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Abstract
The present study investigates the effect of supervisor support and co-worker support on employees’ organizational commitment by incorporating the role of work-family conflict as a mediator. Primary data were collected from 353 employees
working in the service sector of India. Partial least square structural equational modelling in Smart PLS software was
used for analysis. Results confirm that supervisor support significantly influences the organizational commitment of the
employees. Work-family conflict act as a mediator between the relationship of supervisor support and organizational
commitment. There is no significant effect of co-worker support on organizational commitment. Work-family conflict
does not mediate between the relationship of co-worker support and organizational commitment. This study explains the
importance of supportiveness from the supervisor in an industrializing country like India. It also provides an insight to
the management in realizing the need to provide sensitivity training to the supervisors and the fact that special attention
should be given while hiring the supervisors. This research will be useful to the management, researchers, policymakers,
and society at large.
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1

Introduction

Demographic, organizational and technological changes have made the work-family interface a relevant area to
study. Balancing work and family have become a big challenge for the employees in the present times due to rising
time demand and strain from both roles (Bhargava and Baral, 2009; Pradhan et al., 2016). Every person has to
perform the role of a worker, spouse, parent, and caretaker of the elderly parents, and each role’s performance requires time, commitment, and energy (Madhavi, 2015). Furthermore, very little time is left for the family due to the
advent of MNC culture, where there is a never-ending competition, frequently mobile jobs and tours, long working
hours, lesser leaves, increasing work pressure of meeting deadlines (Chandra, 2010; Aboobaker and Edward, 2019).
Human resource is the most vital for attaining a competitive advantage in the present times (Murtza et al., 2020).
Promised innovation, inventions, and efficient organization are possible only with a quality workforce (Kushwaha
et al., 2020). A committed employee engages in behaviours that increase his value and support the organization
(Zeinabadi, 2021). Such an employee is more likely to accept the goals and values and therefore is willing to put
in more effort to achieve them and be a member of the organization. Every organization wants to increase its
competitiveness in the organization using different means. Competitiveness helps bring down the cost and helps
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in achieving efficiency (Afshar Jahanshahi et al., 2020). Employees having a perception of high-level support feel
obligated to remain with the organization so that they can reciprocate the favour to them (Limpanitgul et al., 2014).
It is expected that positive attitudes lead to positive behaviour, which helps to achieve the organization’s goals. Organizational commitment as a work attitude can significantly help an organization in achieving its goals (Bakhshi
et al., 2011).
On the other hand, the work-family conflict has many negative consequences like job stress and dissatisfaction
at the job (Sadiq, 2020). Therefore, it is essential to study both organizational commitment as well as work-family
conflict. Supervisors act as workplace resources who can use different ways to successfully integrate work and
family duties (Bhargava and Baral, 2009). Co-worker and supervisor support help in building employees’ trust in
their organization, which then manifests as organizational commitment (Yang et al., 2019). It was noticed that
research regarding the significance of supervisor and co-worker support in increasing organizational commitment
had got less attention as compared to family-friendly policies. A study conducted in Australian context clearly
states that there are studies, which have studied direct relation between supervisor support and job satisfaction
but could not find any study which has used work-family conflict as mediator between supervisor support and
organization commitment (Tran et al., 2021). The detrimental influence of perceived work–family conflict (WFC)
on employees’ job-related attitudes has been studied in individualistic societies. However, in collectivist cultures,
where the "family" is considered equally important, such a relationship must be investigated (Panda et al., 2021).
Also, co-worker support in influencing organizational commitment is understudied. Therefore, the present study
extends the existing research by including variables like co-worker support, organizational commitment and workfamily conflict as a mediator.
Also, studies using work-family conflict as a mediator are limited (Sadiq, 2020). To the best of our knowledge,
such a paper is rare in the Indian context. Also, results of previous studies suggest that more attention needs to be
given to supervisor support and co-worker support to enhance the use of formal practices such as family-friendly
policies to manage inter-role conflict (Anderson et al., 2002; Talukder, 2019). Thus, our study tries to answer the
following questions:
RQ1 Whether supervisor support helps in improving organizational commitment?
RQ2 Whether co-workers support helps in improving organizational commitment?
RQ3 To ascertain whether work-family conflict mediates the relationship between supervisor support, co-workers
support, and organizational commitment?

