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Abstract

Purpose: Studies time and again ascribe increased attrition in the nursing profession 
to poor organizational support and issues of work-life balance resulting in higher 
levels of job dissatisfaction among nurses. Considering this background, we 
conceptualized a model (POS-WLB-JS) anchored on organizational support theory 
and examined the mediating influence of work- life balance in the relationship of 
perceived organizational support and job satisfaction for female nurses in the Indian 
healthcare ecosystem.

Methodology: Convenience sampling techniques were used to collect data from 250 
female nurses from 40 hospitals in Mumbai. Hierarchical regression analysis techniques 
were used to test the hypotheses. In addition, Sobel test for indirect effects was used to 
assess the mediating influence of work -life balance in the conceptual model. 

Findings: Perceived organizational support, work- life balance, and job satisfaction 
have a significant and positive relationship among them. In addition, work- life balance 
mediates the relationship of perceived organizational support and job satisfaction for 
female nurses in the Indian nursing context.  

Practical Implications: The study will be beneficial to healthcare administrators, 
doctors, and practitioners who play a pivotal role in the delivery of healthcare services 
through nurses. It explores the process of job satisfaction through work-life balance 
and organizational support. 

Originality: The study makes a distinction between specific support for work- life 
measures and distal support that exists for nurses in hospitals. It was found that the 
latter as measured by the perceived organizational support scale has a significant and 
positive relationship with job satisfaction and work- life balance. 

Keywords: Perceived Organizational Support, Work-life Balance, Job Satisfaction, 
Healthcare, Female Nurses. 
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1. Introduction 

Nursing remains one of the preferred jobs for many women in India (Johnson, 
Judith, & Maben, 2014). They represent the largest front-line workforce in the entire 
healthcare ecosystem. The number of nurses working in urban areas is almost thrice 
than those employed in rural areas as nurses prefer working in cities (Gill, 2011; Park, 
2011). However, of late, nursing as a profession is losing its charm given a plethora of 
challenges and concerns associated with it. FICCI (2016) in its report identified some 
of the pressing concerns in the nursing profession such as lack of rewarding career 
progression, poor welfare measures, income disparity, low social status, inadequate 
work environment, poor work life balance , and issues of empowerment. Furthermore, 
regular nursing tasks are physically and emotionally challenging (Demerouti, Bakker, 
& Bulters, 2004; McQueen, 2004) contributing to a higher level of stress in nurses. 
Therefore, job satisfaction (JS) for clinically focused nurses is considered as one 
of the main factors affecting their recruitment and retention, contributing to nurses 
shortages and staff turnover, which are issues of both national as well as international 
concern (Kumar, Dass, & Topaloglu, 2014; Alotaibi, Paliadelis, & Valenzuela, 2016). 

Importantly, low job satisfaction impacts the quality of patient care (Cavanagh, 1992) 
and in turn the reputation of hospitals (Poulose& Sudarsan, 2017). Furthermore, studies 
on the satisfaction of nurses in metropolitan cities have revealed the prevalence of 
huge dissatisfaction among the nurses on almost all satisfaction rating scales (Murray 
and Smith, 1988, Kuaru, 1994). The problems caused due to such dissatisfaction leads 
to absenteeism, grievances, low morale, and high turnover (Gangadhraiah, Nardev, 
& Reddy, 1990; Martin, 1990 & Abou Hashish, 2017). Han, Carter, and Champion 
(2018) in a study on job satisfaction of nurses found that a greater portion of job 
dis-satisfiers was extrinsic including company policies, working conditions, and 
compensation. Such dissatisfaction results in the poor perception of organizational 
support by the nurses. (Aiken, Clarke, Sloane, Sochalski, & Silber, 2002; Kwak, 
Chung, Xu, & Cho, 2010). 

According to Organizational Support Theory (OST), employees develop a general 
perception of support for their organizations’ approach in terms of caring for their 
contribution and well-being which is referred to as perceived organizational support 
(POS) (Eisenberger, Huntington, Hutchison, & Sowa, 1986; Shore & Shore, 1995; 
Eisenberger & Stinglhamber, 2011). Studies on POS are in abundance and have 
explained time and again the significance of it in predicting job satisfaction in the 
nursing context too (for reference see, Li et al., 2020; Gillet et al., 2013 &Chang, 2015). 
However, studies linking such distal support (general support) to work-life balance 
in the healthcare settings are limited (McCarthy et al., 2013; Amazue & Onyishi, 
2016). Furthermore, explicit work-life balance measures may or may not exist for 
nurses considering the very demanding nature of their work in the healthcare sector. 
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Thus, we argue, even distal perception of organizational support as conceptualized in 
terms of perceived organizational support too would promote work life balance and 
job satisfaction. Therefore, anchoring our research on organizational support theory, 
we proposed a theoretical model and examined the effect of perceived organizational 
support on job satisfaction through the mediating influence of work-life balance for 
female nurses in the Indian healthcare sector. In the subsequent section, we present 
the theoretical arguments in support of our hypotheses and propose the conceptual 
model. 

