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Abstract 

This research analyses perceived social support's moderating role on work-family life 

satisfaction and conflict among female employees during the pandemic (2020) in Gaziantep. 

Developed in industry and exports, Gaziantep has a high sector representation and employment rate. 

A survey was conducted in 3 companies with over 500 employees carrying out production/marketing 

activities in 4 different sectors to reach a sufficient sample size. The data obtained from 523 female 

employees were evaluated with SmartPLS programs, and the effect was observed. However, the 

moderator effect of the private friend dimension on both life satisfaction and job satisfaction could not 

be determined. 

Keywords : Pandemic, Women Employees, Perceived Social Support, Work-

Family Life Satisfaction, Work-Family Life Conflict, Smart PLS. 

JEL Classification Codes : M12, M15, M10. 

Öz 

Bu araştırmanın amacı, Gaziantep’te pandemi döneminde (2020) kadın çalışanlarda algılanan 

sosyal desteğin, iş-aile yaşam doyumları ve iş-aile yaşam çatışması üzerindeki düzenleyici rolünü 

analiz etmektir. Sanayi ve ihracatta gelişmiş, Gaziantep’in sektör temsil oranı ve istihdam oranı 

yüksektir. Yeterli örneklem büyüklüğüne ulaşabilmek için 4 farklı sektörde üretim/pazarlama 

faaliyetleri yürüten 500 üzerinde çalışanı bulunan 3 firmada anket uygulanmış, 523 kadın çalışandan 

elde edilen veriler, SmartPLS programları ile değerlendirilmiş, kadın çalışanlarda aile desteğinin 

yaşam ve iş doyumu üzerinde ve arkadaş desteğinin iş doyumu üzerinde düzenleyici etkisinin olduğu 

görülmüştür. Ancak, özel arkadaş boyutunun hem yaşam doyumu hem de iş doyumu üzerinde 

düzenleyici etkisi tespit edilememiştir. 

Anahtar Sözcükler : Pandemi, Kadın Çalışanlar, Algılanan Sosyal Destek, İş-Aile Yaşam 

Doyumu, İş-Aile Yaşam Çatışması, Smart PLS. 

 
1 This study is derived from the PhD dissertation “Moderating role of work-family life conflict and family-work 

life conflict of perceived social support of women employees on work and life satisfaction”. 
2 Bu çalışma, 2021 yılında Hasan Kalyoncu Üniversitesi Sosyal Bilimler Enstitüsünde tamamlanan “Kadın 

Çalışanların Algıladıkları Sosyal Desteğin, İş ve Yaşam Doyumları Üzerinde İş-Aile Yaşam ile Aile-İş Yaşam 

Çatışmasının Düzenleyici Rolü” başlıklı doktora tezinden üretilmiştir. 
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1. Introduction 

From the first to today's societies, women are actively involved in economic life 

inside and outside the home. In this process, while the woman prepares food and clothing 

for the family at home, she also engages in agricultural activities outside the home. In the 

process that started with globalisation, there are factors affecting female workforce 

participation in business life. These factors are generally listed as economic, social, cultural 

and legal reasons (Li & Wang, 2022; Gong et al., 2020). Due to these social and cultural 

reasons, structural transformations took place in the traditional roles of family members, 

social attitudes and orientations, and value judgments, and the first transformation emerged 

as a decrease in the number of individuals in the family. These transformations in the cultural 

and social structure did not abolish the family and its duties but only brought about 

transformations in the traditional form of the family. Thus, the conventional multi-person 

extended family type was replaced by the nuclear family consisting of parents and children. 

When the number of dependents of women decreased, more women started to work in a job 

(Fan & Potočnik, 2021). 

Moreover, women can be expected to undertake more household and childcare duties 

in countries where women’s employment and gender equality are advocated (Tu et al., 2022; 

Hagqvist et al., 2017). Gender-based roles, which are the expected behaviour patterns from 

men and women, in other words, the rules determined by society, are the behaviour patterns 

individuals acquire afterwards and include various characteristics depending on the culture, 

time and family. Even if women want to gain economic independence and have a job and 

career, these are generally of secondary importance. They spend more time on home and 

family responsibilities than men (Gong et al., 2023; Bhasin, 2003). 

Unlike men, the women who participate in the working life must continue their 

unpaid work due to their traditional roles, such as household chores and childcare. This 

causes women employees to participate in the working lifeless, to concentrate on specific 

occupations, to have limited opportunities for education and promotion, to work in low-

status, low-paid jobs and consequently to become second-class labour (Gong et al., 2020; 

Uygur, 2018). It is argued that the family can be both a support and a source of conflict in 

societies where collectivist and patriarchal structures are still prevalent (Aycan et al., 2005; 

Özen & Uzun, 2005). Long working hours in business life and women's employment make 

women spend less time at home and fail to fulfil their family role responsibilities, which 

leads to work-family conflict. Similarly, family-work conflict occurs when family 

responsibilities debilitate the performance of the work role (Netemeyer et al., 2018). 

In other words, the conflict between work and family life occurs on both sides, from 

work to family and from family to work. Work-to-family conflict arises from the distribution 

and amount of work time in business life and labour demands. On the other hand, family-to-

work conflict is caused by demands such as time spent for the family, the number of children 

and the working time of the spouses. In some studies on this subject, it is observed that 

whether or not the social support system is supportive of social relations in general depends 
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on the individual's impressions, in other words, the perceived support (Friedman & 

Greenhaus, 2000; Triestman, 2004; İslamoğlu & Yıldırımalp, 2014; Rose, 2017; Hagqvist 

et al., 2017). 

In general, social support is defined as the help by an individual provided for another 

individual to make him/her feel good and to solve problems. On the other hand, perceived 

social support is defined as the support that individuals perceive to receive from their family, 

co-workers and friends outside of work. In the studies on this subject, it is observed that 

individuals perceive social support from their work environment, their superiors and 

subordinates, and this support, which is perceived in business life, impacts work satisfaction. 

However, social support is often regarded as a concept outside work life (Lindorff, 2001). 

Life and work satisfaction is defined as the reflection of the bad and good memories 

of individuals in their lives and at the workplace, where they spend most of their lives with 

their friends and family. These two concepts, which are intertwined, give meaning to and 

complement each other, implying that the individuals reflect the effects of pleasant and 

unpleasant moments, which are experienced with their friends or family, on their work and 

life (Huang et al., 2023; Dikmen, 1995). Work satisfaction is often studied within the 

framework of the consequences of conflicts in the business world (Grandey et al., 2005). 

Such conflicts cause employees to experience stress and decrease work satisfaction and 

perception (Zhaoa & Namasiyayam, 2012). 

Some studies on this subject have examined social support in one dimension, and 

some others in three dimensions: organisational support, manager support and co-worker 

support (Li & Wang, 2022; Popoola & Fagbola, 2023; Ellis et al., 2023; Çivilidağ, 2011; 

Kurt, 2013; Polatçı et al., 2014; Çavuş & Abdildaev, 2014; Atalay, 2017; Baş et al., 2019; 

Biçen & Koç 2019; Gökaslan & Kanad, 2020). However, no study has been found in which 

perceived social support for women employees is considered together with work-family life 

satisfaction and work-family life conflicts. 

This study, in which the effects of these three dimensions are evaluated together, 

differs from similar studies. In this context, the study's primary purpose is to examine the 

moderating role of the perceived social support of women employees on work-family life 

and family-work-life conflict as well as work and life satisfaction. As a result of the study, 

it is observed that co-worker and family support, one of the sub-dimensions of the perceived 

social support in women employees, has a moderating role on work and life satisfaction and 

work satisfaction, respectively. Moreover, it is established that family-work conflict, work-

family conflict and work-family conflict have a moderating effect on family and life 

satisfaction, family and work satisfaction, and co-worker and work satisfaction, respectively. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

14 

 

2. Conceptual Framework 

2.1. Perceived Social Support 

Social support is based on the assumption that individuals have such basic needs as 

being trusted, respected, loved, valued and cared for by their environment. Definitions may 

differ due to the emphasis on different dimensions of these needs. For example, Cobb (1976) 

made one of the oldest definitions of the concept, and social support was defined as the belief 

that individuals are loved and valued, and their well-being is considered necessary within 

the framework of mutual social obligation. 

According to Johnson and Sarason (1979), social support is a network of relationships 

on which individuals can depend and the degree to which they benefit from social resources. 

According to House (1981), instrumental, informational, emotional, and appraisal support, 

and according to Sarason, Levine, Basham, and Sarason (1983), it is the presence and 

availability of people who can be trusted and who are known to value, care about and love 

us. Tardy (1985), on the other hand, suggests that social support is gathered under five 

headings, and it is essential to use them while defining the concept. These are a) receiving 

and giving social support- the direction; b) availability and usability of support resources-

the tendency; c) definition and evaluation of support; d) content of support such as 

informational, emotional, instrumental and feedback support, and e) the support provided by 

different social groups- social network support. 

Based on K. Lewin's field theory and behaviour definition, social support serves 

many functions. It is possible to list these functions as follows (Li & Wang, 2022): 

• Giving emotional comfort to individuals by providing the services and materials 

they need. 

• Guiding individuals to cope with their problems. 

• Providing feedback to individuals so that they can improve their performance. 

• Contributing to the adaptation and personal growth of individuals. 

• Reducing the adverse effects of stress by establishing interpersonal connections in 

daily life and in times of crisis and need. 

