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between perceived organizational support, job satisfaction, and life satisfac-
tion. The collected sample comprised 476 Portuguese workers, of whom 223
were females (46.8%), and 253 were males (53.2%). Data were collected via a
questionnaire composed of self-report measures and a sociodemographic ques-
tionnaire. The findings demonstrated a significant positive association between
perceived organizational support and employees’ satisfaction with work and
life. Furthermore, the statistical analysis revealed that work-family conflict
moderated the relationship between perceived organizational support and sa-
tisfaction with work and life. These results indicate that organizations seeking
to enhance employee satisfaction in the workplace should create an environ-
ment that promotes benefits for the work-family interface (e.g., family-friend
policies), facilitating the conciliation of professional and family roles. It is
crucial to develop and make such resources available to employees.
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1. Introduction

In March 2020, the World Health Organization (WHO) declared the novel co-
ronavirus (COVID-19) a pandemic (Zheng et al., 2021). Consequently, govern-
ments and health authorities worldwide were forced to adopt measures to con-
tain the evolution of this disease (Hu et al., 2021). The employment sector was
the target of specific actions (e.g., adopting remote work), which brought new
challenges to organizations and workers. Salas-Nicds et al. (2021) said these changes
led to decreased psychosocial working conditions, negatively affecting workers’
physical and mental health. However, organizations were not prepared to deal
with this new context, nor had they defined specific support policies for workers
who were working remotely (Zhou et al., 2023). In this context, in the absence of
organizational measures to face an unprecedented context, workers had to deal
with work interference in their family life since, in situations of lockdown and
remote work, the performance of work tasks took place in a housing context
(Tuan, 2022). This impact of work on family life, in addition to decreasing job
satisfaction, could also lead, through a spillover effect, to a reduction in satisfac-
tion with life.

In disruptive contexts, concepts such as perceived organizational support (POS)
assume particular relevance in the business context, as they help workers deal
with contextual changes and create a sense of stability. POS is an essential con-
cept in organizational research as it is believed to enhance employees’ commit-
ment and work involvement; when workers feel that their organization cares
about their well-being, they tend to feel valued and act reciprocally, which bene-
fits organizational functioning (e.g., through increased job performance) (Ei-
senberger et al., 1986). Thus, it becomes crucial to understand how workers perce-
ive the level of support received in contexts of unpredictability, as well as to
know how the support received can contribute to an increase in satisfaction,
both in terms of the tasks performed (i.e., job satisfaction) and the global as-
sessment that workers make of their life (i.e., satisfaction with life). However, it
is also crucial to understand how perceived support relates to other constructs,
e.g., work-family conflict, which arises due to changes in work and family struc-
tures (Schonfeld & Chang, 2017).

Some studies have explored the relationship between work-family conflict and
schedule flexibility. Contrary to expectations, Allen et al. (2013) found that time
availability had a negative association with work-family conflict. Furthermore,
French et al. (2018) identified differences in the magnitude of the relationship

between various sources of support and work-family conflict. Social support
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theory suggests that broad sources of support should be strongly associated with
work interference with family and family interference with work than specific
sources of support. Organizations need to implement workplace changes, such
as assistance with childcare and/or elderly care, working from home, and flexible
working hours, to address the need to balance roles and resources (Caudron,
1997; Flynn, 1997). Given the pandemic, it is crucial to understand the mod-
erating role of work-family conflict in the relationship between POS and occu-
pational well-being, measured through job and life satisfaction. Therefore, this
study aimed to contribute to a better understanding of how work-family conflict
intervenes in the relationship between POS and satisfaction with work and life,
to reflect on the necessary adjustments in organizations for effective integration
of workers’ professional and family life. The specific objectives of our study were
to examine the direct associations between POS, work-family conflict, and job
and life satisfaction and to evaluate the moderating effect of work-family conflict

on the relationship between POS and job and life satisfaction.

2. Literature Review

According to Bakker & Demeuroti (2017), the Job Demands-Resources (JD-R)
theory was first introduced in English literature in 2001 by Demerouti and col-
leagues (Demerouti et al., 2001). Since then, it has inspired numerous empirical
studies, literature reviews, and meta-analyses. The JD-R theory has evolved from
a simple model, emphasizing two processes, health impairment and motivation-
al, to a theory with specific propositions, comprising interactions between job
demands, job resources, personal resources, job crafting, occupational well-being
indicators, and work-related outcomes (Bakker et al., 2023). The popularity of
the JD-R theory is mainly characterized by its flexibility since it divides all work
characteristics and contexts into two categories: job demands and job resources
(Bakker & Demerouti, 2014).

Job demands refer to the work-related aspects of physical, psychological, so-
cial, or organizational origin that require efforts of a physical or psychological
nature. On the other hand, job resources (e.g., POS) refer to work-related aspects
of physical, psychological, social, or organizational origin that lead to psycho-
logical and professional growth and decrease the detrimental effects of job de-
mands (Bakker & Demerouti, 2007). According to Bakker and Demerouti (2014),
another characteristic is the dynamic nature of the theory, which leads to two
processes: health impairment, which leads to burnout, and motivational, which
leads to work engagement.

Despite its relevance, the JD-R theory is not free from limitations. For exam-
ple, the fact that it is an open model means that all types of concepts can be framed
as job demands, job resources, personal resources, and work-related outcomes
(Schaufeli & Taris, 2014). Furthermore, it is a theoretical model that does not
survive on its own; it needs to resort to other models (e.g., Conservation of Re-
sources Theory; Hobfoll et al., 2018) to justify the central premises of the JD-R.

An additional limitation comes from the empirical literature, where studies (e.g.,
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Viseu et al., 2023) assess one of the JD-R processes in isolation, neglecting that
the health impairment and motivational processes must be addressed simulta-
neously. The JD-R also does not consider the existence of possible antecedents of
job demands and job resources, even though there is evidence that substantiates
the importance of these antecedents (e.g., Idris et al., 2011; Tummers & Bakker,
2021). Finally, this model neglects the importance of job demands or job re-
sources specific to some occupations, e.g., workers from the education sector
(Dixit & Upadhyay, 2021).

2.1. Perceived Organizational Support

POS refers to workers’ perceptions of the value attributed to their contributions
and concern for their well-being (Eisenberger et al., 1986). This construct, wide-
ly addressed in empirical and review studies, is based on the idea that employees
personify the organization where they work and perceive that it values and cares
for them. It can be general or grouped into specific beliefs and expectations (San-
tos & Gongalves, 2010). According to Eisenberger et al. (2020), POS is shaped by
fairness perceptions, human resources practices and policies, and leadership
styles.

