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Abstract
This study tries to examine the influence of work-to-family conflict and job satisfaction on the relationship
between supervisor support and the psychological wellbeing of 290 administrative workers at the University of
Cape Coast, Ghana. The results of the parallel mediation analysis showed that supervisor support had a
significant positive impact on employees‟ psychological wellbeing and job satisfaction and also had a significant
negative impact on employees‟ work-to-family conflict. Moreover, the study found a direct positive effect of
employees‟ job satisfaction on their psychological wellbeing but did not find a direct negative effect of
employees‟ work-to-family conflict on their psychological wellbeing. In addition, job satisfaction mediated the
association between supervisor support and the psychological wellbeing of employees. The study however found
no evidence of the mediating influence of work-to-family conflict on the relationship between supervisor support
and employees‟ psychological wellbeing. Both theoretical and practical implications were further discussed.
Keywords: supervisor support, psychological wellbeing, work-to-family conflict and job satisfaction
1. Introduction
With the dynamics in technological advancement and it impacts on work and workplace, research on supervisor
support has increasingly gained attention by researchers and practitioners in the past few decades particularly
with regards to employees‟ wellbeing. Employees‟ support they received from their supervisors has turned out to
have several impacts on workers‟ burnout, emotional exhaustion, anxiety and depression which may directly or
indirectly affect their overall psychological wellbeing (Kawachi & Berkman, 2001, Plaisier et al., 2007, Sinokki
et al., 2010).
Hence, it is vital for researchers and practitioners to have a comprehensive knowledge of the mechanisms
through with supervisor support could affect employees‟ psychological wellbeing both directly and indirectly.
Notwithstanding the fact that extensive studies have been steered on probing the impact of supervisor support on
employees‟ psychological wellbeing (Beehr, Farmer, Glazer, Gudanowski & Nair, 2003; Gilbreath & Benson,
2004; Gordon, Tang, Day & Adler, 2019; Hämmig, 2017; Kawachi & Berkman, 2001; Plaisier et al., 2007; Rana
& Javed, 2019; Sinokki et al., 2010). However, past investigations that explored the significance of supportive
supervisor on employees‟ psychological wellbeing, have not simultaneously examined the mediating roles of
work-to-family conflict and job satisfaction on the effect of supervisor support on employees‟ psychological
wellbeing. Hence it remains to be seen whether work-to-family conflict and job satisfaction can serve as a
mediating role in the relationship between supervisor support and employees‟ psychological wellbeing.
Therefore, bearing in mind the gap left by previous studies that explored supervisor support and workers‟
psychological wellbeing, this current study seeks to investigate the impact of supervisor support on employees‟
psychological wellbeing via work-to-family conflict or job satisfaction. This is presumably the first study to
examine a parallel mediation analysis of this kind on the association between supervisor support and the
psychological wellbeing of employees. Conducting a mediation analysis of this kind will additionally elucidate
pathways that will aid us to better understand the probable causal effects and interactions among supervisor
support and psychological wellbeing, work-to-family conflict and job satisfaction of employees (Shrout &
Bolger, 2002).
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2. Literature Review and Hypotheses Development
2.1 Supervisor Support
Eisenberger, Stinglhamber, Vandenberghe, Sucharski & Rhoades (2002) explained supervisor support as the
level in which subordinates are aware that their supervisors care for and value their welfare and input at work.
According to Eisenberger et al. (2002), supportive supervisor provides guidance, assistance and feedback to their
employees that are crucial to employees‟ adaptation in the workplace. With guidance, supervisors provide
significant directions to their employees to know their responsibilities and how to carry out these responsibilities.
With assistance, supervisors assist in removing any obstacles that may impede their employees in performing
their duties accurately. Regarding feedback, supervisors provide valuable information that helps employees to
improve upon their performance within the working environment. Guidance, assistance and feedback that
employees receive from their supervisors had been known to assist employees to cope with complex situations
that occur in the workplace, therefore alleviating occupational stress that may affect employees‟ psychological
wellbeing, work-to-family conflict and job satisfaction.
2.2 The Direct Effect of Supervisor Support on Employees’ Psychological Wellbeing
Psychological wellbeing can be explained as the degree to which an individual is effectively functioning or the
general effectiveness of a person‟s psychological functioning (Ryan & Deci, 2001; Sekaran, 1985; Wright &