In recent studies, it is generally accepted that it depends on the individuals’ 

experiences and perceived social support, defined as the support they perceive from the 

environment, whether or not the social support system supports social relations. It is 

acknowledged that individuals' spouses, parents, siblings, children and relatives are of great 

importance in the perception of social support, and the individuals’ character traits are also 

significantly meaningful for the perception of social support (Kimberly et al., 2022; Bowling 

et al., 2005). Although social support is mainly considered a concept outside of work life, 

individuals perceive social support from their co-workers, superiors and subordinates, which 

affects life satisfaction (Molina, 2021; Lindorff, 2001). 
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2.2. Work Satisfaction 

The concept of work satisfaction, which was first expressed in the 1920s and the 

importance of which was understood in the 1930s-40s, was discussed in Hoppock's (1935) 

study with the elements of work satisfaction and the relationships between performance and 

productivity. The work satisfaction levels of the working staff and the expectations of 

women and men employees from their work vary, and the work satisfaction levels differ 

significantly. Studies on this subject show that significant differences exist between male 

and female employees in terms of work satisfaction; women employees have a lower level 

of work satisfaction than male employees, and it is more meaningful, especially among 

employees with lower education levels. The study by Li & Wang (2022) determined that 

working remotely with flexible working hours causes more job satisfaction in women than 

men, which is more effective than reduced working hours. This is because male employees 

need more due to their social roles than women who do not work; male employees work in 

their current jobs because they cannot find a better alternative, even with low work 

satisfaction levels. Moreover, this is also attributed to the difference in work satisfaction 

levels and expectations of male and female employees, and the possibility of male employees 

being rewarded, promoted and empowered is higher considering the enterprises' advantages 

offered to their employees (Hwang & Kuo, 2006). Work-life compatibility was investigated 

during COVID-19 by applying an online survey in Spain conducted in the study; work-life 

harmony is seen as a luxury in good times. It has been stated that in bad times, it has become 

a necessity (Ortiz-Bonnin et al., 2023). Work satisfaction levels and expectations of working 

women in this regard may be higher than male employees, as the education levels and the 

opportunities offered to women employees in enterprises increase, and the work efficiency 

of men and women employees is evaluated based on fair criteria. In other words, 

expectations differentiate work satisfaction between men and women employees (Carlson et 

al., 2000). 

2.3. Life Satisfaction 

Life satisfaction is the result or status individuals obtain by comparing what they 

readily have to their expectations. Another definition refers to reaching the individual's 

positive evaluation of his life based on the criteria in which the individuals determine the 

perception of life standards according to the criteria they have established for themselves 

(Kimberly et al., 2022; Deniz, 2006). In other words, life satisfaction includes the 

individual’s life, which involves the work-life and family-life dimensions rather than a 

situational assessment (Lin et al., 2020; Karaca & Dede, 2017). 

It is generally recognised that an interaction between life satisfaction and work 

satisfaction exists, and life satisfaction is an important factor for the quality of life, while 

work satisfaction is considered an important factor for the quality of work life. The strong 

relationship between work and life satisfaction increases the quality of work life. 

Accordingly, dissatisfaction, disappointment, reluctance, and unhappiness in working life 

affect the general life of the employees and decrease their life satisfaction (Tongshuang et 
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al., 2020; Çeçen, 2008). While work-life satisfaction is defined as the satisfaction of the staff 

from the workplace, it is expressed as the awareness that an employee’s job and earnings do 

not conflict with his needs and individual value judgments (Çevik & Korkmaz, 2014; Chen 

& Powell, 2012). 

Work-life satisfaction is also defined as a positive and happy mood based on the 

employees’ experiences at work. The harmony between individuals’ pleasure and rewards 

from their work and their expectations emerges in different forms, including their attitude 

towards their work and the emotional reactions resulting from this attitude. While these 

definitions demonstrate to what extent the expectations of the employees’ work satisfaction 

are met, the relative excess of these expectations increases the work-life satisfaction level. 

Work-life satisfaction expectations are often listed as wage, work itself, work safety, 

promotion, management style, organisational culture and stress. Failure to meet these 

expectations upsets life satisfaction when combined with demographic and personality-

related individual, organisational, family-related, and socio-cultural factors (Clinton et al., 

2020; Aşan & Erenler, 2008; Turgut, 2010). A study determined that Türkiye is one of the 

least egalitarian countries regarding gender equality among 16 European countries (Ollo-

López & Goñi-Legaz, 2017). For example, in societies that adopt more traditional gender 

roles, such as in Türkiye, women are more likely to believe that home care and childcare are 

their responsibilities (Irak et al., 2020). 

Therefore, the social support perceived by individuals, the support provided by the 

family, neighbours, relatives and friends in the solution of spiritual and financial problems 

enables individuals to overcome the difficulties of social life and makes life easier. Provided 

that this support is high, individuals will feel stronger, better, and happier and thus have a 

better quality of life, even if the difficulties continue to be of similar severity; however, when 

the perceived social support is low, it will have a negative impact on the life satisfaction of 

individuals. This negative contribution will cause work-life and family-life conflict (Tu et 

al., 2022). 

2.4. Work-Family and Family Work-Life Conflict 

Work-family conflict is defined as a state of tension or a form of intermediate role 

conflict that arises as a consequence of the pressure on the individuals who have two or more 

roles, in which the role demands that stem from the work and family life areas are not 

mutually compatible in some aspects, while those individuals seek to fulfil the requirements 

of these roles. In the few studies that have been conducted on this subject, it is observed that 

perceived social support has a positive and significant effect on the perception and resolution 

of the work-family conflict (Ortiz-Bonnin et al., 2023; Greenhaus & Beutell, 1985). 

Individuals often adopt more than one role as they undertake different responsibilities 

and duties within the scope of two critical dimensions: family life and work life. It may not 

be possible for individuals to fulfil the roles they undertake in order and simultaneously. 
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Success or failure in performing roles affects the quality of the work-family relationship 

(Tongshuang et al., 2020; Özdevecioğlu & Doruk, 2009). 

Conflict is the incompatibility of various roles in family and work life. The concept 

of work-family life conflict has entered the literature, and role conflict has been conceptually 

examined. It is maintained that if individuals assume more than one role, they experience 

stress and tension. It is tough for them to adapt to a new role when they have accommodated 

themselves to the role assigned to them by society, and this incompatibility is referred to as 

conflict (Moustaq et al., 2023; Efeoğlu, 2006). 

In one definition, work-family life conflict is defined as the conflict between family 

and work role demands. In contrast, in another definition, it is stated as a process in which 

individuals hesitate over various interpretations when conflict occurs because family and 

work roles are demanded simultaneously. Attitudes of individuals, which are created in a 

place (such as a family home), are affected by negative or positive reactions in another area 

(such as work). Work-family conflict is also considered as harmful interference from 

individuals’ family role to their work role or vice versa (Huang et al., 2023; Kolbaşı & Bağcı, 

2019). 

In some studies that investigate the effect of gender on work-family conflict, it is 

suggested that men experience less conflict than women and such family structural traits as 

the fact that the number of children of the employees is high. They are young, the spouses 

do not support each other, both spouses work, and the responsibility and care of children are 

performed by only one of the spouses, causing work-family life conflicts, which generally 

affects relationships negatively (Gutek et al., 1991). 

3. Hypotheses 

It is recognised in the literature that a close relationship between work satisfaction 

and motivation theories exists. Individuals’ motivation and consequently obtaining pleasure 

or satisfaction from their work lie behind such theories as Blau’s Social Exchange Theory, 

Locke's Expectancy Theory, Maslow's Hierarchy of Needs, Eisenberger's Organizational 

Support Theory, Vroom's Expectancy Theory, Herzberg's Double Hygiene Theory, Adams' 

Equity Theory, and Salancik and Pfeffer's Theory of Interpersonal Comparison (Ortiz-

Bonnin et al., 2023; Ellis et al., 2023; Eğinli, 2009; Kanbur et al., 2017). 

Studies have demonstrated that the co-worker dimension, one of the sub-dimensions 

of perceived social support, moderates work satisfaction. In the study of Polatçı et al. (2014), 

the antecedents of life and work satisfaction factors were studied, and it was observed that 

these factors affect work satisfaction positively. However, it is maintained that the life 

satisfaction of the temporary village guards is significantly affected by the perceived 

organisational support and commitment. The work satisfaction factor mediates this effect 

partly, and a significant and positive relationship exists between work and life satisfaction. 

In the study conducted by Ellis et al. (2023), it was seen that family support was effective in 
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accepting or rejecting the job offer of an adult. In their study, Sergeant and Abdildaev (2014) 

applied a questionnaire to 381 lecturers in 8 public higher education institutions in Bishkek, 

Kyrgyzstan. According to the obtained data, it is determined that the social support that the 

instructors perceive has a positive effect on work satisfaction, and the social support that 

they perceive from their colleagues and management is the highest in terms of work 

satisfaction factors. 

From this point of view, the hypotheses of this research have been formed as follows: 

H1: Perceived social support level positively and significantly affects work satisfaction. 

H1a. Family support, one of the sub-dimensions of perceived social support, positively and 

significantly affects work satisfaction. 

H1b. Co-worker support, one of the sub-dimensions of perceived social support, positively 

and significantly affects work satisfaction. 

H1c. Friend support, one of the sub-dimensions of perceived social support, positively and 

significantly affects work satisfaction. 

Improved work-family balance through less conflict between work and family 

positively affects individuals' health. The study on this subject has found that the satisfaction 

created by the work-family balance positively affects well-being (Ter Hoeven & Van 

Zoonen, 2015). In a survey by Moustaq et al. (2023), in which work-life imbalance and the 

relationship between work and family were investigated in Bangladesh, a questionnaire was 

applied to 656 nurses, and it was found that work hurts the family. There is a positive 

relationship between work-life imbalance. A study conducted with an employment specialist 

in the USA determined that mothers are primarily engaged in childcare, and working 

mothers are engaged in childcare more than three times per week than fathers (Friedman & 

Greenhaus, 2000). In the study conducted by Molina (2021), it was stated that family, 

cultural and economic factors significantly affect work and family conflict. Living in 

different environments brings different solutions to the problem of work-family conflict. 

This inequality between parents makes mothers remain under stress (Hochschild & 

Machung, 2003). 

Based on these findings, the following hypotheses have been built: 

H2. Work-family conflict has a moderating role in the effect of perceived social support level 

on work satisfaction. 

H2a. Work-family conflict moderates the effect of family support, one of the sub-dimensions 

of perceived social support, on work satisfaction. 

H2b. Work-family conflict moderates the effect of co-worker support, one of the sub-

dimensions of perceived social support, on work satisfaction. 

H2c. Work-family conflict moderates the effect of friend support, one of the sub-dimensions 

of perceived social support, on work satisfaction. 
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In studies investigating work-family conflict, it is found that work-family conflict 

significantly reduces life satisfaction; it has a statistically significant effect, and this effect 

is negative (Tongshuang et al., 2020; Huang et al., 2023; Triestman, 2004; Efeoğlu, 2006; 

Arslan, 2012; Akduman, 2015; Karaca & Dede, 2017) and a significant negative correlation 

exists (Kossek & Özeki, 1998; Allen et al., 2000). In the survey study conducted by 

Tongshuang et al. (2020) on 14,910 female subjects in China, investigating the relationship 

between work-family conflict and life satisfaction, it was found that work-family conflict 

was negatively related to life satisfaction. In addition, it has been determined that work-

family conflict's effect on life satisfaction strengthens as age increases. In the study 

conducted by Molina (2021), it was stated that family, cultural and economic factors 

significantly affect work and family conflict. Living in different environments brings 

different solutions to the problem of work-family conflict. In a study conducted by Huang 

et al. (2023) on 197 couples in China, it was found that excessive workload affects work-

family conflict through work burnout. 