Research has shown that this construct is associated with a wide range of posi-
tive outcomes, such as job satisfaction, organizational commitment, and per-
formance, and lower turnover intentions and absenteeism (Andrade & Neves,
2022). Talukder (2019) emphasized that when employees perceive high levels of
support from their organization, they are more likely to be satisfied with their
job, committed to the organization, and engaged in positive behaviors, e.g., or-
ganizational citizenship behavior (OCB). To synthesize POS outcomes, Eisen-
berger et al. (2020) created three groups: one associated with organizational- and
work-related variables, another to desirable work behaviors, and one linked to
well-being. However, work-family conflict, considered a job demand in the JD-R
theory (Schaufeli & Taris, 2014), can interfere with employees’ well-being and
satisfaction. For example, remote workers must simultaneously fulfill their work
and domestic tasks, which can lead to incompatibility. Previous research has
suggested the importance of POS to mitigate the adverse effects of work-family
conflict and co-worker conflict on job satisfaction, work-life balance, and or-
ganizational commitment (Wattoo et al., 2018). When employees perceive
high levels of support from their supervisors, colleagues, and organization,
they may be better equipped to manage the demands of work and family and
to navigate conflicts with co-workers, which leads to greater job satisfaction,
better work-life balance, and a stronger commitment to the organization (Ta-
lukder, 2019).

2.2. Work-Family Conflict

Work-family conflict (WFC) is a form of role conflict in which work and family
roles are mutually incompatible, meaning that participation in the work role is

hindered by involvement in the family role. This concept is one of the most stu-
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died aspects of the work-family interface and has significantly developed through-
out recent years due to the social and labor evolution (Byron, 2005; Pascucci et
al., 2022). Byron (2005) found that an individual’s work-related factors, or work
domain variables, are more related to work interference with family (WIF) than
family interference with work (FIW). In other words, the more hours an indi-
vidual spends at work, the greater the likelihood of interference with family life.
Similarly, factors related to an individual’s family life and non-work domain va-
riables are expected to be more related to FIW than WIF. Individuals with greater
family support may experience less family-work interference, but that does not
mean they do not have FIW.

Michel et al. (2011) highlighted that work-related social support is negatively
related to work-family conflict. Additionally, French et al. (2018) found that so-
cial support from work leads to reduced WIF and FIW, suggesting that POS may
be the most important source of support. Their study differentiated the domain
of social support (work or family), the specific form (perceptions and behaviors),
the source (organization, co-worker), and the type (emotional and instrumental)
and analyzed the context (cultural, economic) as a moderator of these relation-
ships. Furthermore, Qu and Zhao’s (2012) research revealed that work-family
conflict negatively impacts employees’ lives and job satisfaction. However, social
support from supervisors and colleagues can moderate the negative impact of
work-family conflict on job satisfaction. Wattoo et al. (2018) found that POS nega-

tively affected work-family conflict and employee well-being.

2.3. Job Satisfaction and Life Satisfaction

Job satisfaction has been extensively studied in organizational research as it is
considered a crucial factor contributing to employees’ well-being and productiv-
ity (Judge & Kammeyer-Mueller, 2012; Schaufeli & Taris, 2014). Weiss (2002)
defined job satisfaction as an individual’s evaluation of their work experience,
which can be positive or negative, that contributes to the development of an af-
fective state, which can be pleasant (positive affects) or unpleasant (negative af-
fects). This definition aligns with the premise of Judge and Kammeyer-Mueller
(2012), who argued that job satisfaction has two dimensions: cognitive and af-
fective. Furthermore, job satisfaction has been linked to life satisfaction, a cogni-
tive component of well-being that refers to individuals’ life assessment (Diener
et al., 1985).

The JD-R theory proposes that job resources like POS can increase job and life
satisfaction. In contrast, job demands, such as work-family conflict, can threaten
job and life satisfaction (Schaufeli & Taris, 2014). With the COVID-19 pandem-
ic, work-family conflict has become more prevalent, making it crucial for organ-
izations to create a supportive work environment that encourages work-life bal-
ance, boosts employee satisfaction, and provides resources to help them navigate
this challenging time. Previous research has shown that POS can moderate the

effects of work-family conflict on job satisfaction (Eby et al., 2005). Our study,
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using a sample of Portuguese workers, investigated the interactive mechanisms
between POS, work-family conflict, and job and life satisfaction during the
COVID-19 pandemic (Figure 1).

Considering the previously presented theoretical and empirical arguments, as
well as the objective of this research, the following research hypotheses were de-
fined:

Hypothesis 1. POS is negatively related to work-family conflict.

Hypothesis 2a. Work-family conflict is negatively related to job satisfaction.

Hypothesis 2b. Work-family conflict is negatively related to life satisfaction.

Hypothesis 3a. POS is positively related to life satisfaction.

Hypothesis 3b. POS is positively related to job satisfaction.

Hypothesis 4a. Work-family conflict moderates the relationship between POS
and life satisfaction.

Hypothesis 4b. Work-family conflict moderates the relationship between POS

and job satisfaction.

3. Method
3.1. Participants

A sample of 476 Portuguese workers, 223 (46.8%) females and 253 (53.2%)
males, with an average age of approximately 43 years old (M =42.66; SD = 9.01),
was collected. Most participants were married or living in common law (2 = 337;
70.8%), followed by those that were single (22 = 85; 17.9%), separated or divorced
(n = 51; 10.7%), and widowed (22 = 3; .6%). Regarding household composition,
68.5% of participants reported having dependent individuals under their re-
sponsibility. On average, each household comprised three individuals (M = 3.08;
SD = 1.19; Min. = 1; Max. = 8). Relatively to the academic background, most of
the respondents had a high school education (22 = 202; 42.4%), followed by those
with a bachelor’s degree (12 = 99; 20.8%), master’s degree (1 = 68; 14.3%), uni-
versity frequency (1 = 58; 12.2%), PhD degree (11 = 29; 6.1%), second and third
cycle of basic education (22 = 19; 4%), and third cycle of basic education (2 =
1; .2%).

Regarding the employment status, approximately 61% of participants informed
that they had dependent employment with an open-ended contract (n = 291;
61.1%), followed by those with dependent employment with a fixed-term contract
(n=69; 14.5%), worked on full-time (22 = 58; 12.2%), were self-employed (2 = 41;
8.6%), had dependent employment with precarious work contracts (2 = 11; 2.3%),
and worked on part-time (22 = 6; 1.3%). Despite the COVID-19 pandemic, most
participants continued to perform their work-related tasks, adopting schedule
changes (11 = 188; 39.5%) and remote work (12 = 153; 32.1%). Other participants
reported that they have continued working without significant changes (12 = 94;
19.7%), while others indicated that they had interrupted their professional activ-
ity; however, they have maintained their contract with the employer (2 = 41;
8.6%).
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Figure 1. Theoretical model with the moderation of an indirect effect.