Cropanzano, 2000). Hämmig (2017) suggested the need to consider supervisor support as one of the vital
elements in workplace health promotion after conducting a study on 5877 employees and found out that
supportive supervisors had a significant influence on their employees‟ wellbeing. Other studies (Beehr et al.,
2003; Gibson, Grey & Hastings, 2009; Gordon et al., 2019; Rana & Javed, 2019; Willemse, de Jonge, Smit,
Depla & Pot, 2012) have also found out that supportive supervisors had a significant influence on employees‟
psychological strain, emotional exhaustion, burnout, anxiety and depressive symptoms which may all contribute
to affecting their general psychological wellbeing. In addition, several previous studies (e.g. Gilbreath & Benson,
2004; Kawachi & Berkman, 2001; Plaisier et al., 2007) suggest that social support such as support from
supervisors tends to have a positive direct effect on employees‟ psychological wellbeing. Thus, research findings
seem to support the relationship between supportive supervisors and psychological wellbeing leading to the
testing of the following hypothesis;
H1: Supervisor support will have a significant positive effect on employees‟ psychological wellbeing.
2.3 Supportive Supervisors’ Impact on Employees’ Work-To-Family Conflict
There have been several definitions of Work/family conflict by many researchers, however, Greenhaus and
Beutell (1985) explained it as „„a form of inter-role conflict in which the role pressures from the work and family
domains are mutually incompatible in some respect‟‟ (p. 77). Moreover, this conflict has been known to take two
different forms known as work-to-family conflict and family-to-work conflict (Frone, 2003; Michel, Kotrba,
Mitchelson, Clark & Baltes, 2011). Work-to-family conflict is when the work a person does interfere with his or
her family roles while family-to-work conflict is when a person‟s family roles interfere with his or her work.
However, Mesmer-Magnus & Viswesvaran (2005) emphasized that these two forms can be considered separately
and be used independently for different studies. Therefore, this current study focuses on employees‟ work roles
interfering with their family roles.
Besides the influence of supervisor support on employees‟ psychological wellbeing, it has been known that
supervisor support can be helpful to employees to cope with their work-to-family conflict (Kossek, Pichler,
Bodner & Hammer, 2011; Selvarajan, Cloninger & Singh, 2013; Van Daalen, Willemsen & Sanders, 2006). Ford,
Heinen and Langkamer (2007) reported that employees‟ work-to-family struggles significantly decreases when
their supervisors tend to be more supportive of them. This could be attributed to the fact that supportive
supervisors are considered as part of social assistance that helps employees in coping with problems related to
their work-to-family conflict (Anderson, Coffey & Byerly, 2002; Burke & Greenglass, 1999). In addition,
Karatepe and Kilic (2007) explored the work-to-family conflict of 886 staff in Northern Cyprus hotels and found
that supportive supervisors had a negative impact on staffs‟ work-to-family conflict. A more recent study
conducted by Talukder (2019) also confirmed that supportive supervisors had a significant negative effect on
employees‟ work-to-family conflict. In light of this reviewed literature, the following hypothesis was tested;
H2: Supervisor support will have a significant negative effect on employees‟ work-to-family conflict.
2.4 Supportive Supervisors’ Impact on Employees’ Job Satisfaction
According to Weiss (2002) job satisfaction can be defined as “a positive (or negative) evaluative judgment one
makes about one‟s job or job situation” (p. 175). Anderson et al. (2002) investigated on supportive supervisors
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and workers‟ job satisfaction and found that supportive supervisors played a crucial role in determining the
degree of job satisfaction of employees. In addition, several studies that have explored on supervisor support and
employees‟ job satisfaction revealed that the support employees received from their supervisor played a crucial
role in influencing their job satisfaction (Alegre, Mas-Machuca & Berbegal-Mirabent, 2016; Gok, Karatuna, &
Karaca, 2015; Karatepe & Kilic, 2007; Kula & Guler, 2014; Quresshi & Hamid, 2017; Sergeant & Frenkel,
2000). This may be so because workers feel appreciated, respected and supported when their supervisors tend to
be more supportive of them. A study done by Quresshi et al. (2018) on the influence of supportive supervisors on
job satisfaction of nurses revealed that nurses‟ degree of job satisfaction was positively influenced by their
supervisors‟ support. In addition, a recent study conducted by Ahmad et al. (2019) also reported that supervisor
support had a significant positive influence on employees‟ job satisfaction, hence leading to the testing of the
following hypothesis;
H3: Supervisor support will have a significant positive effect on employees‟ job satisfaction.
2.5 Work-family Conflict as a Direct Antecedent of Psychological Wellbeing
Past studies that have explored on employees‟ work-family conflict have shown that employees‟ struggles with