In field studies, working mothers have stated that they struggle to perform more than 

one duty at the same time due to time pressure; nevertheless, they experience a continuous 

shortage of time (Molina, 2021; Tongshuang et al., 2020; Rose, 2017; Chen & Powell, 2012). 

However, considering that online-assisted remote work at home, particularly in times 

of COVID-19, allows many employees to spend more time with their families, the following 

hypotheses have been developed: 

H3. Family-work-life conflict has a moderating role in the effect of perceived social support 

level on work satisfaction. 

H3a. Family work-life conflict has a moderating role in the effect of family support on work 

satisfaction, one of the sub-dimensions of perceived social support. 

H3b. Family-work-life conflict has a moderating role in the effect of co-worker support, one 

of the sub-dimensions of perceived social support, on work satisfaction. 

H3c. Family-work-life conflict moderates the effect of friend support, one of the sub-

dimensions of perceived social support, on work satisfaction. 

In the studies examining the relationship between perceived social support and life 

satisfaction, it is observed that social support increases life satisfaction and a significant 

relationship exists between the two; high levels of perceived social support affect 

individuals' life satisfaction positively, and low levels of life satisfaction affect it negatively 

(Popoola & Fagbola, 2023; Li & Wang, 2022; Lin et al., 2020; Güngör, 1996; Tüzün, 1997; 

Özer & Karabulut, 2003; Şahin & Altıntel, 2010; Baltacı & Hamarta, 2013; Yaşar et al., 

2014; Kaçan et al., 2016; Boylu & Günay, 2018). In a study conducted in Nigeria by Popoola 

and Fagbola (2023), a questionnaire was applied to 926 library staff, and it was seen that 

work-family balance, work motivation and job satisfaction had a significant effect on job 

engagement. In a study conducted in China by Lin et al. (2020), it was observed that there 
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was a remarkable rate of suicidal ideation among female subjects and that both work stress 

and family stress differed significantly in this thought. 

Within this framework, the following hypotheses have been formed: 

H4: Perceived social support level positively and significantly affects life satisfaction. 

H4a. Family support, one of the sub-dimensions of perceived social support, positively and 

significantly affects life satisfaction. 

H4b. Co-worker support, one of the sub-dimensions of perceived social support, positively 

and significantly affects life satisfaction. 

H4c. Friend support, one of the sub-dimensions of perceived social support, positively and 

significantly affects life satisfaction. 

In the studies which examine the effect of perceived social support on work-family 

and family-work-life conflict, it has been found that this support positively and significantly 

affects the perception and resolution of conflict (Kimberly et al., 2022; Tongshuang et al., 

2020; Popoola & Fagbola, 2023; Fan & Potočnik, 2021; Zin, 2006; Kılıç & Sakallı, 2013; 

Polat et al., 2018; Şirin & Yücel, 2020). Similarly, it is maintained that work-family conflict 

has an effect on work satisfaction and working women experience more work-family 

conflict than working men (Xiao et al., 2023; Elbir, 2000; Eker et al., 2001; Efeoğlu, 2006; 

Tüfekçi & Tüfekçi, 2006; Karatepe & Tekinkuş, 2006; Kılıç et al., 2008; Bozoğlan, 2014; 

Dursun & Istar, 2014; Akbolat et al., 2016). In a study conducted by Kimberly et al. (2022) 

on 106 employees in the USA, it was observed that work-family conflict occurred at any 

time of the day, and role flexibility did not change the relationship between work-family 

conflict formation. 

Based on these findings, the hypothesis of the study is established as follows: 

H5. Work-family conflict has a moderating role in the effect of perceived social support level 

on life satisfaction. 

H5a. Work-family life conflict has a moderating role in the effect of family support on life 

satisfaction, one of the sub-dimensions of perceived social support. 

H5b. Work-family conflict moderates the effect of co-worker support, one of the sub-

dimensions of perceived social support, on life satisfaction. 

H5c. Work-family conflict moderates the effect of friend support on life satisfaction, one of 

the sub-dimensions of perceived social support. 

Studies have focused on the result that work-related tension reduces work satisfaction 

(Xiao et al., 2023; Fan & Potočnik, 2021; Başçı et al., 2016; Revicki et al., 1991) and life 

satisfaction (Carlson et al., 2000; Gürel & Altunoğlu, 2016). A survey was applied to 502 

full-time married workers in China by Xiao et al. (2023), and the effect of work-family 

conflict on the individual's behaviour was investigated. It has been observed that work-

family conflict weakly impacts individuals with high levels of frugality. In the study 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

21 

 

conducted by Fan and Potočnik (2021), a questionnaire was applied to 10,983 female 

employees, and it was determined that those in managerial positions bear the costs for 

childcare and continue to work. 

Based on this theoretical framework and the conducted studies, the following 

hypotheses have been proposed to determine the relationship between work-related tension 

and work satisfaction and life satisfaction: 

H6. The family-work-life conflict has a moderating role in the effect of perceived social 

support level on life satisfaction. 

H6a. Family work-life conflict has a moderating role in the effect of family support on life 

satisfaction, one of the sub-dimensions of perceived social support. 

H6b. Family-work-life conflict has a moderating role in the effect of co-worker support, one 

of the sub-dimensions of perceived social support, on life satisfaction. 

H6c. Family-work-life conflict moderates the effect of friend support, one of the sub-

dimensions of perceived social support, on life satisfaction. 

Accordingly, Study Model Figure 1 summarises the hypotheses. 

Fig. 1 

Study Model 

 

4. Methodology 

Gaziantep, which has developed in industry and exports, is the 3rd province 

significantly contributing to the Turkish economy. It ranked 6th in industry and trade in 

2022. Türkiye’s exports amounted to $254.2 billion, and Gaziantep had a share of 

approximately 4% with $10.52 billion. With 5 Organized Industrial Zones, Gaziantep has 

high representation and employment rates because it has sectoral diversity. 

In this framework, according to the compulsory insurance data of the Social Security 

Institution (SGK) in September 2020, 79.241 active female employees in medium and large-

scale enterprises registered with the Gaziantep Chamber of Industry constituted the 

population of the study, while the sample of the research consisted of 523 female employees 

affiliated with three enterprises. Thus, a sufficient sample size was provided. X, Y and Z 

enterprises carry out production and marketing activities in four different business lines; 

Perceived Social Support 

(Family – Co-worker - Friend) 

Work-Family Life Conflict 

Work Satisfaction 

Family-Work Life Conflict 

Life Satisfaction 
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according to 2020 data, X enterprise has 750 employees, and Y and Z enterprises have more 

than 500 employees. 

The universe of this study, in which the moderating effect of social support perceived 

by women employees on work-family life conflict on their work and life satisfaction is 

investigated, consists of 79,241 active women employees who worked at medium and large-

scale enterprises registered in the Chamber of Industry in Gaziantep Province based on the 

compulsory insurance data of the Social Security Institution (SGK) in September 2020. The 

sample size was calculated at 383, considering the 5% margin of error within the 95% 

confidence limits from the main population. The sample of the study consists of 523 women 

employees, thus providing a sufficient sample size. 

The scale developed by Netenmeyer et al. (1996) and adapted into Turkish by 

Efeoğlu (2006) has been used to measure the work-family and family-work conflicts of the 

participants. The scale, which belongs to Hackman and Oldham and was adapted into 

Turkish by Şeşen and Basım (2010), was used to measure the general work satisfaction of 

the employees. The life satisfaction scale was prepared within the framework of the causal 

model developed by Diener (1985). Statistical analysis of the obtained data was made on 

SPPS and SmartPls software. 

4.1. The Results of the Study 

The findings of the analysis conducted to determine the demographic characteristics 

of 523 women employees who have participated in the study are as follows: Approximately 

half of the participants (49%) are single, 43% are between the ages of 21-29, 1% are between 

the ages of 50-55 and 43% had no children while 1% have four or more children. The spouses 

of 73% of the participants are employed while 27% are unemployed; approximately 2% live 

alone, and 52% live with their parents and siblings; about 33% are primary school graduates 

and 5% are graduates. 82%, 14%, and 4% of the participants work in production, 

administrative and other departments, respectively, while 52%, 43% and 5% have 

permanent, contracted and different statuses, respectively; approximately 62% and 2% have 

0-5 and 21 or more years of working time; 87% work six days a week and about 8% work 

five days; about 46% work 10 hours a day and 2% work 14 hours a day, and about 36% have 

a fixed working arrangement while 63% have a flexible working arrangement. 

Considering the participants' wages in 2020, approximately 39% earn a monthly 

income of between TL 1,700 and 2,699, and 2% make a monthly payment of TL 7,700 or 

more. About 42% earn less than TL 2,300, which was the minimum wage in 2020, while 

about 15% gain several times more than the minimum wage. These findings reveal that most 

participants earn minimum wage and below, and most belong to the middle-income group. 

4.2. The Results of Hypothesis Tests (Structural and Measurement Models) 

Smart PLS, a second-generation statistical software, has been used to test 

measurement and structural models in the study data analysis. This program is a least squares 
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structural equation modelling software and can test complex models with an exploratory 

approach. Moreover, this program can analyse different measurement types together and 

work with measurement tools consisting of a single indicator; it does not require the 

assumption of normal distribution and can also be used in cases where the sample is small 

(Wong, 2013; Doğan, 2019). 

4.3. Analysis of Measurement Model 

In the study, a measurement model has been created to determine the moderating 

effect of perceived social support on work-family conflict and family-work-life conflict on 

work and life satisfaction. While the perceived social support variable, which has a level-

determining construct in the measurement model, was assigned as the independent construct, 

family-work-life conflict and work-family-life conflict were assigned as moderator 

variables, and work and life satisfaction variables were assigned as dependent constructs. 

To evaluate the measurement model of the study, external indicator loads and their 

significance, internal consistency reliability, convergent validity and discriminant validity 

were assessed. Accordingly, the measurement model is presented in Figure 2. 