3.2. Measures

Life satisfaction was assessed with the Satisfaction with Life Scale (SWLS; Diener
et al., 1985; Simdes, 1992), which is composed of five items (e.g., in most ways
my life is close to my ideal.) with a seven-point Likert scale (1-Totally disagree,
7-Totally agree).

Job satisfaction was measured with the Short Index of Job Satisfaction (SIJS;
Brayfield & Rothe, 1951; Sinval & Mardco, 2020), which possesses five items
(e.g., I feel fairly satisfied with my present job.) with a five-point Likert scale
(1-Strongly disagree, 5-Strongly agree). Two items, namely three and five, must
be reversed to calculate the job satisfaction index.

POS was evaluated with a short version of the Survey of Perceived Organiza-
tional Support (Eisenberger et al., 1986; Santos & Gongalves, 2010), which presents
eight items (e.g., The organization values my contribution to its well-being.)
with a seven-point Likert scale (/-Zotally disagree, 7-Totally agree). This meas-
ure possesses two dimensions of perceived support, affective and cognitive, each
with four items. The items of the cognitive dimension must be reversed.

Work-family conflict was analyzed with three items (e.g., Do your family and
friends tell you that you work too hard?), with a five-point Likert scale (/-Never/
Almost never; 5-Always), from the Copenhagen Psychosocial Questionnaire
(COPSOQ-II; Kristensen et al., 2005; Silva et al., 2011).

Lastly, a sociodemographic questionnaire was developed, with questions about
the sex, age, marital status, household composition, educational background,

and employment status of the participants.

3.3. Data Collection Procedures

The research protocol was developed and hosted on the Google Forms platform,
explaining the context and objectives of the study, as well as presenting informa-
tion on the ethical procedures adopted and the self-report instruments selected.

Regarding confidentiality and anonymity standards, respondents were informed
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that the collected data would only serve the purpose of this study, that they could
withdraw their participation at any time without prejudice to either party and
that there were no rewards associated with participation, monetary or otherwise.
Before filling out the protocol, participants should read and agree with this in-
formation. Two inclusion criteria were defined: respondents had to be over 18
years old and be in an active professional situation. The dissemination of the re-
search protocol followed a non-probabilistic sampling technique of convenience
and snowball. The research team forwarded, via e-mail, to their contacts the link
with the protocol. Moreover, they asked their contacts to forward the message
and protocol to other contacts who met the inclusion criteria. Simultaneously,

the protocol was disseminated online through social media.

3.4. Data Analysis Procedures

Firstly, a descriptive statistical analysis presented the mean, standard-deviation,
and reliability (Cronbach’s alpha; a) values. This procedure was conducted with
the Statistical Package for the Social Sciences (SPSS) version 20.

Subsequently, data were assessed through structural equation modeling (SEM)
with the software Analysis of Moment Structures (AMOS) version 20. The first
step in the analysis is evaluating the multivariate normal distribution. There is
no consensus on the skewness and kurtosis values that indicate respect for this
assumption; however, for the maximum likelihood estimation method, the most
common in SEM, skewness and kurtosis values below two and seven, respec-
tively, suggest that there are no significant departures from a multivariate nor-
mal distribution (Curran et al., 1996).

A tripartite analysis using absolute, incremental, and parsimonious fit indices
was performed to evaluate the overall model fit, following Hair, Black, Babin,
and Anderson’s (2014) suggestions. Before this procedure, the value of the
goodness-of-fit Chi-squared test was calculated, which must present p-values
higher than .05. Nevertheless, this index is influenced by the sample size. In sam-
ples with several participants, statistically significant values may emerge (p < .05)
(Anderson & Gerbing, 1982). To overcome this gap other fit indices were adopted:
1) Goodness of fit index (GFI), values between .90 - .95 indicate a good fit and
higher than .95 indicate a very good fit; 2) Root Mean Square Error of Approxi-
mation (RMSEA), values between .05 - .10 indicate an acceptable fit and lower
than .05 indicate a very good fit; 3) Standardized Root Mean Square Residual
(SRMR), values between .05 - .08 indicate an acceptable fit and lower than .05
indicate a good fit; 4) Comparative Fit Index (CFI), Normed Fit Index (NFI),
Tucker-Lewis Index (TLI), and Incremental Fit Index (IFI), values between .90 - .95
indicate a good fit and higher than .95 indicate a very good fit; and 5) Parsimony
Comparative Fit Index (PCFI), Parsimony Normed Fit Index (PNFI), and x?*/df,
for the PCFI and PNFI values between .60 - .80 indicate an acceptable fit and
higher than .80 indicate a good fit, for the x*/df, values equal or lower than five
indicate an acceptable fit and lower than two indicate a good fit (Byrne, 2010;
Mardco, 2021).
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The overall model fit was calculated regarding validity and reliability (Ander-
son & Gerbing, 1982). Factor validity was related to the standardized factor load-
ings of the indicators. A value equal to or higher than .50 must be observed
(Mardco, 2021). Convergent validity was assessed through the Average Variance
Extracted (AVE) coefficient. Values equal to or above .50 must be observed (Ba-
gozzi & Yi, 1988; Sharma, 1996). Discriminant validity was based on the Fornell
and Larcker (1981) criterion, i.e., comparing the latent constructs’ AVE and
squared correlation values. Two indicators evaluated reliability, Cronbach’s al-
pha (a) and Composite Reliability (CR). Values equal to or higher than .70 must
be achieved (Hair et al., 2014).

Data were collected on a single occasion and with the same research protocol,
which increases the probability of common-method bias. To surpass this situa-
tion, the unmeasured latent method construct method was used (Podsakoff et
al., 2003). As such, the standardized factor loadings of the two models were
compared with or without the common-latent factor. The differences between
these models must be lower than .200 (see Archimi et al., 2018).

Lastly, the structural model was analyzed by observing the signal and statistic-
al significance of the assessed relationships. The moderating effect was based on
the matched-pairs method (Collier, 2020). This model eliminates some gaps in
other frameworks to test moderation since the items from the independent and
moderating variables are used to create the interaction effect, and no item can be
repeated to form this effect (Marsh et al., 2004). The items with the higher stan-
dardized factor loadings must be selected to generate the interaction effect.
Moreover, these items must be standardized (Z-values) (Collier, 2020). The re-
sults must report the values of the unstandardized estimates, the results of the
t-test, and its significance level (Collier, 2020).

4. Results

Table 1 presents the descriptive statistics for the analyzed constructs. Reliability
results for job satisfaction were based on two items since, in the presence of the

other indicators, the obtained results were below the cut-off of .70.

Table 1. Descriptive, correlational, and reliability analyses (N = 476).

M SD 1. 2. 3. 4. 5. 6.