2

Literature Review

The present study is based on the conservation of resources (COR) theory and the theory of social exchange, explaining why and how organizational commitment is influenced by supervisor and co-worker support. As workers
believe in their organization’s support for their family needs, they respond by being more attached to the organization (Allen, 2001). A supportive supervisor can take care of the employee’s family needs by scheduling accordingly,
helping employees in child care on corporate premises. They provide emotional or instrumental support, which
reduces work-family conflict (Hammer et al., 2009). Also, positive work experience is created through support by
evoking belongingness and loyalty, leading to affective commitment (Limpanitgul et al., 2014).
According to Hobfoll et al. (2000), Conservation of resource, model states that people try to build, keep and preserve
resources, and they fear the loss of valuable resources (Kumar et al., 2019). Conservation of resource theory explains that when people experience stress, they make sure that there is minimum loss of resources. People will use
whatever resources they have to cover up the gain or loss of resources or utilize resources from the environment.
Thus, supervisor and co-worker support acts as a resource to the degree that it assists in preserving time, effort,
energies, and other resources (Kumar et al., 2019).
2.1

Theoretical Framework and Hypothesis

Organizational commitment shows a mental agreement between employees and the organization (Bakhshi et al.,
2011). It is the feeling for which employees work and the extent to which they identify themselves with the organizations (Bakhshi et al., 2011). Support from supervisors and co-worker provides a positive work experience, which
influences employees to more emotionally connect with the organization (Rousseau and Aubé, 2010). Inability to
fulfil personal responsibilities due to the job is considered work to family conflict (Gutek et al., 1991). The expectation of participation and maintaining a balance between job and family roles lead to work-life conflict (Karatepe
and Kilic, 2007).
Supervisor and co-worker support perform an essential role in managing and reducing stress caused by workfamily conflict (Greenhaus and Parasuraman, 1994; Carlson and Perrewé, 1999). Supervisor support is the remedy
that subordinates can use in work-family conflict (Karatepe and Kilic, 2007). Also, co-workers have an in-depth
knowledge of the essence of the stressors available at the workplace. Thus, they have an excellent position to
provide family-related support to their colleagues (Mesmer-Magnus and Viswesvaran, 2009).
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Conceptual framework

Supervisor support and work-family conflict

Supervisors who are sensitive towards the employees’ needs and maintain balance among their work and family
responsibilities are considered supportive by employees (Thomas and Ganster, 1995). The supportive supervisor
works like an asset that helps in coping with the problem or issues that arises from work-family conflict (Karatepe
and Kilic, 2007). The result of previous studies shows that actions adopted by the supervisors to help employees in
meeting home duties may have an immense influence on resolving work-family conflict than the mere availability of formal human resource practices (Breaugh and Frye, 2008). Furthermore, supervisors can help employees
through instrumental support like helping them manage their work hours or avail leaves when needed for family
contingency (Bhargava and Baral, 2009). Supervisor support is related to lower levels of work-family conflict (Anderson et al., 2002; Goff et al., 1990). Thus, a significant difference can be made by supervisors if they cheer and
support employees who need some specific policy for managing conflict (Chou and Cheung, 2013). When there are
flexible arrangements and supportive supervisors, there is a positive and direct effect on employee perceptions of
control over personal and professional matters, which leads to a reduction in work-family conflict (Thomas and
Ganster, 1995). Showing empathy and letting them feel that their family responsibilities will not be ignored, a supportive supervisor can help build confidence and reduce the stress that results from work-family conflict (Bhargava
and Baral, 2009). According to the results, work-family supervisor support was found to be negatively linked to
work-family conflict (French et al., 2018; Talukder, 2019; Tran et al., 2021; Yeh et al., 2021; Sirin and Yücel, 2021).
Therefore, we may hypothesize that:
Hypothesis 1: Supervisor support has a negative effect on work-family conflict.
2.1.2

