: A Study on Nurses. The Journal
of Nursing Research : JNR, 29(2), e140.
https:/ /doi.org/10.1097 /JNR.0000000000000419

Wattoo, M. A., Zhao, S., & Xi, M. (2018). Perceived organizational support and
employee  well-being.  Chinese Management  Studies, 12(2), 469-484.
https:/ /doi.org/10.1108 / CMS-07-2017-0211

Yasin, Y. M., Kerr, M. S, Wong, C. A., & Bélanger, C. H. (2020). Factors affecting
nurses’ job satisfaction in rural and urban acute care settings: A PRISMA
systematic review. Journal of Advanced Nursing, 76(4), 963-979.

492



Journal of Social Work and Science Education
Volume 6 (1) 2025, 472-493
E-ISSN 2723-6919, P-ISSN 2746-0827

https:/ /doi.org/10.1111/jan.14293

Yunita, M. M. (2020). Relationship of Psychological Capital and Happiness in Early Adult
Women That Have Multiple Roles Conflict. 439(Ticash 2019), 254-258.
https:/ /doi.org/10.2991/ assehr.k.200515.044

Zakiah, N., Nurrizka, R. H., Nurdiantami, Y., & Hardy, F. R. (2020). Relationship
between Job Satisfaction and Organizational Commitment of Nurses at Prikasih
Hospital, Jakarta.  Jurnal  Kedokteran = Dan  Kesehatan,  16(1),  55.
https:/ /doi.org/10.24853 /jkk.16.1.55-67

Zandian, H., Sharghi, A., & Moghadam, T. Z. (2020). Quality of work life and work-
family conflict: a cross-sectional study among nurses in teaching hospitals.
Nursing Management (Harrow, London, England : 1994).
https:/ /doi.org/10.7748 /nm.2020.e1881

493