their work and family roles have a significant effect on several employees‟ outcomes including psychological
wellbeing (Allen, Herst, Bruck & Sutton, 2000; Frone, 2003; Hill, 2005; Kalliath, Kalliath & Chan, 2017;
Obrenovic, Du Jianguo & Khan, 2020; Winefield, Boyd & Winefield, 2014). This may be because
work-to-family conflict is considered a stressor that affects employees‟ psychological wellbeing. Accordingly, Lu,
Gilmour, Kao and Huang (2006) provided further insights on the influence of work-to-family conflict on
employees‟ psychological wellbeing after conducting a cross-cultural study using British and Taiwanese
employees. The study findings showed that employees‟ struggles with their work and family roles had
undesirable effects on employees‟ psychological wellbeing hence leading to the testing of the following
hypothesis;
H4: Employees‟ work-to-family conflict will have a significant negative effect on their psychological wellbeing.
2.6 Job Satisfaction as a Direct Antecedent of Psychological Wellbeing
Much the same as work-to-family conflict, past studies have also reported the significant effect of job
satisfaction on employees‟ overall health (Dirlam & Zheng, 2017). This is due to the fact that employees who are
not satisfied with their work may report higher levels of stress which may affect their overall health. Employees‟
satisfaction with their jobs is very crucial not only because of the saying that “a satisfied worker is a productive
worker” but also because satisfied workers have been known to be healthier than unsatisfied workers. A
meta-analysis done by Cass, Siu, Faragher & Cooper (2005) on employees‟ job satisfaction and their wellbeing
revealed that employees‟ degree of job satisfaction was positively related to their overall wellbeing. A recent
study conducted by Karabati, Ensari and Fiorentino (2019) on employees‟ job satisfaction and wellbeing
confirmed that job satisfaction had a profound impact on employees‟ wellbeing. Another meta-analysis of 485
studies done by Faragher, Cass & Cooper (2005) revealed that job satisfaction was significantly related to
employees‟ general health. Specifically, Faragher and his colleagues (2005) further revealed that job satisfaction
was more related to employees‟ psychological problems than their physical health. Further studies (e.g. Bowling,
Eschleman & Wang, 2010; Dirlam & Zheng, 2017; Fischer & Sousa-Poza, 2007) conducted on the impact of job
satisfaction on employees‟ psychological wellbeing have all indicated that higher job satisfaction was associated
with improving employees‟ psychological wellbeing. Based on these findings, the following hypothesis was
tested;
H5: Employees‟ job satisfaction will have a significant positive effect on their psychological wellbeing.
2.7 The Indirect Effect of Supervisor Support on Employees’ Psychological Wellbeing via Work-Family Conflict
or Job Satisfaction
Previous studies had reportedly found on one side that supportive supervisors tend to help employees‟ deal with
their work-to-family conflict (Ford et al., 2007; Kossek et al., 2011; Selvarajan et al., 2013; Van Daalen et al.,
2006). On the other side, other studies have also reported that employees‟ conflict with their work roles
interfering with their family roles, negatively affect their psychological wellbeing because this type of
work/family conflict has been known to cause higher stress to employees (Allen et al., 2000; Frone, 2003; Hill,
2005; Kalliath et al., 2017; Winefield et al., 2014). Based on these findings, one could argue that the degree of
support employees received from their supervisor could significantly affect their work-to-family conflict which
in turn could affect employees‟ psychological wellbeing, therefore the following hypothesis was tested;
H6: There will be an indirect effect of supervisor support on employees‟ psychological wellbeing via
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work-to-family conflict.
Similarly, past studies that explored on supervisor support and employees‟ job satisfaction have revealed that
supportive supervisors significantly and positively influenced employees‟ job satisfaction because it helps
employees to alleviate the stress that might negatively affect their job satisfaction (Alegre et al.,2016; Galletta,
Portoghese, Penna, Battistelli, & Saiani, 2011; Kula & Guler, 2014; Willemse et al., 2012). On the other hand,
some past studies that explored on employees‟ job satisfaction and their psychological wellbeing have shown
that employees‟ degree of job satisfaction significantly affected their psychological wellbeing due to its effect on
employees‟ stress levels (Bowling et al., 2010; Dirlam & Zheng, 2017; Faragher et al., 2005; Fischer &
Sousa-Poza, 2007). Therefore, building on these findings, one could argue that the degree of support employees
received from their supervisor could result in the level of job satisfaction experienced by employees which in
turn could affect employees‟ psychological wellbeing, hence the following hypothesis was tested;
H7: There will be an indirect effect of supervisor support on employees‟ psychological wellbeing via job
satisfaction.