Co-worker support and work-family conflict

Co-worker support is defined as “the extent to which one’s co-workers are helpful, can be relied upon in times
of need, are receptive to work-related problems” (Menguc and Boichuk, 2012). The organization’s rising teambased working system also offers co-workers the opportunity to provide instrumental and emotional help for their
colleagues experiencing work-family conflict (Mesmer-Magnus and Viswesvaran, 2009). They are readily available to help each other in meeting work demands. Providing care and help in information sharing and tangible
support are some forms of co-worker support (Ducharme and Martin, 2000). As co-workers do similar work
or complementary tasks, they face similar conditions at work. Therefore, they are better positioned to provide
problem-focused situation-associated support (Rousseau and Aubé, 2010). Work-family conflict can be reduced
directly or by changing the effect of stressors through co-worker’s support (Van Daalen et al., 2006). Co-workers
could help in relieving home/work stress by offering suggestions, sharing information and resources. Valcour et al.
(2011) concluded that assistance from co-workers would intensify the perception of support. When perceived support from colleagues for work-family balance increased, less work-life conflict was found (Korabik and Warner,
2013). Support from co-workers is a predictor of work-family conflict. Individuals who are married or parents had
experienced more reduction in WFC as a result of co-worker support than nonmarried or non-parents, according
to the findings (Michel et al., 2011).
Support from co-workers was linked to a more favourable work environment and lesser work-life conflict (Norling
and Chopik, 2020). Contrary to this, a study performed on faculty members showed that colleague support did not
significantly reduce work-family conflict. (Gopalan et al., 2020).
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Therefore, we may hypothesize that:
Hypothesis 2: Co-worker support has a negative effect on work-family conflict.
2.1.3

Supervisor support and Organizational commitment

Supervisor support builds a feeling of worthiness in the employee and encourages a strong relationship between
the employee and the organization (Dhir and Dutta, 2020). When employees believe that they will receive support
from their organization for their family needs, one way they will reciprocate is by developing a stronger attachment
(commitment) to the organization (Allen, 2001). Employees will be more attached or committed to the organization if they perceive their supervisors to be competitive, motivating, and especially thoughtful as transformational
leaders (Wang and Walumbwa, 2007). Many studies showed that supervisor support has a direct and positive effect on organizational commitment (Aryee et al., 1998; Casper et al., 2011; Grover and Crooker, 1995; Kang et al.,
2015). According to the results, supervisor support can significantly predict the employee’s affective commitment
(Orgambidez and Almeida, 2020). Furthermore, literature also showed that employees’ affective commitment could
be increased through supervisor support using job satisfaction as a mediator (Mohamed and Ali, 2016; Wang, 2014;
Woo and Chelladurai, 2012). Results revealed that supervisor support acts as a predictor of work-family enrichment, and then work-family enrichment acts as a predictor of organizational commitment(Bhargava and Baral,
2009; Baral and Bhargava, 2010; Wayne et al., 2006).

Therefore, we may hypothesize that:
Hypothesis 3: Supervisor support has a positive effect on organizational commitment.
2.1.4

Support from co-workers and organizational commitment

Co-worker’s support is the extent of help offered by colleagues at work (Liao et al., 2004) in the form of care,
tangible and informative support (Ducharme and Martin, 2000). Co-workers encourage one another by sharing
information and offering assistance, which boosts their sense of belonging and commitment to the company Joiner
and Bakalis (2006). As co-workers are on the same level of hierarchy and there is no authority relationship between them, therefore, such help is considered as informal support. Support from immediate co-workers can
help individuals feel more at ease in the workplace by meeting their needs for esteem, approbation, and affiliation
(Stinglhamber and Vandenberghe, 2003). Both immediate supervisors and co-workers can provide assistance that
fosters pleasant work experiences and can lead people to feel emotionally connected to the company (Rousseau
and Aubé, 2010). Employees also think that their quitting the organization will increase the burden on their coworkers, thus it would be against the norm of reciprocity, and they feel it as their duty to stay with the organization
(Limpanitgul et al., 2014). Results revealed that co-workers support positively influences organizational commitment (Nordat et al., 2019; Rousseau and Aubé, 2010). Due to co-worker and supervisor support, trust builds in
employees’ minds, and then it manifests as organizational commitment (Yang et al., 2019). Results showed that
there exists a significant relationship between co-worker support and the affective and normative component of
organizational commitment (Limpanitgul et al., 2014).

Thus, can safely hypothesize that:

Hypothesis 4: Co-worker support has a positive effect on organizational commitment.
2.1.5

Work-family conflict and Organizational commitment

In the cases of faculty members, there is a significant negative relationship between work-family conflict and
organizational commitment (Rehman and Waheed, 2012). Akintayo (2010) also showed that work-family conflict
accounts for a significant amount of the total variance in organizational commitment. Therefore, the literature
reveals that work-family conflict and organizational commitment are negatively related (Malik and Awan, 2015;
Hatam et al., 2016; Jenitta and Periyathampy, 2013).