1. Job satisfaction 2.99 344 (.811)
2. Life satisfaction 3.02 .742 .200" (.818)
3. Affective perception 4.11  1.51 .325" .249" (.906)
4. Cognitive perception 4.06  1.51 .246" 233" 759" (.885)
5. Perceived support  3.57 1235 .3117 262" .950" .916" (.930)

6. Work-family conflict 2.92  .880 -.143" -.216" -.236" -.263" —-.265" (.818)

Note. M = mean values; SD = standard-deviation values; “'p < .01; In the diagonal are the
Cronbach’s alpha values.
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Skewness and kurtosis values were below the threshold of two and seven, re-
spectively. Thus, the assumption of multivariate normal distribution was res-
pected. A SEM analysis was performed through the maximum likelihood estima-
tion method. The fit indices respected the cut-off values, and model fit varied
between acceptable and very good (Table 2).

Multivariate normal distribution, factor validity, convergent validity, and re-
liability results are presented in Table 3. Some items were removed from the mod-
el since they prejudiced the model quality. The remaining items respected the
threshold values. As such, it can be argued that there is evidence of factor validi-
ty, convergent validity, and reliability.

Table 4 presents the results for discriminant validity. According to the Fornell
and Larcker (1981) criterion, there was evidence of this type of validity.

Common-method bias assessment demonstrated that, in most cases, the ob-
tained results were below the .200 cut-off. When this was not verified, the values
registered were marginally higher than .200 (e.g., .201 and .233). Thus, it can be
concluded that the proposed model was not affected by the common method bias.

Five research hypotheses were corroborated (H2b, H3a, H3b, H4a, and H4b).
Work-family conflict established a negative relationship with life satisfaction.
That is, the greater the level of conflict experienced between work and family
demands, the lower the life satisfaction experienced. In turn, POS was positively
associated with job and life satisfaction; the concern demonstrated by an organ-
ization about employees’ well-being led to greater personal and professional sa-
tisfaction. Lastly, the moderation hypotheses showed that work-family conflict
decreases the intensity of the relationship between POS and life and job satisfac-
tion. Therefore, work-family conflict acts as a buffer, showing that, although
employees may feel supported and valued by their organization, a conflict be-
tween work and family leads to decreased personal and professional satisfaction
(Figure 2, Table 5).

Table 2. Overall model fit summary.

Fit indices Results Comment
X2 260.970 (p = .000)
GFI .950 Good
RMSEA .054 Acceptable
90%CI RMSEA [.047 - .062]
SRMR .043 Good
CFI 977 Very good
NFI .965 Very good
TLI 971 Very good
IFI 977 Very good
PCFI .765 Acceptable
PNFI 756 Acceptable
x*/df 2.776 Acceptable
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Table 3. Multivariate normal distribution, factor validity, convergent validity, and reliability results.

Constructs and indicators sk/ku

Standardized factor loadings Alpha/CR  AVE

Perceived Organizational Support (POS)

1-The organization values my contribution to its

-.361/-.917
well-being. /
4-The organizational really cares about my well-being. -.380/-.840
6-The organization cares about my general satisfaction at

-.308/-.911
work.
8-The organization takes pride in my accomplishments at

—.328/-.825
work.

Work-Family Conflict (WFC)

1-Do you feel that your job demands a lot of energy, which 404/—.161
negatively affects your private life? ’ ’
2-Do you feel that your job requires a lot of time that ends

-.333/-.227

up negatively affecting your private life?

3-Do your family and friends tell you that you work a lot? -.371/-.393

Life Satisfaction (LS)

1-In most ways my life is close to my ideal. -.018/-.659
2-The conditions of my life are excellent. .042/-.674
3-1 am satisfied with my life. -.010/-.747

4-So far, I have gotten the important things I want in life. —.211/-.825
Job Satisfaction (JS)

2-Most days I am enthusiastic about my work. -.558/-.288
4-1 find real enjoyment in my work. -.921/.165
Interaction POS*WEFC

Item 4 POS*Item 1 WEC 1.101/2.844
Item 6 POS*Item 2 WFC 1.303/3.207
Item 8 POS*Item 3 WFC 1.371/3.554

.841

.878

923

891

915

955

.681

.788
.780
901
782

902
.847

914
938
792

.919/.934 .781

.817/.892 738

.892/.887 .663

.804/.867 .766

.779/.914 .781

Note. sk = skewness results; ku = kurtosis values; Alpha/CR = Cronbach’s Alpha and Composite Reliability coefficients; AVE =

Average Variance Extracted. “Statistically significant value for p < .05.

Table 4. Discriminant validity assessment.

Latent constructs 1. 2. 3. 4. 5

1. Perceived organizational support .781

2. Work-family conflict .037 .738

3. Life satisfaction .045 .035 .663

4. Job satisfaction 218 .047 232 .766

5. Interaction POS*WFC .021 .008 .001 .001 .781

Note. POS = perceived organizational support; WFC = work-family conflict. The Average Variance Extracted (AVE) values are

bolded on the diagonal.
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Figure 2. Structural model results.

Table 5. Structural model results.

Job

satisfaction

Research hypotheses ~ Non-standardized estimates t-test results Hypothesis
HI1: POS > WEC .060 2.795 Unconfirmed
H2a: WEC > ]S -.035 —-.665 Unconfirmed
H2b: WEC > LS -.166 —-3.940™ Confirmed
H3a: POS > LS 119 6.081™ Confirmed
H3b: POS > ]S 377 13.668"™ Confirmed
Moderation analysis
H4a: POS*WEC > LS —-.094 -2.318 Confirmed
H4b: POS*WFC > JS -.397 —-7.268" Confirmed

Note. WFC = work-family conflict; POS = perceived organizational support; JS = job sa-
tisfaction; LS = life satisfaction. "p < .05; ™ p < .001.