W-F-C
H4

H2

Supervisor

Psychological

H1

support

Wellbeing

H3

H5
Job
satisfaction
Figure 1. Research model for the study

3. Research Methodology
3.1 Research Design
The current study utilized a cross-sectional study based on primary data as its research design with a quantitative
method of collection of data. Self-administered questionnaires were the type of data collection instrument that
was used to measure the constructs of the study and to elicit participant responses.
3.2 Sample and Sampling Procedure
The sample of this current study consisted of administrative workers at the University of Cape Coast, Ghana.
Simple random sampling was used to gather data on 290 administrative workers. The self-administered
questionnaires were administered to participants through online surveys and the drop and collect method. The
online survey was developed using Qualtrics and the link was sent to workers through their mails and WhatsApp.
Workers who were available in their respective offices were given the questionnaires to fill in person. Out of the
290 administrative workers that responded to the questionnaires, 170 of them were males whiles the remaining
120 were females representing 58.6% and 41.4% respectively. The age of participants ranges from 19 to 60 years
with a mean age of 28.40 years (SD = 6.20). In relation to marital status, 168 participants (57.9%) reported not
married while the remaining 122 participants (42.1%) reported married.
3.3 Measures
Supervisor Support: Perceived Supervisor Support Scale developed by Eisenberger, Huntington, Hutchinson and
Sowa in 1986 was utilized to measure employees‟ supervisor support. The scale consisted of 4 items on a Likert
scale of 5 points which ranges from one which is strongly disagree to five which is strongly agree. Higher scores
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denoted higher support received from their supervisors. Samples of the items include: “My work supervisor
really cares about my well-being”, “My supervisor strongly considers my goals and values”, “My supervisor
cares about my opinions”. The reliability coefficient using Cronbach‟s alpha for this scale was 0.68.
Work-To-Family Conflict: Work-Family Conflict Scale by Carlson, Kacmar and Williams (2000) was adopted to
measure employees‟ work-to-family conflict. The scale consisted of 18 items on a Likert scale of 5 pointsstrongly disagree, tend to disagree, neither agree nor disagree, tend to agree and strongly agree– that was scored
from one to five. For the present study, 9 items measuring work-to-family conflict were selected. Higher scores
specified higher work-to-family conflict. Samples of items are: “My work keeps me from my family activities
more than I would like”, “I am often so emotionally drained when I get home from work that it prevents me from
contributing to my family”, “The problem-solving behaviors I use in my job are not effective in resolving
problems at home”. The reliability coefficient using Cronbach‟s alpha for this scale was 0.87.
Job Satisfaction: Job Satisfaction Scale developed by Dubinsky and Hartley in 1986 was adopted to measure
employees‟ satisfaction with their jobs. It consisted of 5 items on a Likert scale of 5 points- strongly disagree,
tend to disagree, neither agree nor disagree, tend to agree and strongly agree– that was scored from one to five.
Higher scores indicated higher job satisfaction. Examples of items under this scale include: “Generally speaking,
I am very satisfied with this job”, “I frequently think of quitting this job”, “I am generally satisfied with the kind
of work I do in this job”. The reliability coefficient using Cronbach‟s alpha for this scale was 0.67.
Psychological Wellbeing: Wellbeing index developed by the World Health Organization in 1998 was adopted to
measure employees‟ psychological wellbeing. The scale is popularly known as the WHO (5) wellbeing index.
The scale consisted of 5 items on a Likert scale of 5 points- strongly disagree, tend to disagree, neither agree nor
disagree, tend to agree and strongly agree– that was scored from one to five. Higher scores indicated higher
quality of life. Samples of items are: “I have felt cheerful and in good spirits”, “I have felt calm and relaxed”, “I
woke up feeling fresh and rested”. The reliability coefficient using Cronbach‟s alpha for this scale was 0.81.
4. Results
4.1 Validity and Reliability of Measures
To examine the validity of each of the constructs, a Confirmatory Factor Analysis was used to examine whether
all the observed variables that loaded on their latent variables were acceptable to include in the data analysis.
Items with a significant factor loading above 0.40 were considered to be good and items below 0.40 were
considered unacceptable (Hair, Black, Babin, Anderson & Tatham, 2006). One item (item 5 of job satisfaction)
was deleted due to low standardized factor loading below 0.40. The reliability of the instruments was assessed
using Cronbach‟s alpha coefficients. The reliability scores range from 0.67 to 0.87. According to Hair et al.
(2006), a reliability score of 0.60 is a threshold that is acceptable.
4.2 Mean, Standard Deviations and Pearson Correlation
Means, standard deviations and Pearson correlation were computed to probe the associations among the
variables of this current study. Table 2 revealed that there were significant correlations in direction to the
research model for this study. Values displayed in Table 1 indicate that positive significant associations were
found among supervisor support, job satisfaction and psychological wellbeing. However, a significant negative
association was found between work-to-family conflict and supervisor support, job satisfaction and
psychological wellbeing.
Table 1. Means, Standard Deviation and Pearson Correlation
Variables