Therefore, we may hypothesize that:

Hypothesis 5: Work-family conflict has a negative effect on organizational commitment.
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Work-family conflict as a mediator

Many studies report that supervisor support influences work-family conflict (Anderson et al., 2002; Thomas and
Ganster, 1995; Goff et al., 1990; Breaugh and Frye, 2008). Also, literature shows that co-worker support influences
work-family conflict (Korabik and Warner, 2013; Van Daalen et al., 2006). Similarly, the work-family conflict influences organizational commitment (Hatam et al., 2016; Rehman and Waheed, 2012).

Therefore, we may hypothesize that:
Hypothesis 6: Work-family conflict mediates the relationship between supervisor support and organizational
commitment.
Hypothesis 7: Work-family conflict mediates the relationship between co-worker support and organizational
commitment.

3
3.1

Research Methodology
Sample and Data collection

Employees working in different service organizations such as telecommunication, banking, finance, information
technology, business process outsourcing, hospitality, and healthcare located in Delhi-NCR were approached for
primary data collection. Keeping in mind time and cost constraints, this study adopted convenience sampling for
the survey. Such a sampling method serves best when it is not practically possible to know all the respondents.
In order to conduct the survey at a large scale, both web-based and offline modes were used for data collection.
Subsequently, 610 questionnaires were distributed for the study. Out of which, 382 questionnaires were received
back. On further scrutiny, we found that only 353 participants entirely and correctly filled the questionnaires. The
response rate was 57.86%. Also, a cover letter was attached with the questionnaire to describe the purpose of the
survey. It also mentioned data would be used for academic purposes only and with complete confidentiality.
3.2

Measurement Scales

The questionnaire was developed using the already established scales by past researchers. The first section of the
questionnaire covered the necessary information about demographics like age of the respondent, educational qualification, gender, nature of the organization, work experience, and marital status. The second section collected
information related to the main variables of the study. Support from supervisor was measured using a six-items
adapted from (Anderson et al., 2002). A sample item was “My supervisor is supportive when I have a work problem." Statements related to co-worker support were adapted from (Ducharme and Martin, 2000). A sample item
was “I feel comfortable discussing changes in my work schedules with my colleagues." Five work-family conflict
statements were adapted from (Netemeyer et al., 1996). A sample item was “The demands of my work interfere
with my home and family life." Statements related to organizational commitment were adapted from (Meyer and
Allen, 1997). A sample item was “I would be very happy to spend the rest of my career with this organization." For
all scales, the five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree) was used.
3.3

Tools and Techniques

Partial least square structural equational modelling (PLS-SEM) was applied to analyze the influence of supervisor
and co-worker support and work-family conflict on employees’ organizational commitment using Smart PLS (version 3.3.2) software. PLS-SEM is referred to as the second generation of multivariate technique and treated as an
alternative to covariance-based options (Vinzi et al., 2010). PLS-SEM is used, as it can work well on small sample
sizes and non-normal data (Hair et al., 2014). This technique has also become well established and recognized
in several fields by various researchers (Hair et al., 2014). Moreover, limited sample size and initial conceptual
development characterize the real-world truth of research in the social sciences, making it difficult to meet the
standards of covariance-based SEM (Evermann and Tate, 2010). PLS-SEM uses all variance from the independent
variable to check the variance in the dependent variable. Both confirmatory and exploratory research can be performed using PLS-SEM (Dhir and Dutta, 2020).
After checking the validity and reliability of the constructs using measurement model assessment, the relationship
between different constructs was assessed through structural model assessment. Blindfolding was applied to assess the predictive relevance using Q square. To check mediation, bootstrapping was used, and to check the size of
mediation, the variance accounted for (VAF) was applied.
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Common Method Bias

Common method bias is common in questionnaire-based studies and self-report measures. As respondents themselves filled the data, there lies the possibility of common method bias. While collecting data, procedural integrity
was given the needed attention. The purpose of the study was conveyed to the respondents, and participation in
the survey was voluntary. Respondents were assured about non-disclosure of their identity. Respondents were
briefly informed about available selection choices by mentioning that there were no correct or incorrect answers.
The items of the questionnaire were brief and asked section-wise to break the monotony. To deal with the problem
of common method bias, we adopted Harman’s single factor method. All items were included in the Exploratory
Factor Analysis, which was conducted using SPSS 20. The first component explained 39.61 percent of the variance,
which is less than the 50% (Podsakoff et al., 2003; Singh and Srivastava, 2021) As a result, common method bias
was eliminated.
We have also used common latent factor (CLF) test. The standardised regression weights of all items were evaluated
for models with and without CLF using the Common latent factor approach (CLF). The variations in these regression weights were found to be quite minor (less than 2.0), indicating that common method bias is not a significant
concern in our data (Gaski, 2017; Archimi et al., 2018).