Fig. 2 

Measurement Model 

 
Note 1: PSS, WS, LS, WFLC, FWC. 

The values on the inner model demonstrate the path coefficients, that is, the standardised beta values (β), the values on the outer model present the 

indicator loads, and the values on the constructs show the coefficients of determination (R2). 

According to Figure 2, question 3, which is related to the variable of work satisfaction 

and questions 2 and 3, about the family-work-life conflict variable, have been excluded from 

the analysis due to their low factor loads. Therefore, studies were carried out without using 

these indicators in the measurement and structural models. 
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4.4. The Results of Reliability and Convergent Validity 

In the analysis of the measurement model, the internal consistency reliability of the 

constructs, Cronbach's alpha coefficient (α), rho-A coefficient, combined reliability 

coefficient (CR) and average variance explained (AVE) are considered. In this measurement 

model analysis, convergent validity should be checked after internal consistency reliability 

is ensured (Hair et al., 2017). 

Convergent validity (CR) can also be checked over the average variance explained 

(AVE) coefficient, in which case the AVE coefficients should be 0.50 and above. While it 

is required that the external indicator loads be higher than 0.70 to ensure indicator reliability, 

it is necessary to observe whether or not an improvement in the combined reliability and 

AVE coefficients exists when the indicators in the range of 0.40-0.70 are removed from the 

model. If no improvement exists, these indicators should be maintained, and the AVE 

coefficients should be 0.50 and above (Latan & Ghozali, 2015). 

Accordingly, the reliability and convergent validity data of the constructs in the 

measurement model of the study are shown in Table 1. 

Table: 1 

Reliability and Convergent Validity Data 

Constructs Indicators α rho_A CR AVE 

PSS 

Family 

Co-worker 
Friend 

0,904 

0,887 

0,891 

0,922 

0,898 

1,086 

0,932 

0,921 

0,917 

0,773 

0,745 

0,735 

WS Work Satisfaction 0,809 0,825 0,872 0,631 

LS Life Satisfaction 0,828 0,872 0,877 0,591 

WFLC Work-Family Life Conflict 0,893 0,883 0,914 0,682 

FWLC Family-Work Life Conflict 0,806 0,916 0,877 0,705 

Source: The table was designed by the author. 

Note: n = 523, PSS: Perceived Social Support, WS: Work Satisfaction, LS: Life Satisfaction, WFLC: Work-Family life conflict, FWC: Family-work life 

conflict. α: Cronbach’s alfa, rho_A: Tarkkonen’srho_ A value; CR: Combined reliability, AVE: Average variance explained. 

Based on Table 1, considering these indicators within the framework of the study 

data, internal consistency reliability and convergent validity are ensured since the α, rho-A, 

and CR coefficients for the PSS, WS, LS, WFC and FWC scales are more significant than 

0.70, and the AVE coefficient is greater than 0.50. 

4.5. Results of Discriminant Validity 

According to the cross-loading analysis criterion, the indicator loads of a variable 

should be higher than the indicator loads of other constructs to ensure discriminant validity 

(Hair et al., 2017). Cross-loading data Table 2, Fornell-Larcker and Heterotrait-Monotrait 

ratio (HTMT) criteria Table 3 and Table 4 have been evaluated in the analysis performed to 

examine the discriminant validity of the constructs which are investigated within the scope 

of the measurement model. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

25 

 

Table: 2 

Cross-Load Analysis Data 

Constructs 

Indicators Family FWC Co-worker LS Friend WFC WS 

1Family 0,875 0,065 0,463 0,191 0,285 0,187 0,163 

2Family 0,882 0,000 0,448 0,210 0,251 0,139 0,164 

3Family 0,865 0,030 0,525 0,287 0,312 0,100 0,235 

4Family 0,894 0,067 0,471 0,251 0,310 0,148 0,229 

1Co-worker 0,536 0,053 0,867 0,237 0,411 0,066 0,225 

2Co-worker 0,418 0,094 0,852 0,179 0,483 0,091 0,137 

3Co-worker 0,488 0,037 0,860 0,199 0,512 0,004 0,235 

4Co-worker 0,424 0,060 0,873 0,192 0,473 -0,031 0,202 

1Friend 0,326 0,226 0,477 0,034 0,803 0,126 0,057 

2Friend 0,314 0,248 0,427 0,069 0,860 0,106 0,033 

3Friend 0,268 0,187 0,487 0,055 0,851 0,093 0,086 

4Friend 0,280 0,177 0,482 0,156 0,912 -0,007 0,078 

1FWLC -0,008 0,740 0,033 -0,025 0,154 0,585 -0,010 

4FWLC 0,094 0,870 0,057 -0,015 0,173 0,585 -0,059 

5FWLC 0,019 0,900 0,069 -0,067 0,232 0,443 -0,022 

1LS 0,187 0,034 0,160 0,779 0,111 -0,083 0,539 

2LS 0,292 -0,083 0,227 0,848 0,078 -0,141 0,495 

3LS 0,154 0,033 0,158 0,772 0,055 -0,036 0,414 

4LS 0,281 -0,079 0,224 0,834 0,120 -0,114 0,371 

5LS 0,032 -0,067 0,092 0,582 0,044 -0,122 0,268 

1WFLC 0,087 0,477 -0,003 -0,102 0,093 0,848 -0,104 

2WFLC 0,159 0,507 0,069 -0,106 0,089 0,877 -0,052 

3WFLC 0,197 0,523 0,030 -0,134 -0,016 0,879 -0,032 

4WFLC 0,111 0,589 0,036 -0,108 0,068 0,858 -0,047 

5WFLC 0,156 0,443 0,096 -0,027 0,111 0,640 0,064 

1WS 0,252 0,096 0,157 0,393 0,074 0,033 0,777 

2WS 0,182 -0,010 0,236 0,417 0,078 -0,115 0,840 

4WS 0,155 -0,041 0,119 0,388 -0,013 0,037 0,766 

5WS 0,145 -0,160 0,211 0,529 0,081 -0,131 0,793 

Source: The table was designed by the author. 

Note: PSS: Perceived Social Support, WS: Work satisfaction, LS: Life satisfaction, WFLC: Work-family life conflict, FWC: Family-work life conflict. 

Table 2 shows that the index loads of three sub-dimensions of perceived social 

support (family, friends and private), family-work-life conflict, life satisfaction, work-family 

life conflict and work satisfaction are higher than the loads in other constructs, and it is 

concluded that discriminant validity is achieved. 

According to the Fornell-Larcker (1981) criterion, it is considered whether or not the 

square root of the average variance explained (AVE) value of a variable is greater than the 

correlation coefficient with other variables (√AVE > r), and as a criterion, the square root of 

the AVE value of an implicit variable is higher than the correlation with all other implicit 

variables in the structure (Hair et al., 2019). These data can be expressed in bold where these 

values are more significant than the different values in the rows and columns in which they 

are and where discriminant validity is achieved. Fornell-Larcker criterion data are shown in 

Table 3. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

26 

 

Table: 3 

Formell-Larcker Criterion Data 

Constructs 1 2 3 4 5 6 7 

1- Family 0,879       

2- FWLC 0,047 0,839      

3- Co-worker 0,547 0,067 0,863     

4- LS 0,274 -0,048 0,236 0,769    

5- Friend 0,333 0,230 0,542 0,112 0,857   

6- WFLC 0,159 0,602 0,035 -0,131 0,066 0,826  

7- WS 0,231 -0,038 0,237 0,548 0,078 -0,071 0,795 

Source: The table was designed by the author. 

Note: The values in bold indicate the square root of the AVE values, while the other values show the correlation coefficient between the variables. 

Table 3, three sub-dimensions of perceived social support (family, friend, special 

friend) achieve the discriminant validity of the work-family life conflict, family-work-life 

conflict, work satisfaction and life satisfaction constructs. 

The Heterotrait-Monotrait ratio (HTMT) presents the percentage of the mean of the 

correlations of the indicators that belong to all of the structures in a model to the geometric 

mean of the correlations of the indicators belonging to the same structure. The HTMT ratio, 

which does not contain 1 (less than 1), indicates that discriminant validity is achieved (Hair 

et al., 2017). 

However, Henseler et al. (2016) have suggested a value of 0.90 and below for the 

HTMT criterion and a weight of 0.85 and down if the constructs measured within the study's 

scope are theoretically dissimilar. The Heterotrait-Monotrait ratio data (HTMT), another 

indicator of discriminant validity, is presented in Table 4. 

Table: 4 

Data of Heterotrait-Monotrait Ratio (HTMT) Criterion 

Constructs 1 2 3 4 5 6 7 

1- Family -       

2- FWLC 0,072       

3- Co-worker 0,597 0,082      

4- LS 0,276 0,110 0,258     

5- Friend 0,379 0,276 0,610 0,100    

6- WFLC 0,194 0,753 0,085 0,142 0,132   

7- WS 0,262 0,133 0,261 0,655 0,098 0,126 - 

Source: The table was designed by the author. 

Table 4, discriminant validity is achieved as the HTMT ratios of FWLC, Co-worker, 

LS, Friend, WFLC and WS constructs are low (<.85). Therefore, the constructs have differed 

from each other. 

4.6. Results of Structural Model Analysis 

The bootstrapping method is used in the structural model analysis, where satisfactory 

results are obtained from the measurement model analysis. In the resampling method, which 

is applied based on the 5% confidence level with the bias-corrected and accelerated 

confidence interval method, 5000 derivative sample numbers recommended by Hair et al. 
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(2017) and Henseler et al. (2016) are preferred. The structural model of the study is presented 

in Figure 3. 

Fig. 3 

The Structural Model of the Study 

 
Note: PSS: Perceived Social Support, WS: Work Satisfaction, LS: Life Satisfaction, WFLC: Work-Family Life Conflict, FWC: Family-Work Life 

Conflict, P: Private Friend, F: Friends, Fmly: Family. The internal and external model values give the significance level of t statistics. 

According to Figure 3, before evaluating the main findings for structural model 

analysis, it is examined whether the model has a collinearity issue. The linearity problem 

creates a bias in the regression results, and for this solution, high-order models that can be 

supported by both the type of structure and the theory should be created. In the structural 

model, it is demonstrated in Figure 4 that perceived social support from family has a 

moderating effect on work satisfaction and H2 is supported. 
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Fig. 4 

Moderating Effect (Work Satisfaction) 

 
─ Work Family Life Conflict at 1-SD, ─ Work Family Life Conflict at Mean, ─ Work Family Life Conflict at 1+SD 

It is shown in Figure 6 that perceived social support from friends has a moderating 

effect on work satisfaction, and H2b is supported. 

