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Abstract: The significance of multiple sources of 
support to the experience of work and personal life 
balance is an established fact. This study explores the 
role of one such support source i.e. the family support in 
establishing job satisfaction among women working in 
different sectors and jobs in India. The study further 
investigates work-life balance as a mediator between 
family support and job satisfaction. A sample of 465 
women working in five different sectors i.e. IT/ITES, 
Police, Academics, Health Care and Media were 
surveyed using a structured questionnaire. Data thus 
collected was coded and analyzed using SPSS Process 
macro. Results indicated a positive and a significant 
relationship between family support and job satisfaction. 
A partial mediation of work-life balance between the 
dependent and the independent variables was also found.  
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1. Introduction 
 
Recent global trends such as socioeconomic 
development, technological development, entrepreneurial 
opportunities, equal employment opportunities etc. has 
led to an increased number of women entering the labor 
force and growing despite factors such as marriage and 
children. But there exists a set of different expectations 
that underpin their role performance in the work and 
family domains. Several factors create anxiety into the 
life of the women which is further glorified in dual-
career couples with younger children and aging parents. 
A consistent psychological conflict arises that leads to a 
feeling of shrunken control over one's life and a 
pessimistic perception of lack ofrational stability and 
balance in life. Apart from it there are other work-related 
factors that make women employee feel anxious about 
their job leading to both short and long term physical and 
mental illnesses. Organizations too experience negative 
outcomes such as increased absenteeism, employee 
turnover and reduced productivity. 
 
Owing to the rapid increase in labor force participation of 
women in recent decades and issues arising along with, 

social scientists have shown increased interest in 
understanding interrelationship between the work and 
family systems. Sekaran (1983) found that two of the 
most important factors that lead to the success of a 
working women are: lack of stress in carrying out 
multiple roles and support for being both a career and a 
family person. Rudd & McKenry (1986) established that 
family-based factors have greater impact on the job 
satisfaction levels of the working women as compared to 
the work-based factors. And while role of work-based 
factors have been researched extensively, family-based 
factors have received little attention barring few that talk 
exclusively about partner/spousal support. 
 
Hence, this study aims to fill this gap in literature by 
empirically investigating the impact of family support on 
job satisfaction levels of women working in different 
sectors and how the work-life balance mediates the 
relationship between family support and job satisfaction. 
 

Literature Review 
 
Family Support 
Social support is a crucial factor that serves as an 
effective resource for coping against work-family 
conflicts in the event of work and family conflict, and is 
conceptualized as the structure of relationships as well as 
the flow of resources provided by relationships 
(Greenhaus and Parasuraman, 1994). These relationships 
may be on-the-job social support network as well as a 
personal or non-work based network of supportive 
relationships. 
 
Social support outside of work may come from an 
employee’s spouse or partner, parents, siblings, children, 
extended family, and friends. Husbands contribute in a 
variety of areas, including earnings and personal 
financial management (Kate, 1998), home and family 
responsibilities (Baron, 1987; Bonney et al., 1999), 
career management and support (Gordon and Whelan-
Berry, 2004; Hertz, 1999), and interpersonal support 
(Becker and Moen, 1999). Studies of working couples 
have found that, although household chores and child 
care duties may not be equally divided, women were 
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generally satisfied with their husband’s contributions 
(Biernat and Wortman, 1991), and spousal support 
significantly influences job satisfaction and stress (Bures 
and Henderson, 1995). To balance the many demands of 
home and work, couples collaborate to attend to all of 
their obligations (Barnett and Rivers, 1996).  
 
Family, friends, and neighbors may also play significant 
roles for women who actively juggle the demands of 
work and home. Adams et al. (1996) found that family-
based social support was negatively associated with 
family interfering with work, a dimension of work-
family conflict. These relationships also provide support 
that reduces work-family conflict by reducing time 
demands and stress (Greenhaus and Parasuraman, 1994; 
Seers et al., 1983). 
 
Given the increasing interdependence of the work and 
family domains, family support is being recognized as an 
increasingly important factor contributing to our 
understanding of the well-being of employees (Peeters 
and LeBlanc, 2001). Investigating the existing literature 
on the relationship between family social support and 
work-like balance reveals, to a point, a similar pattern as 
that identified in the work domain. Receiving spouse-
partner support has been positively related to number of 
work-related outcomes, including occupational success 
(Bird and Bird, 1986), positive mental health 
(Aneshensel, 1986), marital adjustment (Roskies and 
Lazurus, 1980; Suchet and Barling, 1986), job 
satisfaction (Rudd and McHenry, 1986) and indirectly to 
the amelioration of stress due to work and job loss 
(House, 1981). 
 