4

Results and Analysis

PLS-SEM has two steps assessment that is measurement model assessment and then structural model assessment.
Firstly, the outer model is assessed, and then the inner model (relation between the construct).
4.1

Measurement Model Assessments

Convergent validity and internal reliability were applied to check outer model parameters (Shiva et al., 2020). For
checking the reliability of the data, Cronbach alpha, CR, and rho A were used. Table 1 depicts that Cronbach alpha
of all constructs had a value of more than .70, which is the minimum threshold limit (Hair et al., 2014, 2020) .
Likewise, rho A and CR values are more than the minimum limit of .70 (Hair Jr et al., 2019). Hence the reliability of
the constructs was confirmed. AVE was used to see the convergent validity. All AVE scores were found more than
the minimum threshold limit of .50 (Fornell and Larcker, 1981; Hair Jr et al., 2019). Thus, the convergent validity
of the construct was confirmed, as shown in Table 1.
Fornell-Larcker criterion, 1981 as well as and new method HTMT, were used to check for the discriminant validity.
According to the Fornell-Larcker criterion, under root of AVE of the construct on the diagonal should be more than
inter-item correlations. All under roots of AVE of the constructs had a higher value than the inter-item correlations
presented in Table 2.
According to the new Heterotrait-Monotrait ratio of correlation (HTMT) method, values should be less than .85
(Henseler et al., 2015; Voorhees et al., 2016). HTMT values of all constructs are smaller than .85, as shown in Table
3. Hence, both Fornell-Larcker criterion 1981 and HTMT showed that the discriminant validity of the model was
acceptable.
4.2

Structural Model Assesments

Structural model assessment initiates with calculating the coefficient of determination (R2) for dependent construct
in the model. R2 explains the amount of variance in the model. The value of R2 should be sufficiently high to have
a minimum level of explanatory power. Our model describes 36.8% variance for organizational commitment (see
Figure 2). Thus, the R2 value in this organizational commitment case is acceptable (Hair et al., 2014). All variance
inflation factor (VIF) values range between 1.203 to 1.714, which are smaller than the limit provided. Threshold
values of VIF should be near to 3.3 and lower (Kock and Lynn, 2012)). It depicts that model has no collinearity
problem.
SRMR, a model fit index, is essential to report (Hair et al., 2020). SRMR value of the model is 0.044, which is below
the maximum limit of 0.08. Thus, it confirms model accuracy (Henseler et al., 2016). Another essential thing for
predictive relevance is to assess Stone-Geisser Q2 (Hair et al., 2014). Limits provided for examining the change in
R2 due to an independent variable’s impact on the dependent variable are 0.02 for a small effect, 0.15 for moderate,
and 0.35 for a large effect (Cohen, 1998). This study has a Q2 value of 0.252 for organizational commitment,
representing moderate relevance, and 0.126 for work-family conflict, which shows small relevance (see Table 4).
Hence, the independent constructs are significant, and the generalization of results is possible in different contexts
in the future. Work-family conflict discloses a moderate effect size on organizational commitment with an F2 value
of 0.163. Hence, Work-family conflict is most important in explaining the organizational commitment in this model.
In contrast, supervisor support shows a weak effect size with an F2 value of 0.074 on organizational commitment.
However, in the case of co-worker support, no effect size was found having F2 value of 0.015 only. Hence both
Work-family conflict and supervisor support are essential in explaining the endogenous variable organizational
commitment.
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Table 1. Results for the measurement model assessment
Construct