Mean

SD

1

2

1. Supervisor support

3.57

0.71

2. Work-to-family conflict

3.07

0.83

-0.24**

3. Job satisfaction

3.38

0.77

0.30**

-0.12*

4. Psychological Wellbeing

3.62

0.73

0.39**

-0.19**

3

0.42**

Note. *p < 0.05, **p <0.01, ***p < 0.001, N = 290
4.3 Hypotheses Testing
To test simultaneously for all the six hypotheses formulated in the study, SPSS PROCESS (model 4) was used to
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conduct a parallel mediation analysis to test the model. This type of analysis permits us to test for the direct
effects of supervisor support on employees‟ psychological wellbeing, work-to-family conflict and job
satisfaction. Furthermore, it also enables us to test for the effect of employees‟ work-to-family conflict and job
satisfaction on their psychological wellbeing. Lastly, it enables us to test for the indirect effects of supervisor
support on employees‟ psychological wellbeing via work-to-family conflict and job satisfaction. The total effect
of supervisor support on employees‟ psychological wellbeing was statistically significant (c = .397, SE = .055, t
= 7.153, p < .001).
4.3.1 Supportive Supervisors‟ Impact on Employees‟ Psychological Wellbeing, Work-To-Family Conflict and Job
Satisfaction
The results displayed in Figure 2 revealed that supervisor support had a significant influence on employees‟
psychological wellbeing, work-to-family conflict and job satisfaction signifying that supervisor support had a
significant influence on several employees‟ outcomes. Precisely, the findings shown that supportive supervisors
had a significant and positive direct effect on employees‟ psychological wellbeing (β = .279, SE = .056, t = 4.999,
p < .001) and job satisfaction (β = .319, SE = .061, t = 5.231, p < .001). Thus Hypothesis 1 and 3 were supported.
Results from Figure 2, further indicated that the support employees receive from their supervisors had a
significant and negative direct effect on employees‟ work-to-family conflict (β = -.278, SE = .066, t = -4.190, p
< .001). Hence, Hypothesis 2 was also supported.
4.3.2 Work-to-Family Conflict and Job Satisfaction as a Direct Antecedent of Psychological Wellbeing
Concerning the direct effect of employees‟ work-to-family conflict on their psychological wellbeing, results
displayed in Figure 2 show that there was a negative direct effect of work-to-family conflict on employees‟
psychological wellbeing but the relationship was not statistically significant (β = -.071, SE = .046, t = -1.524, p
= .128). Hence, hypothesis 4 was not supported. Conversely, employees‟ job satisfaction seemed to have a
significant influence on their psychological wellbeing. Findings in Figure 2 indicated that employees‟ job
satisfaction had a significant and positive direct effect on their psychological wellbeing (β = .308, SE = .050, t =
6.10, p < .001). Thus, hypothesis 5 was supported.