Fig. 6 

Moderating Effect 

 
─ Work Family Life Conflict at 1-SD, ─ Work Family Life Conflict at Mean, ─ Work Family Life Conflict at 1+SD 

It is shown in Figure 7 that perceived social support from family has a moderating 

effect of work-family conflict on life satisfaction, and H5 is supported. 
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Fig. 7 

Moderating Effect 10 - Moderating Effect Slope Graphic 

 
─ Work Family Life Conflict at 1-SD, ─ Work Family Life Conflict at Mean, ─ Work Family Life Conflict at 1+SD 

Before evaluating the primary findings related to structural model analysis, it is 

considered whether or not a linearity problem exists in the model. The linearity problem 

creates bias in the regression results, and it is essential to create high-level models that can 

be supported by both the type of structure and the theory to solve this problem (Henseler et 

al., 2016). 

While performing the regression analysis, multicollinearity problems must be 

avoided among the variables in the model. Whether the implicit variables in the structural 

model cause multicollinearity or not is evaluated because the VIF values of these variables 

are more significant than 5. If the VIF value is greater than 5, a multicollinearity problem 

can be concluded among the variables; 3-5 is acceptable, although it indicates the possibility 

of multiple connections. This means the ideal VIF value among the variables should be less 

than 3 (Hair et al., 2019). 

While evaluating the variance inflation factor coefficients, internal VIF coefficients 

are considered in reflective structures and external VIF coefficients in forming structures. 

The variance inflation factor coefficients obtained as a result of the linearity statistics of this 

study are presented in Table 5. 
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Table: 5 

Variance Inflation Factor Coefficients (VIF) 

External Indicators VIF Internal VIF 

Indicators and Coefficients Structures and Coefficients 

FAMILY3 2,124  Family FWLC Co-worker LS Co-worker WFLC İŞD 

FAMILY4 2,677 Family - - - 1,623 - - 1,614 

CS1 2,267 FWLC - - - 1,808 - - 1,808 

CS2 2,456 Co-worker - - - 1,900 - - 1,984 

CS3 2,254 LS - - - - - - - 

CS4 2,493 Co-worker - - - 1,677 - - 1,697 

FAMILY1 3,530 WFLC - - - 1,751 - - 1,771 

FAMILY2 3,635 WFLC - - - - - - - 

FRIEND4 2,092         

FRIEND1 3,148         

FRIENDl2 3,824         

FRIEND3 2,264         

FWLC 1 1,728         

FWLC4 2,071         

FWLC5 1,647         

Source: The table was designed by the author. 

Note: VIF: Variance inflation factor, PSS: WFLC, FWLC, WS, LS (all internal VIF values <5). 

According to Table 5, the study's external indicator values (VIF) are less than 5; their 

internal indicator values (VIF) are less than 3. These findings show that the study model is 

free from the linearity problem (VIF<5; VIF<3 respectively). To evaluate the structural 

model of the study, the coefficient of determination (R2) effect size f squared (f2 effect size 

and Stone-Geisser Q2 predictive power (Q2) are evaluated, and the model is checked for 

linearity problem (Raithel et al., 2012). 

Among the main findings of the structural model analysis, the determination 

coefficient (R2) is primarily considered. The R2 coefficient measures the variance explained 

on each dependent construct and demonstrates the explanatory power of the relevant model. 

The R2 coefficient, which takes values between 0 and 1, approaching 1, indicates high 

predictive power, although as a general criterion, the coefficients of 0.75, 0.50, and 0.25 

indicate significant, moderate and low predictive power, respectively. However, in some 

cases, even a numerically low coefficient of 0.10 can be considered satisfactory (Hair et al., 

2017). 

The f2 effect value reveals the contribution of each independent and intermediate 

construct to the prediction of dependent constructs in the model, which is the R2 coefficient 

of the model. According to the f2 square criterion, values higher than 0.02, 0.15 and 0.35 

indicate small, medium and large effect values, respectively (Cohen, 1988). 

The Stone-Geisser Q2 predictive power coefficient (Q2) is used to test the 

explanatory power of the study. The Q2 coefficient greater than zero indicates that the study 

model is effective on the dependent construct. On the other hand, if it is equal to or less than 

zero, the study model does not affect the dependent construct (Geisser, 1974; Stone, 1974). 

The predictive power coefficients obtained for the structural model of this study are 

presented in Table 6. 
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Table: 6 

Predictive Power Coefficients 

Independent→Dependent R2 Adj. R2 f2 Q2 

Family LS .211 .194 0,029 .092 

Co-worker LS   0,009  

Friend LS   0,001  

WFLC LS   0,020  

FWLC LS   0,004  

Family WS .154 .136 0,016 .081 

Co-worker WS   0,015  

Friend WS   0,001  

WFLC WS   0,003  

FWLC WS   0,001  

Source: The table was designed by the author. 

Note: n = 523, WFLC: Work-family life conflict, FWLC: Family-work life conflict, LS: Life satisfaction, WS: Work satisfaction R2: Determination 

coefficient, Adj. R2: Adjusted determination coefficient, f2: f square effect magnitude, Q2: Predictive power, q2: Partial predictive power. 

According to Table 6, the determination coefficient (R2) explains the load of 

independent variables on life satisfaction at 21% and work satisfaction at 15%. The total f2 

coefficient of independent variables on life satisfaction is 0.029; the f2 coefficient in the 

effect of independent variables on work satisfaction is 0.016. In other words, f2 effect 

magnitude values contribute low (f2 = .029) to the R2 effect magnitude of independent 

variables’ life satisfaction and again low (f2 = .016) to the R2 effect magnitude of life 

satisfaction. The life satisfaction coefficient of the independent variables is 0.092, and the 

work satisfaction coefficient is 0.081 (Q2> 0), which means that the study model does not 

affect the dependent variable structure. After the effect magnitude findings, which are 

discussed within the scope of the external model, the significance and direction of the path 

coefficients, that is, standardised beta values (β), which take values ranging between -1 and 

+1, are evaluated to consider the effect magnitude of the internal model. Accordingly, the 

findings obtained from the study are presented in Table 7. 

Table: 7 

Structural Model Path Analyses 

Hypothesis Substances β x s t p bias 

Confidence 

Interval 

(2,5) 

Confidence 

Interval 

(97,5) 

H1a Family -> Work satisfaction 0,150 0,156 0,065 2,317 0,021* 0,006 0,011 0,266 

H1b Co-worker -> Work satisfaction 0,160 0,156 0,066 2,429 0,015* -0,020 -0,077 0,245 

H1c Friend -> Work satisfaction -0,046 -0,038 0,061 0,757 0,449 -0,004 0,030 0,288 

H2a Family -> Work satisfaction Moderator: WFLC -0,247 -0,237 0,089 2,780 0,005* 0,010 -0,393 -0,051 

H2b Co-worker -> Work satisfaction Moderator: WFLC 0,163 0,153 0,079 2,070 0,039* -0,010 0,023 0,328 

H2c Friend -> Work satisfaction Moderator: WFLC 0,033 0,031 0,078 0,420 0,675 -0,002 -0,135 0,174 

H3a Family -> Work satisfaction Moderator: FWLC -0,084 -0,075 0,080 1,043 0,297 0,008 -0,248 0,064 

H3b Co-worker -> Work satisfaction Moderator: FWLC -0,018 -0,001 0,080 0,230 0,818 0,018 -0,178 0,128 

H3c 
Friend -> Work satisfaction 

Moderator: FWLC 
0,050 0,024 0,084 0,591 0,554 -0,025 -0,102 0,221 

H4a Family -> Life satisfaction 0,188 0,198 0,048 3,913 0,000* 0,010 0,077 0,268 

H4b Co-worker ->Life satisfaction 0,117 0,119 0,063 1,872 0,061 0,003 -0,102 0,229 

H4c Friend -> Life satisfaction -0,027 -0,014 0,055 0,498 0,619 0,001* -0,008 0,235 

H5a Family-> Life satisfaction Moderator: WFLC -0,199 -0,173 0,085 2,353 0,019* 0,026 -0,346 -0,043 

H5b Co-worker ->Life satisfaction Moderator: WFLC 0,233 0,142 0,211 1,104 0,269 -0,091 -0,285 0,345 

H5c Friend -> Life satisfaction Moderator: WFLC -0,004 0,016 0,067 0,066 0,947 0,021 -0,151 0,106 

H6a Family -> Life satisfaction Moderator: FWLC -0,070 -0,082 0,077 0,911 0,362 -0,012 -0,203 0,107 

H6b Co-worker -> Life satisfaction Moderator: FWLC -0,024 0,005 0,078 0,304 0,761 0,029 -0,177 0,107 

H6c Friend -> Life satisfaction Moderator: FWLC 0,106 0,074 0,069 1,544 0,123 -0,033 0,004 0,259 
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According to Table 7, the path coefficient indicating the direct effect of the family 

on life satisfaction is positive and significant. (β = 1.88 t = 3.913> 2.50, p = 0.000 < 0.001). 

The family has a positive effect on life satisfaction. The H4a hypothesis is supported. 

The coefficient indicating the moderating effect of family dimension on work 

satisfaction of work-family life conflict is negative and significant (β = -.247, t = 2.780 > 

2.50, p = 0.005 < .010). The H2a hypothesis is supported. 

Summarised data related to the results of the study hypotheses are shown in Table 8. 

Table: 8 

Summarised Results of Hypothesis Tests 

Hypothesis Paths 
Coefficients 

Result 
P 

H1a PSS (family) ->Work satisfaction 0,021* Supported 

H1b PSS (co-worker) -> Work satisfaction 0,015* Supported 

H1c PSS (friend) -> Work satisfaction 0,449 Not supported 

H2a Family -> Work satisfaction Moderator: WFLC 0,005* Supported 

H2b Co-worker -> Work satisfaction Moderator: WFLC 0,039* Supported 

H2c Friend--> Work satisfaction Moderator: WFLC 0,675 Not supported 

H3a Family ->Work satisfaction Moderator: FWLC 0,297 Not supported 

H3b Co-worker -> Work satisfaction Moderator: FWLC 0,818 Not supported 

H3c Friend -> Work satisfaction Moderator: FWLC 0,554 Not supported 

H4a PSS (family) -> Life satisfaction 0,000* Supported 

H4b PSS (co-worker) -> Life satisfaction 0,061 Not supported 

H4c PSS (Friend) -> Life satisfaction 0,619 Not supported 

H5a Family -> Life satisfaction Moderator: WFLC 0,019* Supported 

H5b Co-worker -> Life satisfaction Moderator: WFLC 0,269 Not supported 

H5c Friend -> Life satisfaction Moderator: WFLC 0,947 Not supported 

H6a Family -> Life satisfaction Moderator: FWLC 0,362 Not supported 

H6b Co-worker -> Life satisfaction Moderator: FWLC  0,761 Not supported 

H6c Friend-> Life satisfaction Moderator: AİÇ 0,123 Not supported 

Source: The table was designed by the author. 