5. Discussion

This study investigated the interactive mechanisms between POS, work-family
conflict, and job and life satisfaction during the COVID-19 pandemic in a sam-
ple of Portuguese workers. It was observed that POS was positively associated
with job and life satisfaction, showing that the higher the perception of support,
demonstrated through the concern for the well-being of employees and valuing
their participation in organizational life, the greater the personal and job satis-
faction. These results agree with previous research (Eisenberger et al., 1986; Ei-
senberger et al., 1990; Igbal et al., 2022; Oliveira et al., 2009; Dixon & Sagas,
2007; Wattoo et al., 2018; Zhang & Wu, 2020; Zhao et al., 2020). The moderation
hypotheses showed that work-family conflict decreases the magnitude of the re-
lationship between POS and life and job satisfaction, acting as a buffer. This
showed that, although employees may feel supported and valued by their organ-
ization, a conflict between work and family leads to decreased personal and pro-

fessional satisfaction. In a conflict situation, individuals are no longer fulfilled in
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personal and professional terms. It was possible to confirm that work-family
conflict established a negative relationship with life satisfaction; the greater the
level of conflict experienced, the lower the perceived life satisfaction. This mod-
eration effect is harmonious with past studies (e.g., Igbal et al., 2022; Siqueira &
Padovan, 2008). The results did not confirm that POS established a negative as-
sociation with work-family conflict and that work-family conflict established a
negative association with job satisfaction. One possible justification for these re-
sults is that the support provided by the organization may not be sufficient to
decrease work-family conflict. Organizations must adopt a proactive posture in
developing human resources policies and practices that allow an adequate adap-
tation of workers to situations of instability. Perhaps more specific sources of sup-
port, e.g., support from supervisors and colleagues, are more effective or contri-
bute more significantly to reduce the impact of work-family conflict, as indi-
cated in some previous studies (Kossek et al., 2011; Thompson et al., 1999). Also,
policies targeted at improving support sources may promote higher job and life
satisfaction (Igbal et al., 2022), given that it must be considered that the greater
the perception of support received by the organization, the greater the satisfac-
tion felt by individuals in the different domains. In other words, creating policies
and practices that value support for workers could have a dual effect, i.e., reduc-
ing the conflict between work and family and promoting occupational well-being
through increasing job satisfaction and life (Igbal et al., 2022).

Another explanation for this result is that the characteristics of the sample,
relative to the job functions included in the study, are not expressive of a single
reality or work context. This means that different professional occupations (e.g.,
health professionals versus security professionals) have other characteristics and,
as such, may interpret POS differently.

The results showed a positive association between POS and job and life satis-
faction, supporting previous studies (e.g., Wattoo et al., 2018; Zhao et al., 2020;
Zhang & Wu, 2020). Work-family conflict was found to moderate the relation-
ship between POS and job and life satisfaction, indicating that the negative im-
pact of work-family conflict reduced the magnitude of the positive association
between POS and job and life satisfaction. Furthermore, work-family conflict
was found to have a negative association with life satisfaction but not with job
satisfaction. Finally, the study did not find evidence of a negative association
between POS and work-family conflict or between work-family conflict and job

satisfaction.

5.1. Theoretical and Practical Implications

In addition to the macro-structural impacts on the economy, society, and labor
caused by COVID-19, family functioning patterns have also been changed. Rou-
tines have been significantly disrupted, the social support network has been
weakened due to social distancing measures, and the high number of hospitali-

zations and deaths has profoundly impacted individuals’ emotional reactions.
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All of these factors have had a negative effect on the population’s health, quality
of life, and satisfaction with work and life, presenting families with stressful ele-
ments and intensifying their vulnerability. Consequently, there is a need for family
reorganization and financial and social support structures. In the pandemic con-
text, managing work-family conflict is of significant importance. As highlighted by
Pascucci et al. (2022), the study of work-family conflict in contexts of instability,
e.g., pandemic or war, is essential for developing prevention strategies to help
workers develop skills to relieve tension before returning to the family domain.
Thus, workers will avoid a negative spillover effect, i.e., from the work domain to
the family domain, of the detrimental experiences in the work context. Although
the work context can have a negative impact on family life, the family can also serve
as an element that promotes well-being, e.g., helping the worker experience re-
covery from work (Sonnentag et al., 2022). The literature has demonstrated that
individuals need a recovery period, e.g., through psychological detachment from
work, before they are prepared to face work-related stressors again.

Despite the pandemic, most respondents continued to work, using work sche-
dule adjustments and telecommuting. It is essential to make organizations and
managers aware that positive actions are necessary to reduce work-family con-
flict. This may include taking steps such as time management or flexible working
hours focusing on results rather than specific hours worked to maintain satisfac-
tion with work and life and achieve work-family balance (Michel et al., 2011).
According to Kossek et al. (2011), research on work-family conflict has not been
valued by organizations. These authors also pointed out that the growing evolu-
tion of the labor market would make organizations adjust their practices to face
contextual changes.

POS must increase to address these challenges, and one way to do this is to
improve organizational resources, such as professional advisory and manage-
ment services (e.g., implementation of a time management system) and support
in using technologies. It is crucial to optimize job resources that can coach work-
ers, give more time to the family, and contribute to the quality of the relation-
ship between the organization and its employees’ families. Other strategies may
include giving workers more autonomy to adjust the tasks to be performed. In
addition, managers must allow workers to adopt flexible hours and grant time
off work, whenever possible, to accompany family members to medical ap-
pointments (Schonfeld & Chang, 2017). Furthermore, recruitment and selection
processes must focus on person-organization and person-role fit since an indi-
vidual who is not adapted to the functioning of an organization, e.g., in terms of
volume and pace of work, may not be able to deal with job demands and there-

fore, these will harm family life and functioning (Lopes et al., 2022).

5.2. Limitations and Suggestions for Future Research

This study has some limitations that need to be acknowledged. Firstly, the re-
search sample is small, which limits the generalizability of the results. To over-

come this, future research should consider using a larger sample size to enhance
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the external validity of the findings. Furthermore, using the same research pro-
tocol for all participants may have increased the likelihood of common method
variance. Moreover, the study followed a cross-sectional design, which prevents
causal inference.

Future research should adopt a more robust methodological design, e.g., lon-
gitudinal design, to observe cause-effect relationships and decrease the likelih-
ood of common method variance. Additionally, new variables, such as culture,
should be considered in future studies, and cross-cultural analyses should be
conducted to observe if the results obtained follow the same pattern or if there
are differences. Comparative analyses between different organizations or coun-
tries should also be conducted to better understand the phenomena under anal-
ysis. Lastly, it is recommended that this research is replicated in a post-pandemic
context to enable comparisons with the current results and identify potential
changes over time.

This study sheds light on the interactive mechanisms between POS, work-
family conflict, and job and life satisfaction in the context of a pandemic. The
results highlight the need for organizations to take proactive steps to reduce
work-family conflict and prioritize POS and work-family balance to enhance the
well-being of their employees. Overall, this study provides valuable insights into
the complex interplay between POS, work-family conflict, and job and life satisfac-
tion in a pandemic context, marked by anxiety and uncertainty, and emphasizes

the importance of organizations in promoting the well-being of their employees.

Conflicts of Interest

The authors declare no conflicts of interest regarding the publication of this pa-
per.