W-F-C
H4 = -.071

H2 = -.278***

Supervisor

Psychological

H1 = .279***

support

Wellbeing

H3 = .319***

H5 = .308***
Job
satisfaction

Figure 2. Parallel mediation analysis showing the effect of supervisor support on employees‟ psychological
wellbeing as mediated simultaneously by work-to-family conflict (W-F-C) and job satisfaction
4.3.3 The Indirect Effect of Supervisor Support on Employees‟ Psychological Wellbeing via Work-To-Family
Conflict or Job Satisfaction
Statistical significance of the indirect effects of supervisor support on employees‟ psychological wellbeing either
through work-to-family conflict or job satisfaction was examined over 10,000 bootstrap samples with estimates
taken at a 95% confidence interval. As seen in Table 2, the indirect effect of supervisor support on employees‟
psychological wellbeing via work-to-family conflict was not statistically significant (Effect = 0.020, CI: -0.006,
0.051). Hence, hypothesis 6 was not supported.
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Conversely, the indirect effect of supervisor support on employees‟ psychological wellbeing via job satisfaction
was found to be statistically significant. The Bootstrapped effect (with 95% confidence interval) from the table
below showed that the indirect effect of the supervisor's support on psychological wellbeing via job satisfaction
was statistically significant (Effect = 0.098, CI: 0.047, 0.160). Hence, hypothesis 7 was supported.
Table 2. The indirect effects of supervisor support on employees‟ psychological wellbeing via work-to-family
conflict or job satisfaction
95%CI
Indirect effects