Note: *, **, *** symbols represent p < .05 significance level, p < .01 significance level, p < .001 significance level, respectively. 

5. Discussion 

In the study, which examines the moderator role of work-family life and family-

work-life conflict in the effect of perceived social support of women employees on their 

work and life satisfaction, it is observed that approximately half (49%) of the participants 

are single, 43% are 21-29 and 1% are 50-55. It is also observed that practically 54% of 

women employees have children, spouses of 73% of the women employees are employed, 

52% live with their parents and siblings, secondary school graduates are the majority with 

nearly %46 (45.8%), 82% work in production, 52% are permanent staff, 62% have an 

experience of 0-5 years, 87% work six days a week, 46% work 10 hours a day, and 63% 

have a flexible working arrangement. 

In addition, it is determined that in 2020, when the minimum wage was TL 2,300, the 

percentage of those with a monthly income between TL 1,700 and 2,699 was approximately 

39%, the percentage of those with a monthly payment of TL 7,700 or more were about 2%. 

Thus, the rate of those who earned less than the minimum wage was nearly 42%, and the 

percentage of those who made several times more than the minimum wage was about 15%. 
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These findings clearly show that most participants belong to those earning minimum wage 

or below. 

The study established that the "family" dimension, one of the sub-dimensions of the 

perceived social support level, moderates work satisfaction. This finding is consistent with 

the theory that family life satisfaction and work-life satisfaction affect each other, and the 

satisfaction obtained from work-life is reflected in family life. According to the results of 

another analysis, the effect of work-family life conflict on life satisfaction is significant and 

in the opposite direction, while approximately 27% of life satisfaction is explained by work-

family life conflict (Huang et al., 2023; Tongshuang et al., 2020; Higgins et al., 1992; Zhao 

et al., 2011). 

It is suggested that the life satisfaction of employees who receive family support 

increases while the problems arising from their jobs decrease, within the scope of 

satisfaction, which also overlaps with the theoretical studies showing the causal relationship 

between work-family conflict and life (Carlson et al., 2000; Rode, 2007). 

The friend dimension, one of the sub-dimensions of the perceived social support 

level, is observed to moderate work satisfaction. This finding, which supports the H1b 

hypothesis, is also consistent with the study by Fan and Potočnik (2021) and Sergeant and 

Abdildaev (2014). 

The results of the studies conducted by Gong et al. (2023), Ortiz-Bonnin et al. (2023), 

Li & Wang (2022), Bozoğlan (2014) and Polat et al. (2018) support the H2a hypothesis that 

"work-family conflict" has a moderating effect between the family dimension and work 

satisfaction, which is one of the sub-dimensions of the level of perceived social support. 

It is determined that the work-family conflict moderates the friend dimension and 

work satisfaction, one of the sub-dimensions of the perceived social support level. In other 

words, the H2b hypothesis is supported. This is consistent with the findings of studies by 

Molina (2021), Huang et al. (2023), Kılıç and Sakallı (2013) and Şirin and Yücel (2020). 

The path coefficient indicating the direct effect of the family on work satisfaction is 

positive and significant. In other words, the family dimension, one of the sub-dimensions of 

perceived social support level, moderates life satisfaction. The H4a hypothesis is supported. 

This finding is also supported by the studies conducted by Moustaq et al. (2023), Gong et 

al. (2023), Netemeyeret et al. (2018), Güngör (1996) and Tüzün (1997) on this subject. 

It is observed that the family dimension, one of the sub-dimensions of perceived 

social support level, moderates work-family conflict, and the H5a hypothesis is supported. 

Similar results are also found in the study by Tu et al. (2022), Clinton et al. (2020) and Zın 

(2006). 

The friend dimension, one of the sub-dimensions of the perceived social support 

level, is observed not to moderate life satisfaction and work satisfaction; the H4c and H1c 
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hypotheses are not supported. However, perceived social support in the literature is defined 

as someone special to the individual (such as a date, fiancée or doctor) who plays a vital role 

in the private life of the individual, apart from family and friends, and is accepted as an 

important element of social support. In this respect, this finding, which does not comply with 

the theory, can be explained by the demographic characteristics of the study sample, such as 

about half (41%) being married and about half (47%) being over 30. 

Similarly, it is seen that no moderating effect of work-family conflict exists between 

one of the sub-dimensions of perceived social support level, friend dimension and both work 

satisfaction and life satisfaction; furthermore, the H2c and H5c hypotheses are not 

supported. Although no study on this subject has been conducted, this finding can be 

explained by the fact that approximately half of the study's sample group is married and has 

children, 27% of their spouses are not employed, and 52% are permanent staff. 

The family dimension, one of the sub-dimensions of perceived social support, does 

not have a moderating effect between work and life satisfaction on family-work conflict, and 

H3a and H6a hypotheses are not supported. This result does not show parallelism with the 

results of the study by Huang et al. (2023), Xiao et al. (2023), Popoola & Fagbola (2023), 

Kimberly et al. (2022) and Triestman (2004). 

It is observed that there is no moderating effect between the co-worker dimension, 

which is one of the sub-dimensions of perceived social support, and both work and life 

satisfaction on family-work conflict. Therefore, hypotheses H3b and H6b are not supported. 

Similarly, there is no moderating effect of work-family conflict between the sub-dimensions 

of perceived social support level, co-worker dimension and life satisfaction. The H5b 

hypothesis is also not supported. 

In most of the studies conducted in this area, however, it is determined that conflict 

and satisfaction are negatively related variables, work-family conflict is negatively related 

to work satisfaction, and family-work conflict does not have a statistically significant 

relationship with work satisfaction. Therefore, this finding of the study needs to be more 

questionable. 

It is seen that family-work conflict does not have a moderating effect between one of 

the sub-dimensions of perceived social support level, friend dimension, and both work and 

life satisfaction. It is determined that the friend dimension, one of the sub-dimensions of the 

level of perceived social support, does not moderate life satisfaction, and the H4b hypothesis 

is not supported. However, this finding does not show parallelism with the results of the 

studies conducted by Lin et al. (2020), Li & Wang (2022), Ellis et al. (2023), Carlson et al. 

(2000), Güngör (1996) and Tüzün (1997). This can be explained by demographic 

characteristics, such as most of the sample being single and young. 
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6. Conclusion 

This study was conducted at the beginning of the world's COVID-19 pandemic in the 

world, and a survey was applied to women employees in different industries in Gaziantep, 

an important industrial region of Türkiye. The survey application was performed in 

enterprises operating in various production areas, mainly textile and food industries, with a 

high female labour force employment rate. These women employees include both blue-

collar and white-collar staff. However, some enterprises have refused to participate in the 

survey to protect the health of their employees due to Covid-19. 

In terms of the effect of family-work and work-family life conflicts, a survey was 

applied to the employees of the enterprises in different industries, with the concern that the 

surveys conducted in the enterprises in the same industry might be misleading. It is realised 

that few studies have been conducted on the effect of perceived social support, including 

family, co-workers and friends, on work and life satisfaction. While most of these studies 

include the family dimension, the co-worker dimension has been examined rarely, and the 

studies on the friend dimension need to be included. Conducting studies on the friend 

dimension can contribute to the literature. Moreover, the effect of perceived social support 

in different sectors and business lines on work, life satisfaction, and work-family conflicts 

can be investigated. 

Employees and conditions may experience conflicts in the dimensions mentioned 

above in the presence of flexible working arrangements and, consequently, hard work in the 

busy seasons of the sectors. Working conditions, internal management or communication 

problems, and communication problems between family and work are the problems 

attributed to the organisation. To prevent these conflicts, private nursing homes and 

kindergartens can be put into use under the responsibility of the institution where women 

employees work, which alleviates the burden of the children or the patients whom they must 

take care of. These are essential parameters that increase the loyalty of women employees 

by enhancing their sense of belonging to the institution and making the time spent at work 

productive. 

The results obtained from this study can guide enterprises and organisations. The 

results of such analyses can change the perspective of the enterprises on the staff, enable 

them to consider the employees’ demographic characteristics and provide a framework for 

the policy for increasing labour productivity. Protection and strategies that will reduce work-

family conflict and increase life satisfaction for middle-aged women. Organisational leaders 

and policymakers can offer flexible work time and location to reduce work-family conflict 

and prevent employee emotional disturbances. It is recommended that policymakers, 

especially in the education sector, emphasise work-family balance, work motivation and job 

satisfaction while planning to increase their employees' work commitment. In addition, it 

should consider work motivation and work-family balance to increase its employees' job 

satisfaction. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

36 

 

References 

Akbolat, M. et al. (2016), “Sağlık çalışanlarının iş yaşamında karşılaştıkları iş-aile çatışması örgütsel 

bağlılıklarını etkiler mi? Sakarya İli örneği”, Hacettepe Sağlık İdaresi Dergisi, 19(2), 

153-169. 

Akduman, G. (2015), “Çalışan mutluluğunun işe ilişkin duyuşsal iyilik algısı ile ilişkisi ve kuşaklar 

arasındaki farklılıkların incelenmesi”, Doktora Tezi, İstanbul Arel Üniversitesi Sosyal 

Bilimler Enstitüsü, İstanbul. 

Allen, T.D. et al. (2000), “İşten aileye çatışmayla ilişkili sonuçlar: gelecekteki araştırmalar için bir 

inceleme ve gündem”, Sağlık Psikolojisi, 5, 278-308. 

Arslan, M. (2012), “İş-aile ve aile-iş çatışmalarının kadın çalışanların iş doyumları üzerindeki 

etkisi”, Birey ve Toplum, 2(3), 99-113. 