Items

Type

Loadings

CR

Cronbach’s alpha

Rho A

AVE

Supervisor Support

SS1
SS2
SS3
SS4
SS5
SS6

Reflective

0.881
0.816
0.791
0.887
0.862
0.880

0.941

0.925

0.931

0.729

Co-worker Support

CWS1
CWS2
CWS3
CWS4
CWS5
CWS6
CWS7
CWS8

Reflective

0.812
0.815
0.769
0.806
0.675
0.782
0.671
0.855

0.923

0.905

0.914

0.602

Work-family Conflict

WFC1
WFC2
WFC3
WFC4
WFC5

Reflective

0.894
0.886
0.855
0.862
0.922

0.947

0.930

0.932

0.782

Organizational Commitment

OC1
OC2
OC3
OC4
OC5
OC6
OC7
OC8

Reflective

0.837
0.794
0.814
0.876
0.864
0.863
0.845
0.864

0.950

0.943

0.946

0.714

Source: Research data
Note: CR= Composite reliability, AVE= Average variance extracted

Table 2. Discriminant validity of the constructs (Fornell-Larcker criterion)

CWS
OC
SS
WFC

CWS

OC

SS

WFC

0.776
0.408
0.610
-0.323

0.845
0.497
-0.504

0.854
-0.398

0.884

Source: Research data

Now, the structural model and hypothesis testing are represented in Table 5. For checking significance, bootstrapping with 5000 resamples was performed as suggested by (Hair et al., 2014). Table 5 presents the results of hypothesis testing. H1, H2, H3, H4, and H5 were related to the direct relationship between constructs. The significance of
the path coefficients has been investigated using the t-value. Results indicate the level of significance for H1, H3
& H5 except for H2 & H4. Hence, results depict significant effect for supervisor support on work-family conflict
(beta value= -.319 and p-value=0), supervisor support on organisational commitment (B = 0.282, p < 0.05), and
work-family conflict on organisational commitment (betavalue = –0.352 andp – value = 0). Therefore, hypotheses
2 and 4 were not supported.

4.3

Mediation analysis

Table 6 represents the significance of the indirect effect using the bootstrapping method. Work-family conflict does
not mediate the relation between support from co-workers and organizational commitment (beta value=0.045 and
t-value=1.680). Result reveals that work-family conflict mediates the relation between supervisor support and
organizational commitment (beta value= 0.112 and t-value=3.863). Hence, H6 is Supported but not H7. As per Hair
et al. (2014), to check the size of mediation, calculation of VAF is done (see Table 7). When the calculated value of
VAF is less than 0.20, then there exists no mediation; if VAF lies between 0.2 to 0.8, it is a partial mediation case,
and where the VAF value is higher than 0.8, then it depicts full mediation. In this study value of VAF is .291 (see
Table 7), which lies between 0.2 to 0.8. hence it is partial mediation.
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Table 3. Discriminant validity assessment of the constructs (HTMT)

CWS
OC
SS
WFC

CWS

OC

SS

0.437
0.657
0.345

0.526
0.534

0.425

WFC

Source: Research data

Figure 2.

5

Structural path model

Discussion

The main purpose of this study was to explore the following research questions, whether (1) Supervisor support
helps in improving organizational commitment, (2) Co-worker support helps in improving organizational commitment and (3) Work-family conflict mediates the relationship between supervisor support, co-worker support, and
organizational commitment. The findings demonstrate that while supervisor support helps in improving organisational commitment but co-worker support does not significantly influence organisational commitment. Mediation
result shows that work-family conflict mediates the relationship between supervisor support and organisational
commitment but again it does not mediate the relationship between co-worker support and organisational commitment. Hence, the results indicates that supervisor support is more important in influencing organisational
commitment. However, co-worker support also has negative influence on work-family conflict and positively influence organisational commitment but it does not have significant effect.
Results confirms that supervisor support could make the employee feel comfortable and attached to the organization by reducing work-family conflict. Thus, an organization can have more dedicated and committed employees
using support from supervisor. Hence supervisor support plays a vital role in increasing the organizational commitment in service sector employees as compared to co-worker support. Our study results are consistent with the
previous research in the western context, which shows that supervisor support positively influences organizational
commitment (Aryee et al., 1998; Dhir and Dutta, 2020; Kang et al., 2015; Mohamed and Ali, 2016; Wang, 2014;
Wang and Walumbwa, 2007). Also, the finding that supervisor support negatively influences work-family conflict
is accordant with the results of the earlier studies (Lapierre and Allen, 2006; Anderson et al., 2002; Karatepe and
Kilic, 2007; Breaugh and Frye, 2008).
Thus, organizations should inculcate a culture where the employees can garner work-life support with their supervisors’ help. Motivating managers to maintain good quality exchange relationships with employees under their
supervision can significantly support subordinates (Major and Lauzun, 2010). Managers should be well familiar
with and be able to comprehend the situation of their employees and support them to balance their personal and
professional goals (O’Driscoll et al., 2003). Managers are in a good position to convince top management to frame
better policies according to the actual need of their subordinates (Kumar et al., 2019).
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Table 4. Coefficient of determination (R2 ) and Q2
Endogenous Variable