But on the other hand, there have been a number of 
studies whose findings have been less supportive of the 
positive effect of family based support on work-family 
conflict. Leaving aside the well-documented gender 
effects (Aryee and Luk, 1996), there is considerable 
inconsistency in the results of research conducted in this 
area. Parasuraman, Greenhaus and Granrose (1992) 
concluded that effects of spousal support were only 
significant in family and not the work domain. In an 
investigation of different forms of support, the results of 
a study by Kauffman and Beehr (1986) indicated that 
emotional support from family and friends was in fact 
significantly related to a number of strain reactions. 
When the presence of children is added to the analysis, 
Shinn et al., (1989) found only weak effects of social 
support on the well-being of working parents, while the 
findings of Westman and Etzion (1995) suggest that 
spousal support is less critical in its relationship with 

well-being than previously thought, a conclusion 
supported by Peeters and LeBlanc (2001). 
 
Work Life Balance 
 
Work life balance practices are organizational changes 
designed to reduce work family conflict. These work life 
balance practices enable employees to be effective in 
both work and personal roles. The more control an 
employee has ontheir lives the more able they are to 
balance work and family. Iqan (2010) conclude that, a 
successful balance between work and non-work roles are 
beneficial for both employee and employer. And this 
balance in work and life domains enhances quality of 
personal relationship and organizational outcomes. Work 
life balance is drive for satisfaction of employees. Many 
organizations feel the need of work life balance which 
include retention of valuable work force, reduce work 
family conflict, and reduce employee stress, job 
satisfaction and better life balance. 
 
Work life balance practices need to be supported and 
encouraged at workplace culture. Strong and supportive 
organizational culture increase employee intent to remain 
in the organization. (Felicity Asiedu-Appiah, 2013) 
concludes that work life balance is important in 
enhancing employee performance at work and home. 
Gender difference exists in work life balance needs 
because work and non-work responsibilities are different 
for male and females. Some research results show that 
female demonstrated more need for work life balance as 
compared to male. An individual derive satisfaction in 
life from work and family domains. Researches find that 
work balance practices effect overall organization and 
individual performance. Lockwood(2003) define work-
life balance as a managing work and personal 
responsibilities. Work-life programs require support from 
senior management. For work/life benefits in work 
environment it is helpful to have a corporate culture that 
encourages employees to look at business in an entirely 
different way and supports and accepts employees as 
individuals with priorities beyond the workplace. Work 
life balance programs increased employee motivation 
and productivity. 
 
Family support refers to how family members feel 
concerned and committed to the family unit and support 
each other (King, Mattimore, King, & Adams, 1995). 
Similar to workplace social support, family can offer 
both instrumental and emotional support. Instrumental 
family social support refers to the various tangible forms 
of help that family members may provide each other to 
favor their daily tasks, whereas emotional family support 

International Journal of Pure and Applied Mathematics Special Issue

42



   

  

refers to the things that family members do to make the 
others feelcared (Adams, King, & King, 1996). The 
importance of family social support in experiencing 
positive work and nonwork outcomes has been 
demonstrated in several studies, particularly in its 
relation to work–family facilitation (Aryee et al., 2005), 
work–family conflict (Griggs, Casper, & Eby, 2013; 
Wallace, 2005), effective coping with life stressors 
(Grzywacz & Marks, 2000) and improved performance 
in all areas of life (Brummelhuis, Haar, &Roche, 2014). 
To our knowledge, only a handful of studies that has 
examined the link between family social support and 
work–family balance (Ferguson et al., 2012). Ferguson et 
al. (2012) have found that perceiving social support from 
the partner can increase employees’ capacity to 
experience role balance as the partner provides an 
invaluable aid to the focal actor to accomplish work and 
family goals. Following previous studies (Griggs et al., 
2013), we assume that receiving social support from the 
partner can provide to the focal actor with important 
instrumental and emotional resources that make it easier 
for him/her the attainment of meaningful life goals and 
aspirations. 
 