References

Allen, T. D., Johnson, R. C., Kiburz, K. M., & Shockley, K. M. (2013). Work-Family Con-
flict and Flexible Work Arrangements: Deconstructing Flexibility. Personnel Psychol-
ogy, 66, 345-376. https://doi.org/10.1111/peps.12012

Anderson, J., & Gerbing, D. (1982). Some Methods for Respecifying Measurement Mod-
els to Obtain Unidimensional Construct Measurement. Journal of Marketing Research,

19, 453-460. https://doi.org/10.1177/002224378201900407

Andrade, C., & Neves, P. C. (2022). Perceived Organizational Support, Co-Workers’ Con-
flict and Organizational Citizenship Behavior: The Mediation Role of Work-Family
Conlflict. Administrative Sciences, 12, Article 20.

https://doi.org/10.3390/admscil2010020
Archimi, C., Reynaud, E., Yasin, H., & Bhatti, Z. (2018). How Perceived Corporate Social
Responsibility Affects Employee Cynicism: The Mediating Role of Organizational Trust.
Journal of Business Ethics, 151, 907-921. https://doi.org/10.1007/s10551-018-3882-6
Bagozzi, R., & Yi, Y. (1988). On the Evaluation of Structural Equation Models. Journal of
the Academy of Marketing Science, 16, 74-94. https://doi.org/10.1007/BF02723327

Bakker, A. B., & Demerouti, E. (2007). The Job Demands-Resources Model: State of the
Art. Journal of Managerial Psychology, 22, 309-328.

DOI: 10.4236/ajibm.2023.1311065

1189 American Journal of Industrial and Business Management


https://doi.org/10.4236/ajibm.2023.1311065
https://doi.org/10.1111/peps.12012
https://doi.org/10.1177/002224378201900407
https://doi.org/10.3390/admsci12010020
https://doi.org/10.1007/s10551-018-3882-6
https://doi.org/10.1007/BF02723327

C. de Sousa et al.

https://doi.org/10.1108/02683940710733115

Bakker, A. B., & Demerouti, E. (2014). Job Demands-Resources Theory. In P. Chen, & C.
Cooper (Eds.), Well-Being: A Complete Reference Guide (Vol. 3, pp. 37-64). John Wi-
ley & Sons Inc. https://doi.org/10.1002/9781118539415.wbwell019

Bakker, A. B., & Demeuroti, E. (2017). Job Demands-Resources Theory: Taking Stock and
Looking Forward. Journal of Occupational Health Psychology, 22, 273-285.
https://doi.org/10.1037/0cp0000056

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. (2023). Job Demands-Resources Theory:
Ten Years Later. Annual Review of Organizational Psychology and Organizational Be-
havior, 10, 25-53. https://doi.org/10.1146/annurev-orgpsych-120920-053933

Brayfield, A., & Rothe, H. (1951). An Index of Job Satisfaction. Journal of Applied Psy-
chology, 35, 307-311. https://doi.org/10.1037/h0055617

Byrne, B. (2010). Structural Equation Modeling with AMOS: Basic Concepts, Application,
and Programming (2nd ed.). Routledge.

Byron, K. (2005). A Meta-Analytic Review of Work-Family Conflict and Its Antecedents.
Journal of Vocational Behavior, 67, 169-198. https://doi.org/10.1016/j.jvb.2004.08.009

Caudron, S. (1997). Love vs. Work. Workforce, 76, 66-74.

Collier, J. (2020). Applied Structural Equation Modeling Using AMOS: Basic to Advanced
Techniques. Routledge. https://doi.org/10.4324/9781003018414

Curran, P., West, S., & Finch, J. (1996). The Robustness of Test Statistics to Nonnormality
and Specification Error in Confirmatory Factor Analysis. Psychological Methods, I,
16-29. https://doi.org/10.1037/1082-989X.1.1.16

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The Job Demands
Resources Model of Burnout. Journal of Applied Psychology, 86, 499-512.
https://doi.org/10.1037/0021-9010.86.3.499

Diener, E., Emmons, R. A., Larsen, R. J., & Griffin, S. (1985). The Satisfaction with Life Scale.
Journal of Personality Assessment, 49, 71-75.
https://doi.org/10.1207/s15327752jpa4901 13

Dixit, A., & Upadhyay, Y. (2021). Role of the JD-R Model in Upticking Innovative Work
Behaviour among Higher Education Faculty. RAUSP Management Journal, 56, 156-169.
https://doi.org/10.1108/RAUSP-03-2020-0060

Dixon, M. A., & Sagas, M. (2007). The Relationship between Organizational Support,
Work-Family Conflict, and the Job-Life Satisfaction of University Coaches. Research
Quarterly for Exercise and Sport, 78, 236-247.
https://doi.org/10.1080/02701367.2007.10599421

Eby, L. T., Casper, W. J., Lockwood, A., Bordeaux, C., & Brinley, A. (2005). Work and Fam-
ily Research in IO/OB: Content Analysis and Review of the Literature (1980-2002).
Journal of Vocational Behavior, 66, 124-197. https://doi.org/10.1016/.jvb.2003.11.003

Eisenberger, R., Fasolo, P., & Lamastro, V. D. (1990). Perceived Organizational Support
and Employee Diligence, Commitment and Innovation. Journal of Applied Psychology;,
75, 51-59. https://doi.org/10.1037/0021-9010.75.1.51

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived Organiza-
tional Support. Journal of Applied Psychology, 71, 500-507.
https://doi.org/10.1037/0021-9010.71.3.500

Eisenberger, R., Shanock, L., & Wen, X. (2020). Perceived Organizational Support: Why
Caring about Employees Counts. Annual Review of Organizational Psychology and
Organizational Behavior, 7, 101-124.
https://doi.org/10.1146/annurev-orgpsych-012119-044917

DOI: 10.4236/ajibm.2023.1311065

1190 American Journal of Industrial and Business Management


https://doi.org/10.4236/ajibm.2023.1311065
https://doi.org/10.1108/02683940710733115
https://doi.org/10.1002/9781118539415.wbwell019
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1146/annurev-orgpsych-120920-053933
https://doi.org/10.1037/h0055617
https://doi.org/10.1016/j.jvb.2004.08.009
https://doi.org/10.4324/9781003018414
https://doi.org/10.1037/1082-989X.1.1.16
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1207/s15327752jpa4901_13
https://doi.org/10.1108/RAUSP-03-2020-0060
https://doi.org/10.1080/02701367.2007.10599421
https://doi.org/10.1016/j.jvb.2003.11.003
https://doi.org/10.1037/0021-9010.75.1.51
https://doi.org/10.1037/0021-9010.71.3.500
https://doi.org/10.1146/annurev-orgpsych-012119-044917

C. de Sousa et al.

Flynn, G. (1997). Making a Business Case for Balance. Workforce, 76, 68-74.