R Square

Organizational Commitment
Work-family Conflict

0.368
0.169

Adjusted R Square
0.362
0.164

Q Square
0.252
0.126

Source: Research data

Table 5. Structural Model Assessments (Direct effect)
Hypothesis

Path Relationships

H1
H2
H3
H4
H5

SS ->WFC
CWS ->WFC
SS ->OC
CWS ->OC
WFC ->OC

Std. Beta
-0.319
-0.129
0.282
0.122
-0.352

Sample Mean (M)
-0.321
-0.131
0.281
0.126
-0.353

t-values

P-value

Decisions

4.937
1.789
4.182
1.924
6.179

0.000
0.076
0.000
0.059
0.000

Supported
Not supported
Supported
Not supported
Supported

Source: Research data

6

Conclusion

Our study provides a more comprehensive and in-depth examination of the relationship between supervisor support, co-workers support and organizational commitment. Our result shows that supervisor support at the workplace for family get reciprocated through more organizational commitment and lesser work-family conflict. Hence,
management should put maximum effort to encourage the supervisors to extend their support to create a much
more friendly environment at the workplace to reduce work-family conflict and enhance commitment. Result suggests that special attention should be paid while hiring and recruiting managers and employees as they can help
in building a loyal and committed workforce for the organization that ultimately enhances productivity. Also, the
organization can encourage and provide training to the supervisors so as to enable them to empathetically understand the importance of the role of the supervisor.
This study authenticates the significance of supervisor support in influencing employee’s organizational commitment using work-family conflict as a mediator in a developing economy like India. In a collectivistic country like
India, where family is given equal importance, such results become more useful.

7

Implications

The supervisor can act as an initiator to determine if any of his employees are experiencing work-family conflict and
can provide counselling to resolve such problems immediately. Such an organization will be promoted as a familysupportive organization, and it will have the potential to attract and retain a talented pool of employees. Also,
supervisor support may help gain outcomes such as organizational performance, loyalty, and satisfaction at the
job. The organization can focus on proper training of managers to have special skills for negotiating several roles of
employees (Mukanzi and Senaji, 2015). Such assistance will aid supervisors in developing effective communication
with their employees and developing favourable employee outcomes. When there is more support for the family at
the workplace, then there will be less absenteeism, low poor performance and reduced employee turnover cost for
the organization. Employees will feel encouraged to use family-friendly programmes. When employees are more
committed to the organization due to the support provided by supervisors, then the productivity of the organization
will automatically increase. When employees are able to effectively deal with their family responsibilities, then
they will contend at both personal and professional fronts. In this regard, care and concern for employees’ children
and elderly parents by the organizations will boost their happiness. Notably, there would be fewer chances of
stress, anxiety and depression. Both family satisfaction and job satisfaction will grow simultaneously, which will
enhance the overall quality of life of employees. As a result, there will be lesser cases of violence and mental health
issues. Ultimately the whole society will get benefitted due to a dedicated workforce and higher productivity as
organizations are a subset of a society only.

8

Limitations and Future Directions for Study

This study is cross-sectional. Therefore, longitudinal studies can be performed to draw causal inferences (Khan
and Zaman, 2020). Our study may help researchers to further explore it by including other variables such as
family-friendly policies and other job outcomes such as motivation, job satisfaction and performance, etc.
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Table 6. Indirect effect results
Hypothesis

Path Relationships

St. Beta

Sample Mean (M)

t-values

P value

Decisions

H6
H7

SS ->WFC ->OC
CWS ->WFC ->OC

0.112
0.045

0.113
0.046

3.863
1.68

0.000
0.096

Supported
Not supported

Source: Research data

Table 7. Results of the mediation analysis (VAF)
Exogenous Variable

Direct Effect

Indirect Effect

Total Effect

VAF

Mediation

Supervisor Support

0.352

0.1448

0.496

0.291

Partial

Source: Research data
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