2. Literature Review and Hypothesis Development

2.1 Perceived Organizational Support and Job satisfaction 

Deriving its roots in organizational support theory, POS is termed as the general 
belief among employees concerning to the organization values, their contributions, 
and about their well- being. (Eisenberger, Huntington, Hutchison & Sowa, 1986). 
Research on POS has demonstrated favourable results on an individual as well as on 
organization. Perception of favourable support culminates in employees experiencing 
psychological well-being and positive feelings towards their work and organization 
(Eisenberger & Stinglhamber, 2011). Employees who believe that their organization 
value their contributions and is concerned about their welfare tend to reciprocate by 
performing their jobs well (Shore and Wayne, 1993). It meets the psychogenic needs 
of the employees and contributes to overall job satisfaction by conveying to employees 
that help and support are always available (Eisenberger and Rhoades, 2002; Casimir 
et al., 2014). 

Job satisfaction is simply how people feel about their jobs and different aspects of their 
jobs. It is the extent to which people like (satisfaction) or dislike (dissatisfaction) their 
jobs (Spector, 1997). Both job satisfaction and dissatisfaction are a function of the 
perceived relationship between what one wants from one’s job and how one perceive 
it (Locke, 1969). Job satisfaction is affected by many factors and the perception of 
organizational support has a predictive effect on it. Studies have shown a positive 
relationship between POS and job satisfaction (Shore & Tetrick, 1991; Rhoades 
and Eisenberger, 2002; Hongvichit, 2015). Empirical research on nursing too has 
found a positive relationship between POS and job satisfaction (Al-Hussami, 2008; 
Burke, 2003; Laschinger, Purdy, Cho, & Almost, 2006; Filipova, 2011; Poulose and 
Sudarsan, 2014; Shao, Zhang, & Chen, 2016). Therefore, in line with the previous 
research, we hypothesize;

Hypothesis 1: Perceived organizational support has a significant and positive 
relationship with job satisfaction.
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2.2 Perceived Organizational Support and Work -life balance

According to Poulose and Sudarsan (2014), the balancing act of an individual 
between the organization and personal life is termed as Work- life balance (WLB) or 
work-family balance. Work- life balance is positively associated with one’s quality 
of life and overall well-being (Greenhaus, Collins and Shaw, 2003). Employee’s 
perception of organizational support also predicts many work and family outcomes 
such as reduced role conflict, higher job satisfaction, and reduced turnover intentions. 
(Greenglass et al., 2001 & Garret et al., 2001). A lot of research is focused on the need 
of creating a proper work environment for nurses. However not much is known about 
the influence of POS on overall work- life balance about nurses working in hospitals 
as their work involves high mental as well as physical demands owing to excessive 
workload arising out of lean workforce in hospitals often requiring night shifts and 
forfeiture of normal holidays (Greenglass, Burke, & Fiksenbaum, 2001; Garret and 
McDaniel, 2001; McCarthy et al., 2013). Also, explicit work- life balance policies 
may or may not exist for nurses in the place of their work (hospitals) considering the 
demanding nature of their work. Thus, it could be argued that the overall perception 
of organizational support in terms of recognizing their contribution, care, and concern 
shown towards them (Eisenberger et al., 1986) may enable the nurses to balance their 
work and family responsibilities effectively. Therefore, we hypothesize;

Hypothesis 2: Perceived organizational support has a significant and positive 
relationship with work- life balance

2.3 Work- life balance and Job satisfaction

Clark (2001) defines WLB as satisfaction and good functioning at work and home 
with a minimum of role conflict. Considering the dual role of women in Indian 
society on the family and work front, WLB has become a major concern for women 
employees in today’s scenario as extended work hours in the organization constraints 
their productivity and time meant to be devoted at the family front (Vasumathi, 
2018). Research has found that WLB of employees increases various employee 
and organizational- related job outcomes (Sirgy and Lee, 2017) including job 
satisfaction. The same is equally true for female nurses who represent the largest 
group of workforce engaged in patient care. Nurses have to work in a challenging 
and emotionally demanding condition along with physically demanding working 
conditions, such as weekend work, work shifts, and high workload (Van der Heijden, 
Demerouti, & Bakker, 2008) which makes them more prone to work-family conflict 
(Yildirim and Aycan, 2008). 

Most research on work- life balance has focussed on the effect of WLB on outcome 
variables such as job attitudes, work performance, productivity, lateness, absenteeism, 
and turnover (Konrad and Mangel, 2000; Anderson, Coffey, & Byerly, 2002; 
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Behson, 2005; Ahmad, 2008; Cohen & Liani, 2009). However, studies focussing on 
employees’ job satisfaction with work- life balance on female nurses are few and far 
between. Also work- life balance may or may not guarantee job satisfaction (Kim & 
Ryu, 2017).Considering this dichotomy over the effect of work- life balance on job 
satisfaction, we hypothesize;  

Hypothesis 3: Work- life balance has a significant and positive relationship with job 
satisfaction.