Fornell, C., & Larcker, D. (1981). Evaluating Structural Equation Models with Unobserv-
able Variables and Measurement Error. Journal of Marketing Research, 18, 39-50.
https://doi.org/10.1177/002224378101800104

French, K. A., Dumani, S., Allen, T. D., & Shockley, K. M. (2018). A Meta-Analysis of
Work-Family Conflict and Social Support. Psychological Bulletin, 144, 284-314.
https://doi.org/10.1037/bul0000120

Hair, J., Black, W., Babin, B., & Anderson, R. (2014). Multivariate Data Analysis (7th ed.).
Pearson Education.

Hobfoll, S., Halbesleben, J., Neveu, J., & Westman, M. (2018). Conservation of Resources
Theory in the Organizational Context: The Reality of Resources and Their Conse-
quences. Annual Review of Organizational Psychology and Organizational Behavior, 5,
103-128. https://doi.org/10.1146/annurev-orgpsych-032117-104640

Hu, X, Yan, H., Casey, T., & Wu, C. (2021). Creating Safe Haven during the Crisis: How
Organizations Can Achieve Deep Compliance with COVID-19 Safety Measures in the
Hospitality Industry. International Journal of Hospitality Management, 92, Article
102662. https://doi.org/10.1016/j.ijhm.2020.102662

Idris, M., Dollard, M., & Winefield, A. (2011). Integrating Psychosocial Safety Climate in
the JD-R Model: A Study amongst Malaysian Workers. SA Journal of Industrial Psy-
chology, 37, a851. https://doi.org/10.4102/sajip.v37i2.851

Igbal, M., Ahmad, S., Ullah, M., Siddiq, A., Ali, A., & Ali, N. (2022). Moderating Effect of
Work-Family Conflict on the Relationship of Perceived Organizational Support and

Job Satisfaction: A Study of Government Commerce Colleges of Kp, Pakistan. Journal
of Positive School Psychology;, 6, 2282-2291.

Judge, T., & Kammeyer-Mueller, J. (2012). Job Attitudes. Annual Review of Psychology,
63, 341-367. https://doi.org/10.1146/annurev-psych-120710-100511

Kossek, E. E., Baltes, B., & Matthews, R. (2011). How Work-Family Research Can Finally
Have an Impact in Organizations. Industrial and Organizational Psychology, 4, 352-369.
https://doi.org/10.1111/j.1754-9434.2011.01353.x

Kristensen, T., Hannerz, H., Hogh, A., & Borg, V. (2005). The Copenhagen Psychosocial
Questionnaire: A Tool for the Assessment and Improvement of the Psychosocial Work
Environment. Scandinavian Journal of Work, Environment and Health, 31, 438-449.
https://doi.org/10.5271/sjweh.948

Lopes, S., Sabino, A., Dias, P., Rodrigues, A., Chambel, M., & Cesario, F. (2022). Through
the Lens of Workers’ Motivation: Does It Relate to Work-Family Relationship Percep-
tions? Sustainability, 14, Article 16117. https://doi.org/10.3390/sul42316117

Mardco, J. (2021). Andlise de equagdes estruturais: Fundamentos tedricos, software & ap-
licagées (3rd ed.). Report Number.

Marsh, H., Hau, K., & Wen, Z. (2004). In Search of Golden Rules: Comment on Hypothe-
sis-Testing Approaches to Setting Cut-Off Values for Fit Indexes and Dangers in
Overgeneralizing Hu and Bentler’s (1999) Findings. Structural Equation Modeling: A
Multidisciplinary Journal, 11, 320-341. https://doi.org/10.1207/s15328007sem1103 2

Michel, J. S., Kotrba, L. M., Mitchelson, J. K., Clark, M. A., & Baltes, B. B. (2011). Ante-

cedents of Work-Family Conflict: A Meta-Analytic Review. Journal of Organizational
Behavior, 32, 689-725. https://doi.org/10.1002/job.695

Oliveira, G. F., Barbosa, G. A., de Souza, L. E. C,, Costa, C. L. P, Araujo, R. C. R., & Gouve-
ia, V. V. (2009). Satisfagdo com a vida entre profissionais da satde: Correlatos demografi-
cos e laborais. Revista Bioética, 17, 319-334.

DOI: 10.4236/ajibm.2023.1311065

1191 American Journal of Industrial and Business Management


https://doi.org/10.4236/ajibm.2023.1311065
https://doi.org/10.1177/002224378101800104
https://doi.org/10.1037/bul0000120
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1016/j.ijhm.2020.102662
https://doi.org/10.4102/sajip.v37i2.851
https://doi.org/10.1146/annurev-psych-120710-100511
https://doi.org/10.1111/j.1754-9434.2011.01353.x
https://doi.org/10.5271/sjweh.948
https://doi.org/10.3390/su142316117
https://doi.org/10.1207/s15328007sem1103_2
https://doi.org/10.1002/job.695

C. de Sousa et al.

Pascucci, T., Sanchéz, B., & Garcia, J. (2022). Being Stressed in the Family or Married
with Work? A Literature Review and Clustering of Work-Family Conflict. European
Journal of . Management and Business Economics, 31, 239-265.
https://doi.org/10.1108/EJMBE-06-2021-0191

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common Me-
thod Biases in Behavioral Research: A Critical Review of the Literature and Recom-
mended Remedies. Journal of Applied Psychology, 88, 879-903.
https://doi.org/10.1037/0021-9010.88.5.879

Qu, H., & Zhao, X. R. (2012). Employees’ Work-Family Conflict Moderating Life and Job
Satisfaction. Journal of Business Research, 65, 22-28.
https://doi.org/10.1016/j.jbusres.2011.07.010

Salas-Nicas, S., Moncada, S., Llorens, C., & Navarro, A. (2021). Working Conditions and
Health in Spain during the COVID-19 Pandemic: Minding the Gap. Safety Science,
134, Article 105064. https://doi.org/10.1016/j.ss¢i.2020.105064

Santos, J. V., & Gongalves, G. (2010). Contribui¢ao para a adapta¢io portuguesa da Escala
de Percepgao de Suporte Organizacional de Eisenberger, Huntington, Hutchison e So-
wa. Laboratorio de Psicologia, 8, 213-223.

Schaufeli, W. B., & Taris, T. W. (2014). A Critical Review of the Job Demands-Resources
Model: Implications for Improving Work and Health. In G. Bauer, & O. Hammig (Eds.),
Bridging Occupational, Organizational, and Public Health: A Transdisciplinary Ap-
proach (pp. 43-68). Springer. https://doi.org/10.1007/978-94-007-5640-3 4

Schonfeld, I., & Chang, C. (2017). Occupational Health Psychology. Springer Publishing
Company. https://doi.org/10.1891/9780826199683

Sharma, S. (1996). Applied Multivariate Techniques. John Wiley and Sons, Inc.