Atalay, M. (2017), “Submitted to the graduate institute of social sciences in fulfilment of the 

requirements for the degree of philosophy of doctorate in organizational behavior”, 

Yüksek Lisans Tezi, İstanbul: Yeditepe Üniversitesi Sosyal Bilimler Enstitüsü. 

Aycan, Z. et al. (2007), Hayat dengesi: İş, Aile ve hayatı dengeleme sanat (1. Baskı), İstanbul: 

Sistem Yayıncılık. 

Baltacı, Ö. & E. Hamarta (2013), “Üniversite öğrencilerinin sosyal kaygı, sosyal destek ve problem 

çözme yaklaşımları arasındaki ilişkinin incelenmesi”, Eğitim ve Bilim Dergisi, 38(167), 

226-240. 

Baş, M. et al. (2019), “Akademisyenlerde iş doyumunun algılanan sosyal destekle ilişkisinin 

incelenmesi”, Üsküdar Üniversitesi Sosyal Bilimler Dergisi, 9, 345-375. 

Bhasin, K. (2003), Social gender “roles we are assigned”, Istanbul: Kuşak Ofset. 

Bowling, N.A. et al. (2005), “Giving and receiving social support at work: the roles of personality 

and reciprocity”, Journal of Vocational Behavior, 67(3), 476-489. 

Boylu, A. & G. Günay (2018), “Yaşlı bireylerde algılanan sosyal desteğin yaşam doyumu üzerine 

etkisi”, İnsan ve Toplum Bilimleri Araştırmaları Dergisi, 7(2), 1351-1363. 

Bozoğlan, B. (2014), “Çatışmanın yordayıcısı olarak sosyal destek ve yaşam doyumu”, Kastamonu 

Eğitim Dergisi, 22(1), 161-175. 

Carlson, D.S. et al. (2000), “Construction and Initial Validation of a Multidimensional Measure of 

Work-Family Conflict”, Journal of Vocational Behavior, 56(2), April, 249-276. 

Çavuş, S. & M. Abdildaev (2014), “Kırgızistan devlet üniversitelerinde çalışan öğretim 

elemanlarının iş doyumu”, TurkishJournal of Education, 3(3), 11-24. 

Çeçen, A.R. (2008), “Üniversite öğrencilerinde yaşam doyumunu yordamada bireysel bütünlük 

(tutarlılık) duygusu, aile bütünlük duygusu ve benlik saygısı”, Eğitimde Kuram ve 

Uygulama, 4(1), 19-30. 

Çevik, N. & O. Korkmaz (2014), “Türkiye’de yaşam doyumu ve iş doyumu arasındaki ilişkinin iki 

değişkenli sıralı probit model analizi”, Niğde Üniversitesi İktisadi ve İdari Bilimler 

Fakültesi Dergisi, 7(1), 126-145. 

Chen, Z. & G. Powell (2012), “No pain, no gain? A resource-based model of work-to-family 

enrichment and conflict”, Journal of Vocational Behavior, 81(1), 89-98. 

Çivilidağ, A. (2011), “Üniversitelerdeki öğretim elemanlarının psikolojik taciz (mobbing), iş 

doyumu ve algılanan sosyal destek düzeyleri”, Doktora Tezi, Selçuk Üniversitesi. Konya. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

37 

 

Clinton, M.E. et al. (2020), “Self-control during daily work activities and work-to-nonwork conflict”, 

Journal of Vocational Behavior, 118-April.  

Çoban, H. (2014), “İş-aile çatışması ve tükenmişlik arasındaki ilişki: Bankacılık sektöründe bir 

araştırma”, Yüksek Lisans Tezi, Pamukkale Üniversitesi Sosyal Bilimler Enstitüsü, 

Denizli. 

Cohen, J. (1988), Statistical power analysis for the behavioural sciences, Mahwah, NJ: Lawrence 

Erlbaum. 

Deniz, M.E. (2006), “The relationships among coping with stress, life satisfaction, decision making 

styles and decision self-esteem: An investigation with Turkish university students”, 

Social Behaviour and Personality, 34(9), 1161-1170. 

Dikmen, A. (1995), “Kamu çalışanlarında iş doyumu ve yaşam doyumu”, Yüksek Lisans Tezi, 

Ankara Üniversitesi, Sosyal Bilimler Enstitüsü. İstanbul. 

Doğan, D. (2019), SmartPLS ile veri analizi, Ankara: Zet Yayınları. 

Dursun, S. & E. İştar (2014), “Kadın çalışanların yaşamış oldukları iş aile yaşamı çatışmasının iş ve 

yaşam doyumu üzerine etkisi”, Atatürk Üniversitesi İktisadi ve İdari Bilimler Dergisi, 

28(3), 127-137. 

Efeoğlu, İ.E. (2006), “İş-aile yaşam çatışmasının iş stresi, iş doyumu ve örgütsel bağlılık üzerindeki 

etkileri: İlaç sektöründe bir araştırma”, Doktora Tezi, Çukurova Üniversitesi, Sosyal 

Bilimler Enstitüsü. Adana. 

Eğinli, A.T. (2009), “Çalışanlarda iş doyumu: kamu ve özel sektör çalışanlarının iş doyumuna 

yönelik bir araştırma”, Atatürk Üniversitesi İktisadi ve İdari Bilimler Dergisi, 23, 35-53. 

Eker, D. et al. (2001), “Çok boyutlu algılanan sosyal destek ölçeğinin gözden geçirilmiş formunun 

faktör yapısı, geçerlilik ve güvenirliği”, Türk Psikiyatri Dergisi, 12(1), 17-25. 

Elbir, N. (2000), “Lise 1. sınıf öğrencilerinin sosyal destek düzeylerinin bazı değişkenler açısından 

incelenmesi”, Yüksek Lisans Tezi, Ankara: Hacettepe Üniversitesi Sosyal Bilimler 

Enstitüsü. 

Ellis, A.M. et al. (2023), “Newcomer work-to-nonwork conflict to withdrawal via work-to-nonwork 

self-efficacy: The buffering role of family supportive supervisor behavior”, Journal of 

Vocational Behavior, 144, August, 103895. 

Fan, Y. & K. Potočnik (2021), “The impact of the depletion, accumulation, and investment of 

personal resources on work-life balance satisfaction and job retention: A longitudinal 

study on working mothers”, Journal of Vocational Behavior, 131, December, 103656. 

Friedman, S.D. & J.H. Greenhaus (2000), Work and family - Allies or enemies? What happens when 

business professionals confront life choices, New York: Oxford University Press. 

Geisser, S. (1974), “A predictive approach to the random effect model”, Biometrika, 61(1), 101-107. 

Gökaslan, S. & N. Kanad (2020), “Üçüncü basamak bir üniversite hastanesinde asistan ve uzman 

doktorların iş doyumu ve motivasyonunu etkileyen faktörler”, Kocatepe Tıp Dergisi, 

21(1), 92-97. 

Gong, Y. et al. (2020), “Exploring the nexus between work-to-family conflict, material rewards 

parenting and adolescent materialism: evidence from Chinese dual-career families”, 

Journal of Business Ethics, 176(3), 593-607. 

Gong, Y. et al. (2023), “The relationship between work-to-family conflict and conspicuous 

consumption: an identity theory perspective”, Psychol.Res.Behav.Manag., 16, 39-56. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

38 

 

Grandey, A. et al. (2005), “A longitudinal and multi-source test of the work-family conflict and job 

satisfaction relationship”, Journal of Occupational and Organizational Psychology, 78, 

305-323. 

Greenhaus, J.H. & N.J. Beutell (1985), “Sources of Conflict Between Work and Family Roles”, 

Academy of Management Review, 10(1), 76-88. 

Güngör, A (1996), “Üniversite öğrencilerinde sosyal destek, negatif yaşam olayları, öfkenin ifade 

ediliş biçimi ile kendini suçlamanın fiziksel sağlık ve sosyal uyumla olan ilişkilerinin 

incelenmesi”, Yüksek Lisans Tezi, Hacettepe Üniversitesi, Ankara. 

Güngör, A (1996), “Üniversite öğrencilerinde sosyal destek, negatif yaşam olayları, öfkenin ifade 

ediliş biçimi ile kendini suçlamanın fiziksel sağlık ve sosyal uyumla olan ilişkilerinin 

incelenmesi”, Yüksek Lisans Tezi, Hacettepe Üniversitesi, Ankara. 

Gutek, B.A. et al. (1991), “Rational versus gender role explanations for work-family conflict”, 

Journal of Applied Psychology, 76(4), 560-568. 

Hagqvist, E. et al. (2017), “Work-family conflict and well-being across Europe: The role of gender 

context”, Social Indicators Research, 132(2), 785-797. 

Hair, J.F. et al. (2017), A primer on partial least square sstructural equation modeling (PLS-SEM) 

(2nd ed.), Los Angeles: Sage Publications. 

Hair, J.F. et al. (2019), “When to use and how to report the results of PLS-SEM”, European Business 

Review, 31(1), 2-24. 

Henseler, J. et al. (2016), “Using PLS path modeling in new technology: Updated guidelines”, 

Industrial Management & Data Systems, 116(1), 2-20. 

Higgins, C. et al. (1994), “Impact of life-cycle stage and gender on the ability to balance work and 

family responsibilities”, Family Relations, 43(2), 144-150. 

Hochschild, A. & A. Machung (2003), The second shift, New York: Penguin. 

Huang, Y. et al. (2023), “Spillover and crossover from work overload to spouse-rated work-to-family 

conflict: the moderating role of cross-role trait consistency”, Fundamental Research, 

<https://doi.org/10.1016/j.fmre.2023.02.027>, 09.04.2023. 

Hwang, I. & J. Kuo (2006), “Effects of job satisfaction and perceived alternative employment 

opportunities on turnover intention - an examination of public sector organizations”, 

Journal of American Academy of Business, 8(2), 254-259. 

Irak, D.U. et al. (2020), “Emotional support makes the difference: Work-family conflict and 

employment related guilt among employed mothers”, Sex Roles, 82(1), 53-65. 

İslamoğlu, E. & S. Yıldırımalp (2014), “Yolcu hizmetleri memurluğu yapan kadınların çalışma 

hayatında karşılaştıkları sorunlar”, HAK-İŞ Uluslararası Emek ve Toplum Dergisi, 3(6), 

150-177. 