2.4 Work-life balance as a mediator between Perceived Organizational Support 
and Work- life balance

Research has demonstrated that work- life balance leads to increased job satisfaction, 
health satisfaction, family satisfaction, and overall life satisfaction (Allen, Herst, 
Bruck, & Sutton, 2000; Keyes, 2002; Marks & MacDermid, 1996). Joseph and Lee 
(2017) in an integrative review on Work-life balance have identified antecedents and 
consequences of WLB on employee and organizational outcomes. The authors have 
highlighted the significance of the support system in predicting job satisfaction by 
assisting the employees to manage work and life demands in a better way. Further, 
literature on WLB, anchoring on organizational support theory (Eisenberger et al., 
1986) have underscored the importance of working conditions, work environment, 
managerial support, work-life initiatives, and other organizational attributes in 
enabling the employees to manage their work and non-work demands (Casico, 2000; 
Gupta et al., 2015; Thomas & Ganster, 1995; Allen, 2001; Murphy and Zagorski, 
2005; McCarthy et al., 2010; Brannen & Lewis, 2000). However, barring few studies 
(McCarthy et al., 2013 & Amazue & Onyishi, 2016), very limited research has 
explained the influence of general perception of support i.e., POS and WLB in the 
area of nursing. Casper and Buffardi (2004) and Joseph and Lee (2017) through their 
findings have predicted the interrelationship between POS, WLB and JS. However, 
very little is known on the impact of POS on job satisfaction through the mediating 
role of WLB in the nursing context. Therefore, in line with previous research we 
hypothesize;

Hypothesis 4: Work-life balance mediates the relationship of perceived organizational 
support and job satisfaction

Figure 1: Conceptual Model
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3. Research Methodology

3.1 Sample 

Using the convenience sampling technique, we collected data from female nurses 
working in private hospitals in Mumbai over a span of four months (July, 2019 to 
October, 2019).  The convenience sampling technique was used because of two 
reasons. Firstly, it was difficult to adopt probability methods of sampling because 
many hospitals refused to participate in the study. Secondly, Mumbai is geographically 
big enough with many private hospitals in different localities. 

A total of 40 hospitals were visited from 13 different locations in Mumbai. Responses 
were collected from 250 nurses out of which 214 responses were considered fit for 
further analysis. Prior permission was sought from hospital administrators before 
collecting the responses of nurses. Questionnaires were given only to those nurses 
who consented to participate in the study. The purpose of the research was conveyed 
to the hospital administrators and the nurses at the beginning. The nurses were assured 
about the confidentiality and anonymity of their responses. The demographic details 
of the respondents are presented in table 1 given below. 

Table 1: Demographic characteristics of nurses

Frequency Percentage % Cumulative %
Age

20 to 30 years 139 65 65
31 to 40 years 51 23.8 88.8
41 to 50 years 17 7.9 96.7
Above 50 years 7 3.3 100

Marital Status
Unmarried 111 51.9 51.9
Married 98 45.8 97.7
Divorcee 1 0.5 98.1
Widow 4 1.9 100

Education 
B.Sc Nursing 24 11.2 11.2
M.Sc Nursing 16 7.5 18.7
GNM 56 26.2 44.9
ANM 90 42.1 86.9
Others 28 13.1 100
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Experience
Less than 1 year 40 18.7 18.7
2 to 5 years 106 49.5 68.2
6 to 10 years 35 16.4 84.6
More than 10 
years 33 15.4 100

Working Status
Part time 13 6.1 6.1
Full time 201 93.9 100

Working hours
Less than 8 hours 61 28.5 28.5
8 to 10 hours 129 60.3 88.8
10 to 12 hours 24 11.2 100

3.2 Measures

We used validated scales in literature to measure the constructs of perceived 
organizational support, work- life balance, and job satisfaction. All the constructs 
were measured on a five-point Likert scale ranging from Strongly Disagree (1) to 
Strongly Agree (5). The responses were self-reported by the nurses. 

Perceived organizational support was measured through eight- item scale developed 
by Eisenberger et al. (1986). The sample item of the scale was; the organization values 
and contribution to its well-being.  

Job satisfaction was measured through a 10-item generic job satisfaction scale 
developed by Macdonald and MacIntyre (1997). A sample item of the scale was; I 
receive recognition for a job well done. 

Work- life balance was measured using a four- item scale developed by Brough et al. 
(2009). A sample item of the scale was; I currently have a good balance between the 
time I spend at work and the time I have available for non-work activities. 

The reliability of the scales was assessed using Cronbach’s alpha, a measure of 
internal consistency. The overall reliability for all the 22 items used in the study is 
0.841 which is excellent. 

4. Results

Statistical analysis was performed using IBM SPSS version 22. Hierarchical 
regression analysis techniques were used to test hypotheses 1, 2 and 3. Hypothesis 
4 i.e., Mediation was tested using PROCESS macro plug- in for SPSS that is most 
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popularly used in social sciences for observed variable mediation, moderation, and 
conditional process analysis (Hayes, 2013).We further validated the findings of 
mediation using Sobel  test.