For example, a partner can keep the moral up in the 
family domain when the focal actor is experiencing bad 
mood or illness and/or provide him or her encouragement 
and concrete aid in cultivating his/her personal life 
interests and passions. For illustrative purposes, consider 
the case of a partner who decide to take on himself or 
herself the majority of household tasks in one or more 
days of the week to let the focal actor train for an 
important sport competition or who supports him or her 
in the decision to enroll in college for updating his or her 
human capital and obtain a bachelor’s degree. In 
contrast, a person who does not receive family support 
from his or her partner is likely to experience 
psychological distress, bad moods and a depletion of 
physical and psychological resources when seeking to 
accomplish both work and non-work life goals and 
aspirations, resulting in a lower capacity to accomplish 
WLB. In sum, family social support allows an actor to 
build on his or her partner to develop more positive 
experiences in multiple roles. Thus, 
 
Hypothesis 1: Family social support will be positively 
related to WLB. 
 
Job Satisfaction 
Job Satisfaction also refers to the employee’s general 
attitude towards his job. Job satisfaction is used to 
describe how content an individual is with his or her job. 
Many organizations develop training programs and 

benefits packages to develop loyal employees. Longer 
employees work for the organization, more valuable the 
employees become. 
 
Job satisfaction is most important attitude in the field of 
the organization behavior. Every organization tries to 
create satisfied work force to operate the wellbeing of the 
organization because satisfied worker extend more effort 
to job performance. Total organizational performance 
depends on efficient and effective performance of 
individual employees of the organization. Pushpakumari 
(2008) further added that when employee is satisfied 
with the job he is motivated to perform the job with great 
effort. A satisfied individual employee and his effort and 
commitment are necessary for the success of the 
organization. Many organizational managers believe that 
salaries and financial benefits are the way to increase job 
satisfaction. Job satisfaction also increases employee 
motivation at work. Employee satisfaction is a factor in 
employee motivation and goal achievement. Naseem 
(2011) found that satisfied employees show excellent 
performance that leads to organizational success thus 
result in improved financial success. Employee 
satisfaction increases the quality of work. Employee 
satisfaction leads to customer satisfaction because 
customer service eventually depends on the community 
who provide that service. Result of the study show that 
employee satisfaction is a key factor of organizational 
success. 
 
Guest (2002) summarizes in his article review that 
previous research on the positive relationship between 
work-life balance and well-being as well as job 
satisfaction of an employee is repeatedly proven. This is 
in line with the study of Allen (2001) who found a 
relationship between work-life balance and job 
satisfaction leading tohypothesis as follows:  
 
Hypothesis 2: Work-life balance is positively related 
to job satisfaction. 
 
Work-family balance as a mediator 
Research on federal employees suggests that family-
friendly policies at work may decrease work-family 
conflict, improving work-family balance and in turn job 
satisfaction (Saltzstein et al., 2001). Work-based social 
support has been positively related to job satisfaction 
directly and through work-family conflict as a mediating 
variable (Carlson and Perrewe, 1999). Gordon et al. 
(2002) found that working women at midlife recalibrate 
their work and family priorities to ensure that they are 
achieving their desired balance between these domains. 
In this study, we test whether work-family balance is the 
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mechanism through which both work-based and personal 
social support for women at midlife correlate with the 
work outcomes of job satisfaction, career 
accomplishment, and organisational commitment. Thus, 
we test the following hypotheses: 
 

 
 
Hypothesis 3: Work-life balance mediates the 
relationship between family support and job 
satisfaction. 
 
Methodology 
The present study surveyed a sample of 465 working 
women across five professions – Media, IT/ITES, Police, 
Health care and HOD using a structured questionnaire in 
an online mode. The sample was selected using 
purposive sampling technique. A total of 1000 
questionnaires were distributed online out of which 465 
were answered with a response rate of 46.5. The data 
thus collected was analyzed using MS-Excel and SPSS 
Version 24.0. The results thus obtained in the form of 
descriptive statistics and mediation output were then 
reported.  
 