Kaçan, S. et al. (2016), “Yaşlı bireylerin algılanan sosyal destek sistemleri ve sağlıklı yaşam biçimi 

davranışlarını etkileyen faktörler”, Yaşlı Sorunları Araştırma Dergisi, 9(Haziran), 1-12. 

Kanbur, E. & A. Erol (2017), “Havacılık çalışanlarının yaşam doyumunun demografik değişkenler 

açısından değerlendirilmesi”, Sosyal Ekonomik Araştırmalar Dergisi, 17(34), 50-64. 

Karaca, A. & N. Dede (2017), “Kamu kurumlarındaki kadın çalışanların iş-aile çatışma düzeyleri ile 

yaşam doyumları arasındaki ilişki: Tunceli örneği”, Balkan ve Yakın Doğu Sosyal 

Bilimler Dergisi, 3(2), 150-158. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

39 

 

Karatepe, O. (2010), “The effect of positive and negative work‐family interaction on exhaustion: 

Does work social support make a difference”, International Journal Contemporary 

Hospital Management, 22(6), 836-856. 

Karatepe, O.M. & M. Tekinkuş (2006), “The effects of work-family conflict, emotional exhaustion, 

and ıntrinsic motivation on job outcomes of front line employees”, International Journal 

of Bank Marketing, 24(3), 173- 193. 

Kılıç, C. et al. (2008), “Adana İli’ndeki özel sağlık merkezlerinde çalışan personelin iş-aile yaşam 

çatışmasının örgütsel bağlılık, iş doyumu ve iş stresine etkisi üzerine bir araştırma”, 

Çukurova Üniversitesi Sosyal Bilimler Enstitüsü Dergisi, 17(2), 241-254. 

Kılıç, R. & S. Sakallı (2013), “Örgütlerde stres kaynaklarının çalışanların iş-aile çatışması üzerine 

etkisi”, Uşak Üniversitesi Sosyal Bilimler Dergisi, 6(3), 208-237. 

Kimberly, A.F. et al. (2022), “When does work-family conflict occur?”, Journal of Vocational 

Behavior, 136(August), 103727. 

Kolbaşı, E. & Z. Bağcı (2019), “İş doyumu ve yaşam doyumu ilişkisi: Bir kamu kurumu üzerinde 

analitik bir araştırma”, Anemon Muş Alparslan Üniversitesi Sosyal Bilimler Dergisi, 7(4), 

19-123. 

Kossek, E.E. & C. Ozeki (1998), “Work-family conflict, policies, and the job-life satisfaction 

relationship: a review and directions for organizational behavior/ human resources 

research”, Journal of Applied Psychology, 83, 139-149. 

Kurt, E. (2013), “Algılanan sosyal destek ve iş performansı üzerinde işe bağlılığın aracı etkisi: 

Turizm işletmelerinde bir araştırma”, Yüksek Lisans Tezi, Hacettepe Üniversitesi, Sosyal 

Bilimler Enstitüsü, Ankara. 

Lambert, Z. & S. Wang (2022), “Do work-family initiatives improve employee mental health? 

Longitudinal evidence from a nationally representative cohort”, Journal of Affective 

Disorders, 297(15- January), 407-414. 

Latan, H. & I. Ghozali (2015), Partial least squares: Concepts, techniques and application using 

program SmartPLS 3.0. (2nd ed.), Semarang: Diponegoro University Press. 

Li, L.Z. & S. Wang (2022), “Do work-family initiatives improve employee mental health? 

Longitudinal evidence from a nationally representative cohort”, Journal of Affective 

Disorders, 297(15), 407-414. 

Lin, W. et al. (2020), “Work stress, family stress, and suicide ideation: A cross-sectional survey 

among working women in Shenzhen, China”, Journal of Affective Disorders, 277, 747-

754. 

Lindorff, M. (2001), “Are they lonely at the top? Social relationships and social support among 

Australian managers”, Work & Stress, 15(3), 274-282. 

Molina, J.A. (2021), “The work-family conflict: evidence from the recent decade and lines of future 

research”, Journal Fam Econ, 42(1), 4-10. 

Moustaq, K.K. et al. (2023), “The association between work-life imbalance, employees' unhappiness, 

work's impact on family, and family impacts on work among nurses: A Cross-sectional 

Study”, Informatics in Medicine Unlocked, 38, 101226. 

Netemeyer, R.G. et al. (2018), “Conflicts in the work-family interface: links to job stress, customer 

service employee performance, and customer purchase intent”, Journal Market, 69(2), 

30-143. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

40 

 

Ollo-López, A. & S. Goñi-Legaz (2017), “Differences in work-family conflict: Which individual and 

national factors explain them?”, The International Journal of Human Resource 

Management, 28(3), 499-525. 

Ortiz-Bonnin, S. et al. (2023), “Work-life balance satisfaction in crisis times: from luxury to 

necessity - The role of organization’s responses during COVID-19 lockdown”, Personnel 

Review, 52(4), 1033-1050. 

Özdevecioğlu, M. & N. Doruk (2009), “Organizasyonlarda iş - aile ve aile - iş çatışmalarının 

çalışanların iş ve yaşam tatminleri üzerindeki etkisi”, Erciyes Üniversitesi İktisadi ve 

İdari Bilimler Fakültesi Dergisi, 33, 69-99. 

Özen, S. & T. Uzun (2005), “İşyerinde çalışanın yaşadığı çatışmanın azaltılmasında örgütün ve 

ailenin rolü: Polis memurlarına yönelik bir uygulama”, Dokuz Eylül Üniversitesi Sosyal 

Bilimler Enstitüsü Dergisi, 7(3), 128-147. 

Özer, M. & Ö.Ö. Karabulut (2003), “Yaşlılarda yaşam doyumu”, Geriatri, 6(2), 72-74. 

Polat, Ş. et al. (2018), “Bir üniversite hastanesindeki hemşirelerde iş-aile çatışması ile örgütsel 

sessizlik ve sosyal destek algısı arasındaki ilişkiler”, Psikiyatri Hemşireliği Dergisi, 9(3), 

195-204. 

Polatçı, S. et al. (2014), “Farklı bir bakış açısından iş ve yaşam doyumu algılanan örgütsel destek ve 

örgütsel bağlılığın etkiler”, Çukurova Üniversitesi Sosyal Bilimler Enstitüsü Dergisi, 

23(1), 267-287. 

Popoola, O. & O. Fagbola (2023), “Work motivation, job satisfaction, work-family balance, and job 

commitment of library personnel in Universities in North-Central Nigeria”, The Journal 

of Academic Librarianship, 49(4), July, 102741. 

Revicki, D.A. et al. (1991), “Reliability and validity of the work-related strain inventory among 

health professionals”, Behavioral Medicine, 17(3), 111-120.  

Rose, J. (2017), “Never enough hours in the day: Employed mothers’ perceptions of time pressure”, 

Australian Journal of Social Issues, 52, 116-130. 

Şahin, E.M. & T. Altınel (2010), “Edirne’de yaşayan kadınların algıladıkları sosyal destek ve 

etkileyen faktörler”, Türkiye Klinikleri, 30(3), 864-870. 

Şirin, S. & İ. Yücel (2020), “Meslektaş desteği ile ağır iş yükü ilişkisinde iş-aile çatışmasının aracılık 

rolü”, Atatürk Üniversitesi, İktisadi ve İdari Bilimler Fakültesi Dergisi, 34(1), 241-256. 

Ter Hoeven, C.L. & W. Van Zoonen (2015), “Flexible work designs and employee well-being: 

Examining the effects of resources and demands”, New Technology, Work and 

Employment, 30, 237-255. 

Tongshuang, Y. et al. (2022), “Age moderates the effect of work-family conflict on life satisfaction 

among Chinese female employees: A propensity score matching method”, Personality 

and Individual Differences, 185(February), 111279. 

Triestman, D. (2004), “Work-family conflict and life satisfaction in female graduate students: testing 

mediating and moderating hypotheses”, 

<https://drum.lib.umd.edu/handle/1903/1702?show=full>, 09.04.2023. 

Tu, Y.T. et al. (2020), “Work-family conflict and salespeople deviant behavior: the mediating role of 

job stress”, Heliyon, 8(10), e10881. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

41 

 

Tüfekçi, N. & Ö.K. Tüfekçi (2006), “Bankacılık sektöründe farklı olma bütünlüğünün ve müşteri 

sadakatinin yarattığı değer: Isparta ilinde bir uygulama”, Süleyman Demirel Üniversitesi 

Sosyal Bilimler Enstitüsü Dergisi, 2(4), 170-183. 

Turgut, E. (2010), “İş doyumu ve yaşam doyumu ilişkisi ve İstanbuldaki devlet üniversite 

hastanelerinde çalışan ameliyathane hemşirelerine yönelik bir araştırma”, Yüksek Lisans 

Tezi, İstanbul Üniversitesi Sosyal Bilimler Enstitüsü. İstanbul. 

Tüzün, Z. (1997), “Life events, depression, social support systems, reasons for living and suicide 

probability amon güniversty students”, Yüksek Lisans Tezi, Psikoloji Bölümü, ODTÜ. 

Uygur, S.S. (2018), Yaşam doyumunun yordanmasında kendini açma ve sosyal desteğin rolü”, 

Ulusal Eğitim Akademisi Dergisi, 2(1), 16-33.  

Wong, K. & K. Kwong (2013), “Least squares structural equation modeling (PLS-SEM) Techniques 

Using SmartPLS”, Marketing Bulletin, 24, 1-32. 

Xiao, J. et al. (2023), “The impact of work-family conflict on product preferences: The role of self-

control”, Research Article, 9(8), E18347, August. 

Yaşar, M. et al. (2014), “Afyonkarahisar İli’nde zorunlu ikamet eden sığınmacı kadınların sosyal 

destek algılarının incelenmesi”, Sosyal Politika Çalışmaları Dergisi, 14(33), 9-27. 

Zhao, X. & K. Namasivayam (2012), “The relationship of chronic regulatory focus to work-family 

conflict and job satisfaction”, International Journal of Hospitality Management, 31(2), 

458-467. 

Zın, R. (2006), “The relationships between family and career-related factors and organizational 

commitment: A Malaysian case”, The Business Review, 5(2), 117-121. 



Gölpek-Karababa, A. & M. Çelik (2023), “The Moderating Role of Work-Family Conflict in The Effect of 

Perceived Social Support on Work and Life Satisfaction of Women Employees”, Sosyoekonomi, 31(58), 11-41. 

 

42 

 

 