Perceived organizational support was found to be positively correlated with job 
satisfaction (r=0.533).  Similarly, the correlation coefficient (r=0.314) was found 
to be positive between job satisfaction and work-life balance, whereas perceived 
organizational support and work- life balance too were found to be positively 
correlated (r=0.257). The alpha values for job satisfaction, perceived organizational 
support and work life balance were 0.814, 0.710 and 0.656 respectively. The alpha 
values for job satisfaction, perceived organizational support is found to be higher than 
the recommended value of 0.7 (Hair Jr, Anderson, Tatham, & Black, 1995). However, 
we found a relatively lower alpha value for work- life balance and this is acceptable in 
line with few previous studies on scale reliabilities (Nunnally, 1967, Aron and Aron, 
1999; Hair Jr, Black, Babin, Anderson, & Tatham, 2006).    

The results of descriptive statistics, scale reliability, and correlation are presented in 
Table 2.  

Table 2: Descriptive statistics, Cronbach alpha & correlation coefficient.

Constructs Mean SD α POS WLB JS
Perceived Org. Support (POS) 3.749 0.536 0.710 1
Work Life Balance (WLB) 3.690 0.633 0.656 0.257** 1
Job Satisfaction (JS) 4.048 0.480 0.814 0.533** 0.314** 1

Notes: SD – Standard deviation; α – Cronbach Alpha, ** Pearson’s product 
moment correlation coefficient significant at p < 0.01

4.1 Hierarchical Regression Analysis: 

We tested three models based on our hypothesis. In model 1, job satisfaction was 
regressed on perceived organizational support. The results were found to be significant 
(β=0.533, F=83.928, p<0.001), thus providing evidence in support of our hypothesis 
1 i.e., perceived organizational support has a significant and positive relationship with 
job satisfaction. Figure 2 presents the direct effect of POS on JS. 

Figure 2: Path relationship of perceived organizational support and job 
satisfaction (*** p<0.001)
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In model 2, we regressed, work- life balance on perceived organizational support. The 
results were found to be significant (β=0.257, F=15.009, p<0.001) providing evidence 
in support of hypothesis 2 i.e., perceived organizational support has a significant and 
positive relationship with work-life balance. In model 3, we regressed, job satisfaction 
on perceived organizational support and work- life balance to assess the total effects of 
both variables on the outcome variable. The results were again found to be significant 
(β (POS)=0.484, β (WLB)=0.189, F=48.979, p<0.001) providing evidence in support of 
hypothesis 3 i.e., work- life balance has a significant and positive relationship with job 
satisfaction. It was also found that the original effect of POS on JS as evidenced in model 
1 further declined from (β=0.533) to (β =0.484) in the presence of work- life balance, 
thus suggesting possible mediation of WLB in the relationship of POS and JS (Baron 
& Kenny, 1986). Table 3 given below depicts standardised regression coefficients and 
other statistics related to the model, and figure 3 represents the mediation effect.  

Table 3: Result of Hierarchical Regression Analysis

 Dependent Variable
Constructs Job Satisfaction Work Life Balance Job 

Satisfaction
 Model 1 Model 2 Model 3
Perceived Organizational Support       0.533*** 0.257*** 0.484***
Work Life Balance - - 0.189***
R2 0.284 0.066 0.317

Δ R2 0.284 0.066 0.033

F value     83.928*** 15.009*** 48.979***

*** Standardized coefficients (β) significant at p<0.001

Figure 3: Mediation effect of work life balance in the relationship of perceived 
organizational support and job satisfaction (***p<0.001)
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Furthermore, we tested the possible mediation of WLB as indicated in hierarchical 
regression analysis using PROCESS macro plug-in (Hayes, 2013) and Sobel test. 
Mediation results derived from the PROCESS macro plug-in with a bootstrap sample 
size of 10,000 showed that work- life balance mediated the relationship of POS and 
JS. Sobel’s test for indirect effect too was found to be significant (Sobel t = 2.491, p< 
0.05). This provided evidence in support of our conceptual model and hypothesis 4 
i.e., work-life balance mediates the relationship of perceived organizational support 
and work-life balance. The results of mediation with effect size and Sobel test are 
given in Table 4.  

Table 4: Mediation results

        Mediation Effect Boot SE Boot LLCI Boot ULCI Sobel test
POS > WLB > JS 0.046 0.022 0.013 0.102 2.491*

*significant at p<0.05

5. Discussion 

Female nurses occupy a centre stage in the delivery of nursing services in the healthcare 
scenario. They play a quintessential role in patient care as they spend considerable 
time looking after their needs and even assist doctors on a routine basis. Therefore, 
challenges associated with the nursing profession are varied and have a potential 
impact on their satisfaction level which has resulted in increased attrition particularly 
among female nurses. Our findings adequately validate the role of organizational 
support theory in influencing an important individual outcome i.e., job satisfaction 
of nurses in the Indian healthcare space. Hospital administrators in this regard need 
to be mindful of ensuring an adequate support system to nurses so that they in term 
experience a positive perception of organizational support. Higher levels of support 
will surely prevent attrition by enhancing satisfaction levels with the job as they would 
be more dependent on their organization for their personal and professional needs. 