Silva, C., Amaral, V., Pereira, A. C., Bem-haja, P., Pereira, A., Rodrigues, V., Cotrim, T.,
Silvério, J., & Nossa, P. (2011). Copenhagen Psychosocial Questionnaire: Portugal e
Paises Africanos de Lingua oficial Portuguesa. Departamento de Educagdo, Universi-
dade de Aveiro.

Simdes, A. (1992). Ulterior validagdo de uma escala de satisfagio com a vida (SWLS). Re-
vista Portuguesa de Pedagogia, 26, 503-515.

Sinval, J., & Maroco, J. (2020). Short Index of Job Satisfaction: Validity Evidence from

Portugal and Brazil. PLOS ONE, 15, €0231474.
https://doi.org/10.1371/journal.pone.0231474

Siqueira, M. M. M., & Padovan, V. A. R. (2008). Bases teéricas de bem-estar subjetivo, bem
estar psicologico e bem-estar no trabalho. Psicologia: Teoria e Pesquisa, 24, 201-209.
https://doi.org/10.1590/S0102-37722008000200010

Sonnentag, S., Cheng, H., & Parker, S. (2022). Recovering from Work: Advancing the
Field toward the Future. Annual Review of Organizational Psychology and Organiza-
tional Behavior, 9, 33-60. https://doi.org/10.1146/annurev-orgpsych-012420-091355

Talukder, A. M. H. (2019). Supervisor Support and Organizational Commitment: The Role
of Work-Family Conflict, Job Satisfaction, and Work-Life Balance. Journal of Employ-
ment Counseling, 56, 98-116. https://doi.org/10.1002/joec.12125

Thompson, C. A., Beauvais, L. L., & Lyness, K. S. (1999). When Work-Family Benefits
Are Not Enough: The Influence of Work-Family Culture on Benefit Utilization, Orga-
nizational Attachment, and Work-Family Conflict. Journal of Vocational Behavior, 54,
392-415. https://doi.org/10.1006/jvbe.1998.1681

Tuan, L. (2022). Leader Crisis Communication and Salesperson Resilience in Face of the
COVID-19: The Roles of Positive Stress Mindset, Core Beliefs Challenge, and Family

DOI: 10.4236/ajibm.2023.1311065

1192 American Journal of Industrial and Business Management


https://doi.org/10.4236/ajibm.2023.1311065
https://doi.org/10.1108/EJMBE-06-2021-0191
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1016/j.jbusres.2011.07.010
https://doi.org/10.1016/j.ssci.2020.105064
https://doi.org/10.1007/978-94-007-5640-3_4
https://doi.org/10.1891/9780826199683
https://doi.org/10.1371/journal.pone.0231474
https://doi.org/10.1590/S0102-37722008000200010
https://doi.org/10.1146/annurev-orgpsych-012420-091355
https://doi.org/10.1002/joec.12125
https://doi.org/10.1006/jvbe.1998.1681

C. de Sousa et al.

Strain. Industrial Marketing Management, 102, 488-502.
https://doi.org/10.1016/j.indmarman.2021.12.006

Tummers, L., & Bakker, A. (2021). Leadership and Demands-Resources Theory: A Sys-
tematic Review. Frontiers in Psychology, 12, Article €722080.
https://doi.org/10.3389/fpsyg.2021.722080

Viseu, J., Guerreiro, S., Jesus, S. N., & Pinto, P. (2023). Effect of Psychosocial Safety Cli-
mate and Organizational Justice on Affective Commitment: A Study in the Algarve
Hotel Sector during the COVID-19 Pandemic. Journal of Human Resources in Hospi-
tality & Tourism, 22, 320-345. https://doi.org/10.1080/15332845.2023.2154035

Wattoo, M. A., Zhao, S., & Xi, M. (2018). Perceived Organizational Support and Em-
ployee Well-Being: Testing the Mediatory Role of Work-Family Facilitation and Work-
Family Conflict. Chinese Management Studjes, 12, 469-484.
https://doi.org/10.1108/CMS-07-2017-0211

Weiss, H. M. (2002). Deconstructing Job Satisfaction. Separating Evaluations, Beliefs and
Affective Experiences. Human Resource Management Review, 12, 173-194.
https://doi.org/10.1016/S1053-4822(02)00045-1

Zhang, L., & Wu, P. (2020). Impact of Work-Family Interface on Job Satisfaction of
Teachers—The Mediating Role of Perceived Organizational Support. Academic Journal
of Humanities & Social Sciences, 3, 19-29.

Zhao, X. R., Wang, J., Law, R, & Fan, X. (2020). A Meta-Analytic Model on the Role of
Organizational Support in Work-Family Conflict and Employee Satisfaction. Interna-
tional Journal of Contemporary Hospitality Management, 32, 3767-3786.
https://doi.org/10.1108/IJCHM-05-2020-0371

Zheng, D., Luo, Q., & Ritchie, B. (2021). Afraid to Travel after COVID-19? Self-Protection,
Coping and Resilience against Pandemic “Travel Fear”. Tourism Management, 83, Ar-
ticle 1043261. https://doi.org/10.1016/j.tourman.2020.104261

Zhou, L., Li, S., Zhou, L., Tao, H., & Bouckenooghe, D. (2023). The Effects of Perceived
Organizational Support on Employees’ Sense of Job Insecurity in Times of External

Threats: An Empirical Investigation under Lockdown Conditions in China. Asia Busi-
ness & Management, 22, 1567-1591. https://doi.org/10.1057/s41291-023-00219-4

DOI: 10.4236/ajibm.2023.1311065

1193 American Journal of Industrial and Business Management


https://doi.org/10.4236/ajibm.2023.1311065
https://doi.org/10.1016/j.indmarman.2021.12.006
https://doi.org/10.3389/fpsyg.2021.722080
https://doi.org/10.1080/15332845.2023.2154035
https://doi.org/10.1108/CMS-07-2017-0211
https://doi.org/10.1016/S1053-4822(02)00045-1
https://doi.org/10.1108/IJCHM-05-2020-0371
https://doi.org/10.1016/j.tourman.2020.104261
https://doi.org/10.1057/s41291-023-00219-4

	Moderating Effect of Work-Family Conflict on the Relationship between Perceived Organizational Support and Job and Life Satisfaction: A Study during the COVID-19 Pandemic
	Abstract
	Keywords
	1. Introduction
	2. Literature Review
	2.1. Perceived Organizational Support 
	2.2. Work-Family Conflict
	2.3. Job Satisfaction and Life Satisfaction

	3. Method
	3.1. Participants
	3.2. Measures
	3.3. Data Collection Procedures
	3.4. Data Analysis Procedures

	4. Results
	5. Discussion
	5.1. Theoretical and Practical Implications
	5.2. Limitations and Suggestions for Future Research

	Conflicts of Interest
	References