Findings 
Both Hypothesis 1 and 2 were supported indicating a 
significant positive relationship between family support 
and work-life balance and work-life balance and job 
satisfaction respectively. Hypotheses 3 propose that 
family support has a positive effect on job satisfaction 
through the mediation of work-life balance. The 
bootstrapping method of 5000 resamples using Hayes's 
(2013) the PROCESS macro for SPSS with Model above 
was employed to investigate the mediation effects and 
the output is as below: 
 
Mediation Analysis Output: 

 
Model = 4 
 
    Y = JSat 
    X = FamilySu 
    M = WLB 
 
Sample size= 465 
 
 
 
 
 

******************************************************** 
Outcome: WLB 
Model Summary 
 
          R       R-sq        MSE          F              df1        df2                p 
      .1445   .0209      .3336     9.8726     1.0000   463.0000      .0018 
 
Model 
 
                     coeff         se          t                  p         LLCI       ULCI 
FamilySu      .3270      .1041     3.1421      .0018      .1225      .5315 
 
******************************************************** 
Outcome: JSat 
Model Summary 
 
          R       R-sq        MSE          F                df1        df2               p 
      .3965      .1572      .1506    43.0788     2.0000   462.0000      .0000 
 
Model 
                      coeff         se          t                p           LLCI       ULCI 
WLB           .1023      .0312      3.2771      .0011       .1637       .0410 
FamilySu      .6408      .0707     9.0667      .0000      .5019      .7797 
 
********** TOTAL EFFECT MODEL********************** 
Outcome: JSat 
Model Summary 
 
          R       R-sq        MSE          F               df1        df2               p 
      .3709      .1376      .1538    73.8644     1.0000   463.0000      .0000 
 
Model 
                      coeff         se          t                  p       LLCI       ULCI 
constant     1.7816      .2457     7.2514      .0000     1.2988     2.2644 
FamilySu      .6073      .0707     8.5944      .0000      .4685      .7462 
 
****** TOTAL, DIRECT, AND INDIRECT EFFECTS********* 
 
Total effect of X on Y 
 
       Effect         SE          t               p          LLCI       ULCI 
      .6073      .0707     8.5944      .0000      .4685      .7462 
 
Direct effect of X on Y 
 
     Effect         SE          t          p       LLCI       ULCI 
      .6408      .0707     9.0667      .0000      .5019      .7797 
 
Indirect effect of X on Y 
 
                Effect    Boot SE   BootLLCI      BootULCI 
WLB     -.0335      .0167         -.0763           -.0086 
 
 
****** ANALYSIS NOTES AND WARNINGS************** 
 
Number of bootstrap samples for bias corrected bootstrap confidence 
intervals: 5000 
 
Level of confidence for all confidence intervals in output:    95.00 
 
------ END MATRIX ----- 
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The results indicated that family support was a 
significant predictor of work-life balance b = .327, SE = 
.104, t(463)=3.14,p < .05 and that work-life balance was 
a significant predictor of job satisfaction b = .1023, SE = 
.0312, t(462)=-3.28, p < .05 when controlled for 
independent variable family support. This supports the 
mediational hypothesis. On bootstrapping, the results 
indicated that the direct effect of family support on work-
life balance b=.6408, SE=.707, p<.05 is significant which 
in the presence of mediating variable work-life balance 
does not null down but diminishes as indicated by total 
effect b=.607, SE=.707, p<.05 which is significant thus 
indicating the partial mediation. The indirect coefficient 
was also found to be significant b=.033, se=.017, 95% 
CI= .0763,.0086. Family support was 3% associated with 
job satisfaction as mediated by work-life balance. 
 

Discussion & Conclusion 
 

Based on the results, it is interpreted that greater support 
from the family leads to better balance between work and 
family which in turn improves job satisfaction. As per 
literature, there are underlying mechanisms between 
these variables. For example, family support leads to 
work-life balance by enhancing work-family enrichment. 
In an era of increased job insecurity and greater social 
pressure to cultivate and invest in all domains of people’s 
life, we believe that the capacity of individuals to balance 
the spheres of work and non-work roles is crucial for 
unleashing positive energy. We showed that multiple foci 
of social support – work and family – can help 
individuals to expand their capacity for WLB, which in 
turn cultivates psychological availability for engendering 
positive energy at work. In so doing, we shed further 
light on the socio-psychological process that underpins 
WLB and its influence on positive psychological 
conditions and experiences at work. Women can also 
benefit from seeking and accepting assistance from 
organizations, family, and friends, thereby ending 
attempts to be a superwoman, who singly manages work 
and home responsibilities. 
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