Furthermore, female nurses represent the majority workforce in hospitals and 
outnumber men nursing staff in the Indian healthcare system. Additionally, given 
the peculiar characteristic of women in Indian society, they perform twin roles as a 
homemaker on the family front and as caregivers in hospitals. Therefore, it is practicable 
to expect issues of work-life balance with them not much in common with their male 
counterparts. Poor perception of organizational support and inability to handle work 
and family demands results in dissatisfaction. Hence, our conceptualization of the 
theoretical model (POS – WLB – JS Model) is based on peculiarities that are realistic 
for female nurses in the Indian healthcare context. Our study throws light on the 
process that leads to satisfaction of nurses with their job through the mediating role of 
work-life balance in the relationship of POS and JS. Our study equitably demonstrates 
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that nurses’ perception of organizational support at the work place has a cascading 
impact on their subjective assessment of balancing multifarious roles at the personal 
and organizational level popularly referred to as work- life balance (Haar et al., 2014 
& Greenhaus & Allen, 2011).  

Lastly, this study contributes to the existing literature in nursing and organizational 
support in several ways. Firstly, we use the distal support at the organizational level 
which encompasses a general level of support (McCarthy et al., 2013) which nurses 
experience in their workplaces and is operationalized as perceived organizational 
support. In addition, drawing from the organizational support theory, we make a 
distinction between specific support and overall support that exists in the workplace. 
We found that such distal support as perceived by nurses has a significant and positive 
relationship with job satisfaction and work-life balance. In addition, we also found 
distal support to be positively related to work-life balance. Earlier studies have 
linked work-life balance to various work-life initiatives (specific support) which the 
organization had for their employees. Studies linking distal (general support) to work 
life balance are very limited. This is one of the main contributions of the study as 
explicit work-life balance policies may or may not exist for nurses considering the 
very demanding nature of their work. Thus, we argue that the overall perception of 
organizational support in terms of recognizing their contribution, care, and concern 
shown towards them (Eisenberger et al., 1986) will enable the nurses to balance their 
work and family responsibilities effectively. Further, in line with our findings, we 
expect that higher levels of organizational support even though distal as perceived 
by nurses would foster better work-life balance which in turn would enhance their 
overall job satisfaction.

6. Implications of the Study

The study explores the relationship between perceived organizational support and 
job satisfaction through the mediating role of work-life balance. POS and WLB 
are significant predictors in enhancing the satisfaction level of nurses in private 
hospitals. This study assumes significance for healthcare administrators, doctors, and 
practitioners who have a pivotal role to play in the delivery of healthcare services 
through nurses by providing better support systems at the workplace in terms of 
supervision, proper working environment, rewards and recognition, decent salary. 
Work-life balance has an equally important role to play in enhancing the satisfaction 
level of nurses as females have a dual role to perform unlike men. Work- life initiatives 
for nurses such as flexible timings, work sharing, proper leave policies, supervisory 
support etc. would go a long way in enhancing their overall satisfaction and reducing 
attritions. Proper support systems at hospitals for females can help them to take care 
of their responsibilities at the home and organizational front systematically.  
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7. Limitations 

Despite the empirical nature of the study and its usefulness, it is not free from 
limitations. The first limitation is concerning our sample and the sampling 
technique. Our research is exclusively centred on understanding the constructs 
of perceived support, work- life balance, and job satisfaction as female nurses 
are only given the dominance of the female workforce in the nursing profession. 
Future research may involve male counterparts to female nurses in the healthcare 
space. This would help in exploring the comparative understanding of the 
important phenomenon covered in our study. In addition, the findings of the study 
are based on convenience sampling, a non-probability method, which requires 
readers to exercise a plausible degree of caution as far as the generalizability 
of the study is concerned. The second limitation concerning the nature of our 
research data is cross-sectional in nature. Thirdly, we suggest future researchers’ 
measure organizational support in terms of work-life balance separately and assess 
its influence on the relationship of work-life balance and job satisfaction. This 
would possibly explain additional variance in the conceptual model. Researchers 
may try inclusion of other antecedents to job satisfaction at an individual and 
organizational level as mediators and moderators in our proposed theoretical 
framework. Despite limitations in our study, we expect it to be useful for readers, 
researchers, and practitioners in understanding the association of three crucial 
constructs for female nurses in the Indian healthcare industry.

8. Conclusion

Female nurses working in hospitals are the backbone of the healthcare system in 
India.  It is difficult to imagine hospitals without them. Therefore, organizational 
support, work- life balance, and job satisfaction are important areas where 
considerable attention is warranted. Given the prevalence of high attrition rates 
in nursing, it becomes imperative that adequate work- life balance support 
should be provided to them. This would increase their perception of support 
at the workplace which in turn would enable them to be satisfied with their 
jobs through work- life balance. The study explains the process by which the 
job satisfaction level of nurses can be enhanced through greater organizational 
support and work-life balance. Our findings suggest that work-life balance 
mediates the relationship between perceived organizational support and job 
satisfaction. Even distal perception of support influences job satisfaction through 
work-life balance. Hence, it is suggested that they are provided organizational 
support at work such as a decent work environment, rewards and recognition, 
social and moral support from supervisors, adequate leaves, and timely breaks 
during work hours so that they experience balance and satisfaction on the job and 
family front. 



108

NMIMS 
Management Review 
ISSN: 0971-1023
Volume XXIX
Issue-3 | July 2021

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. 

Ahmad, A. (2008). Direct and indirect effects of work-family conflict on job performance. 
The Journal of International Management Studies, Vol 3, No 2, 176-180.

Aiken, L. H., Clarke, S. P., Sloane, D. M., Sochalski, J., & Silber, J. H. (2002). Hospital nurse 
staffing and patient mortality, nurse burnout, and job dissatisfaction. JAMA 288 (16), 1987-
1993.

Allen, T. D., Herst, D. E., Bruck, C. S., & Sutton, M. (2000). Consequences associated with 
work to family conflict: a review and agenda for future research. Journal of Occupational 
Health, Vol 5, No 2, 278-308.

Alotaibi, J., Paliadelis, P. S., & Valenzuela, F. R. (2016). Factors that affect the job satisfaction 
of Saudi Arabian Nurses. Journal Of Nursing Management, 275-282.

Amazue, L. O., & Onyishi, I. E. (2015). Stress Coping Strategies, Perceived Organizational 
Support and Marital Status as Predictors of Work–Life Balance among Nigerian Bank 
Employees. Social Indicators Research.

Anderson, S. E., B S, C., & R T, B. (2002). Formal organizational initiatives and informal 
workplace practices: Link to work-family conflict and job-related outcomes. Journal of 
Management, 787-810.

Aron, A., & Aron, E. (1999). Statistics for psychology (2 ed.). Upper Saddle River, NJ: 
Prentice Hall.

Baron, R. M., & Kenny, D. A. (1986). The Moderator-Mediator Variable Distinction in Social 
Psychological Research: Conceptual, Strategic, and Statistical Considerations. Journal of 
Personality and Social Psychology, 1173-1182.

Brough, P., Timms, C., O’Driscoll, M., Kalliath, T., Siu, O.-L., Sit, C., & Lo, D. (2014). 
Work-life balance: a longitudinal evaluation of a new measure across Australia and New 
Zealand workers. The International Journal of Human Resource Management.

Burke, R. J. (2003). Nursing staff attitudes following restructuring: The role of perceived 
organizational support, restructuring processes, and stressors. International Journal of 
Sociology and Social Policy, 23(8/9), 129-157.

Cascio, W. F. (2000). Costing human resources: The financial impact of behaviour in 
organization (4th ed). Cincinnati, OH: Southwestern.

Casimir, G., Ngee Keith Ng, Y., Yuan Wang, K., & Ooi, G. (2014). The relationships amongst 
leader-member exchange, perceived organizational support, affective commitment, and in-
role performance. Leadership & Organizational Development Journal, 366-385.

Casper, W. J., & Buffardi, L. C. (2004). Work-life benefits and Job Pursuit Intentions: The 



109

NMIMS 
Management Review 

ISSN: 0971-1023
Volume XXIX

Issue-3 | July 2021

role of anticipated organisational support. Journal of Vocational Behaviour, 88,4, 605-619.

Cavanagh, S. J. (1992). Job satisfaction of nursing staff working in hospitals. Journal of 
Advanced Nursing, 17, 704-711.

Chang, C. S. (2015). Moderating Effects of Nurses’ Organizational Support on the Relationship 
Between Job Satisfaction and Organizational Commitment. Western Journal of Nursing 
Research, 37 (6), 724-745. 

Cohen, A., & Liani, E. (2009). Work family conflict among female nurses in Israeli hospitals. 
Personnel Review, Vol 38, No 2, 124-141.

Demerouti, E., Bakker, A. B., & Bulters, A. J. (2005). The loss spiral of work pressure, work-
home interference, and exhaustion: reciprocal relations in a three-wave study. Journal of 
Vocational Behaviour, 64(1), 131-149.

Eisenberger, R., & Stinglhamber, F. (2011). Perceived Organizational Support: Fostering 
Enthusiastic and Productive Employees. American Psychological Association Books, 
Washington.

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived Organizational 
Support. Journal of Applied Psychology,71, 500-507.

Eisenberger, R., Shanock, L. R., & Wen, X. (2019). Perceived Organizational Support: 
Why Caring About Employees Counts. Annual Review of Organizational Psychology and 
Organizational Behaviour.

FICCI. (August,2016). Nursing reforms paradigm shift for a bright future. Retrieved from 
http://ficci.in/spdocument/20756/FICCI_heal-Report_Final-27-08-2016.pdf 

Filippova, A. A. (2011). Relationships among ethical climates, perceived organizational 
support, and intent to leave for licensed nurses in skilled nursing facilities. Journal of Applied 
Gerontology, 1-23.

Gangadhraiah, H., Nardev, G., & Reddy, M. (1990). Nurses job satisfaction in mental health 
and neuro-science setting. Nursing Journal of India, 201-204.

Garret, D. K., & McDaniel, A. M. (2001). A new look at nurse burnout: the effects of 
environmental uncertainty and social climate. Journal of Nursing Administration, Vol.31, 
91-96.

Gill, R. (2011). Nursing shortage in India with special reference to international migration of 
nurses. Social Medicine, 52-59.

Gillet, N., Colombat, P., Michinov, E., Pronost, A. M., & Fouquereau, E. (2013). Procedural 
justice, supervisor autonomy support, work satisfaction, organizational identification, and job 
performance: the mediating role of need satisfaction and perceived organizational support. 
Journal of Advanced Nursing.

Greenglass, E. R., Burke, R. J., & Fiksenbaum, L. (2001). Workload and burnout in nurses. 



110

NMIMS 
Management Review 
ISSN: 0971-1023
Volume XXIX
Issue-3 | July 2021

Journal of Community and Applied Social Psychology, Vol 11, 211-215.

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

Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The relation between work-family 
balance and quality of life. Journal of Vocational Behaviour, 63, 510-531.

Greenhaus, J., & Allen, T. (2011). Work-family balance: A review and extension of the 
literature., Handbook of occupational health psychology (2nd edition). Washington, DC: 
American Psychological Association.

Gupta, V., Agarwal, U. A., & Khatri, N. (2016). The relationships between perceived 
organizational support, affective commitment, psychological contract breach, organizational 
citizenship behaviour and work engagement. Journal of Advanced Nursing.

Haar, J.M., Russo, M., Sune, A. & Ollier-Malaterre, A. (2014). Outcomes of work-life balance 
on job satisfaction, life satisfaction and mental health: a study across seven cultures, Journal 
of Vocational Behaviour, Vol.85, No 3

Hair Jr, J. F., Anderson, R. E., Tatham, R. L., & Black, W. (1995). Multivariate data analysis 
with readings. New York: Macmillan.

Hair Jr, J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (2006). Multivariate 
data analysis. Printice Hall Pearson Education.

Han, R. M., Carter, P., & Champion, J. D. (2018). Relationships among factors affecting 
advanced practice registered nurses’ job satisfaction and intent to leave: A systematic review. 
Journal of the American Association of Nurse Practitioners, Vol 30, No 2.

Hayes, A. F. (2013). Methodology in Social Sciences. Introduction to mediation, moderation, 
and conditional process analysis: A regression-based approach. Guilford Press. 

Hongvichit, S. (2015). A review of the research on perceived organizational support. 
International Business Research, 10.

Hosseinabadi Bagheri, M., Siavash, E., Narges, K., Omran, A., Gholiani, H., Galeshi, M., 
& Samaei, S. E. (2018). Evaluating the relationship between job stress and job satisfaction 
among female nurses in Babol: An application of structural equation modelling. Health 
Promotion Perspectives, 102-108.

Johnson, S. E., Judith, G., & Maben, J. (2014). A suitable job? A qualitative study of becoming 
a nurse in the context of a globalizing profession in India. International Journal of Nursing 
Studies, 734-743.

Joseph Sirgy, M., & Lee, D.-J. (2017). Work life balance: An Integrative Review. Applied 
Research in Quality of Life.

Keyes, C. L. (2002). The mental health continuum: from languishing to flourishing in life. 
Journal of Health and Social Behaviour,43, 207-222.



111

NMIMS 
Management Review 

ISSN: 0971-1023
Volume XXIX

Issue-3 | July 2021

Kim, S. J., & Ryu, S. (2017). Employee satisfaction with work-life balance policies and 
organization commitment: A Philippine Study. Public Administration and Development.

Konrad, A. M., & Mangel, R. (2000). The impact of work-life programs on firm productivity. 
Strategic Management Journal, Vol 21, No 12, 1225-1237.

Kuaru, T. (1994). Job satisfaction and burnout among nurses in a metropolitan hospital in 
Papua New Guinea. South Pacific Journal of Psychology, 7, 10-17.

Kumar, P., Dass, M., & Topaloglu, O. (2014). Understanding the drivers of job satisfaction 
of frontline service employees: learning from ‘lost employees’. Journal of Service Research 
17(4), 367-380.

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, Vol.XX, No.X, 1-31.

Kwak, C., Chung, B. Y., Xu, Y., & Eun-Jung, C. (2010). Relationship of job satisfaction 
with perceived organizational support and quality care among South Korean nurses: A 
questionnaire survey. International Journal of Nursing Studies, 1292-1298.

Laschinger, H. K., Purdy, N., Cho, J., & Almost, J. (2006). Antecedents and consequences 
of nurse managers’ perceptions of organizational support. Nursing Economics, 24(1), 20-29.

Li, X., Zhang, Y., Yan, D., Wen, F., & Zhang, Y. (2020). Nurses’ intention to stay: The impact 
of perceived organizational support, job control and job satisfaction. Journal of Advanced 
Nursing.

Locke, E. A. (1969). What is Job Satisfaction. Organizational and Human Performance, 309-
336.

Lu, H., Zhao, Y., & Alison, W. (2019). Job satisfaction among hospital nurses: A literature 
review. International Journal of Nursing Studies, 94, 21-31.

Lum, L., Kervin, J., Clark, K., Reid, F., & and Sirola, W. (1998). Explaining nursing 
turnover intent: job satisfaction, pay satisfaction, or organizational commitment? Journal of 
Organizational Behaviour, 305-320.

Macdonald, S., & MacIntyre, P. (1997). The Generic Job Satisfaction Scale: Scale Development 
and Its Correlates. Employee Assistance Quarterly, Vol. 13(2).

Marks, S. R., & MacDermind, S. M. (1996). Multiple roles and the self: a theory of role 
balance. Journal of Marriage and the Family,58, 417-432.

Martin., B. (1990). A successful approach to absenteeism. Nursing Management 21, 45-48.

McCarthy, A., Cleveland N, J., 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.



112

NMIMS 
Management Review 
ISSN: 0971-1023
Volume XXIX
Issue-3 | July 2021

McCarthy, A., Darcy, C., & Grady, G. (2010). Work–life balance policy and practice: 
Understanding line manager attitudes and behaviours. Human Resource Management Review, 
20, 158–167.

McQueen, A. C. (2004). Emotional intelligence in nursing work. Journal of Advanced 
Nursing, 47(1), 101-108.

Murphy, S. E., & Zagorski, D. A. (2005). Enhancing work–family and work–life interaction: 
The role of management. In D. F. Halpern & S. E. Murphy (Eds.), From work–family balance 
to work–family interaction. Changing the metaphor. Hilsdale, NJ: Lawrence Erlbaum 
Associates, 27-47.

Murray, M. a. (1988). Nursing Morale in Toronto: An Analysis of Career, Job and Hospital 
Satisfaction among hospital staff nurses. The Nursing Manpower Task Force of the hospital 
Council of Metropolitan Toronto, Toronto.

Nunnally, J. C. (1967). Psychometric theory. New York: McGraw Hill.

Park, K. (2011). Textbook of preventive and social medicine. Jabalpur: Banarsidas Bhanot 
Publishers.

Poulose, S., & Sudarshan, N. (2017). Assessing the influence of work-life balance dimensions 
among nurses in the healthcare sector. Journal of Management Development, Vol.36 Issue 3. 

Rhoades, L., & Eisenberger, R. (2002). Perceived Organizational Support: A review of the 
literature. Journal of Applied Psychology, 698-714.

Riggle, R. J., Edmondson, D. R., & Hansen, J. D. (2009). A meta-analysis of the relationship 
between perceived organizational support and job outcomes: 20 years of research. Journal of 
Business Research, 1027-1030.

Robert J Riggle, D. R. (October 2009). A meta-analysis of the relationship between perceived 
organizational support and job outcomes: 20 years of research. Journal of Business Research, 
1027-1030.

Shao, J., Zhang, Y., & Chen, X. (2016). Influence of perceived organizational support and job 
involvement on job satisfaction of psychiatric nurses. Nursing research of China,30, 2643-
2647.

Shore, L. M., & Shore, T. H. (1995). Perceived organizational support and organizational 
justice, (Cropanzano R. & Kacmar K.M., eds). Organizational Politics, Justice and Support: 
Managing Social Climate at Work, 149-164.

Shore, L. M., & Tetrick, L. E. (1991). A construct validity study of the survey of perceived 
organizational support. Journal of Applied Psychology, 76, 637-643.

Shore, L. M., & Wayne, S. J. (1993). Commitment and Employee Behaviour: Comparison 
of Affective Commitment and Continuance Commitment with Perceived Organizational 
Support. Journal of Applied Psychology, Vol 78, No-5, 774780.



113

NMIMS 
Management Review 

ISSN: 0971-1023
Volume XXIX

Issue-3 | July 2021

Sirgy, M., & Lee, D.-J. (2107). Work-Life Balance: An Integrative Review. Applied Research 
Quality Life.

Spector, P. (1997). Job Satisfaction: Application, Assessment, Causes and Consequences. 
SAGE Publications, Inc, Thousand Oaks, CA. 

Thomas, L. T., & Ganster, D. (1995). Impact of family-supportive work variables on work–
family conflict and strain: A control perspective. Journal of Applied Psychology, 80(1), 6-15.

Van Der Heijden, B., Demerouti, E., & Bakker, A. B. (2008). Work-home interference among 
nurses: reciprocal relationships with job demands and health. Journal of Advanced Nursing, 
Vol 62, No 5, 572-584.

Vasumathi, A. (2018). Work life balance of women employees: A literature review. 
International Journal of Services and Operations Management.

Yildirim, D., & Aycan, Z. (2008). Nurses work demands and work family conflict: A 
questionnaire survey, Vol 45 No 9. International Journal of Nursing Studies, 1366-1378.

Arun kumar Dubey is an Assistant Professor in Commerce & Management at 
S K Somaiya College of Arts, Science & Commerce. He can be reached at prof.
arunkumard@gmail.com, His ORCID id is https://orcid.org/0000-0002-7427-8254

Dr. S Riasudeen is an Associate Professor at Department of Management Studies, 
School of Management, Pondicherry University. He can be reached at riasudeen.
dms@pondiuni.edu.in, His ORCID id is https://orcid.org/0000-0002-3177-6333