Effect

SE

LL

UL

SS → W-F-C → PWB

0.020

0.015

-0.006

0.051

SS → JS → PWB

0.098

0.028

0.047

0.160

Note. CI=confidence; LL=lower limit, UL=upper limit; Model 1 = Supervisor Support → Work-to-family conflict
→ Psychological wellbeing; Model 2 = Supervisor support → Job satisfaction → Psychological wellbeing.
5. Discussion
The main goal of this study was to examine the impact of supervisor support on employees‟ psychological
wellbeing as mediated by work-to-family conflict or job satisfaction. More specifically, the first goal of the study
was to test for the impact of supervisor support on employees‟ work-to-family conflict, job satisfaction and
psychological wellbeing. The second goal was to test the effect of work-to-family conflict and job satisfaction on
employees‟ psychological wellbeing. The last goal of the study was to examine the indirect effect of supervisor
support on employees‟ psychological wellbeing either through work-to-family conflict or job satisfaction. Out of
the seven hypotheses tested in this study, the findings provided support for five of the hypothesized relationship
while the other two hypotheses (4 & 6) tested were not supported.
5.1 Summary of Findings
5.1.1 Supportive Supervisors‟ Impact on Employees‟ Psychological Wellbeing, Work-To-Family Conflict and Job
Satisfaction
The study findings indicated that employees‟ support they receive from their supervisors played a vital role in
influencing their psychological wellbeing, work-to-family conflict and job satisfaction. Regarding the direct
effect of supervisor support on employees‟ psychological wellbeing and job satisfaction, the findings of this
study confirmed that supervisor support had a significant and positive direct influence on employees‟
psychological wellbeing and job satisfaction. Hence Hypothesis 1 and 3 were supported. The findings of this
study concur with several studies that reported that the support employees received from their supervisor had a
significant and positive direct effect on their psychological wellbeing (Beehr et al., 2003; Gibson et al., 2009;
Gilbreath & Benson, 2004; Gordon et al., 2019; Hämmig, 2017; Kawachi & Berkman, 2001; Rana & Javed,
2019; Willemse et al., 2012) and job satisfaction (Ahmad et al., 2019; Alegre et al., 2016; Gok et al., 2015;
Karatepe & Kilic, 2007; Kula & Guler, 2014; Quresshi et al., 2018; Quresshi & Hamid, 2017; Sergeant &
Frenkel, 2000). A possible reason for finding this expected results can be attributed to the fact that supportive
supervisor provides guidance, assistance and feedback which assist employees to cope with complex situations
that occurs in the workplace, therefore alleviating occupational stress that may negatively affect employees‟
psychological wellbeing and job satisfaction (Eisenberger et al., 2002). Additionally, workers may feel
appreciated, respected and supported when their supervisors tend to be more supportive with them which is very
crucial in increasing the degree of job satisfaction and psychological wellbeing.
Concerning the direct effect of supervisor support on work-to-family conflict of employees, the results of this
analysis revealed that supervisor support had a significant and negative direct effect on employees‟
work-to-family conflict as expected, therefore Hypothesis 2 was supported. The findings corroborated with other
previous studies (Anderson et al., 2002; Burke & Greenglass, 1999; Ford et al., 2007; Karatepe & Kilic, 2007;
Kossek et al., 2011; Selvarajan et al., 2013; Talukder, 2019; Van Daalen et al., 2006). A probable reason for
getting these expected results may be because supervisor support could be regarded as a form of social support
that may assist employees in dealing with issues related to work-to-family conflict. Accordingly, Anderson et al.
(2002) and Burke and Greenglass (1999) reported that supervisor support is seen as a form of social support that
assisted employees with issues related to work-to-family conflict. Therefore, the findings of this study reinforce
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literature that suggested that supervisor support was an effective way of assisting employees‟ to deal with their
work-to-family conflict.
5.1.2 Work-to-Family Conflict and Job Satisfaction as a Direct Antecedents of Psychological Wellbeing
Hypothesis 4 stated that there will be a negative direct effect of employees‟ work-to-family conflict on their
psychological wellbeing. The results of this parallel mediation analysis showed that work-to-family conflict did
not have a significant and negative direct effect on the psychological wellbeing of employees. Therefore, this
hypothesis was not supported. The findings of the study are contrary to a number of other studies (Allen et al.,
2000; Frone, 2003; Hill, 2005; Kalliath et al., 2017; Lu et al., 2006; Obrenovic et al., 2020; Winefield et al., 2014)
that reported that work-to-family conflict had a negative direct impact on employees‟ psychological wellbeing.
These unexpected results may be attributed to the fact that there are several other variables that have been known
to affect the psychological wellbeing of employees of which some may offset the effects of the other. For
example, an employee may be struggling to deal with his or her work-to-family conflict but other aspects such as
a supportive supervisor, a good relationship with co-workers, better compensation, favorable working
environment, etc. could make the employee very satisfied and happy with his or her work, therefore offsetting
the effect of work-to-family conflict on the employees‟ psychological wellbeing. To test this, a simple linear
regression analysis was used to regress psychological wellbeing on work-to-family conflict only. The results
showed that there was a significant and negative direct effect of work-to-family conflict on employees‟
psychological wellbeing (b = -.16, t (288) = 25.37, p = 0.002). However, regressing psychological wellbeing on
work-to-family conflict, job satisfaction and supervisor support simultaneously as already shown in Figure 2,
revealed that work-to-family conflict had no significant negative effect on employees‟ psychological wellbeing.
This means that the presence of supervisor support and job satisfaction buffered or nullified the negative effect
of work-to-family conflict on employees‟ psychological wellbeing explaining the reason for these unexpected
results.
Regarding the direct effect of job satisfaction on employees‟ psychological wellbeing, the findings of this study
confirmed that employees‟ job satisfaction had a significant and positive direct effect on their psychological
wellbeing. Thus Hypothesis 5 was supported. The findings of this study are consistent with other studies
(Bowling et al., 2010; Dirlam & Zheng, 2017; Fischer & Sousa-Poza, 2007; Karabati et al., 2019; Page &
Vella-Brodrick, 2009) that reported that employees‟ job satisfaction was positively related to their psychological
wellbeing. This is probably because job satisfaction may affect other areas of an employee‟s life, therefore,
influencing their psychological wellbeing. A meta-analysis conducted by Faragher et al. (2005) revealed that
employees‟ degree of satisfaction they have with their jobs affected employees‟ levels of burnout, anxiety,
depression and self-esteem. Additionally, Dirlam and Zheng (2017) reported a significant positive effect of
employees‟ job satisfaction on their psychological wellbeing due to its effect on employees‟ stress levels.
Therefore we may cautiously conclude that when employees are more satisfied with their jobs, they feel less
stressed therefore experiencing less anxiety, depression and burnout which is associated with improving their
psychological wellbeing (Fischer & Sousa-Poza, 2007).
5.1.3 The Indirect Effects of Supervisor Support on Employees‟ Psychological Wellbeing via Work-Family
Conflict or Job Satisfaction
Statistical significance of the indirect effects of supervisor support on employees‟ psychological wellbeing either
through work-to-family conflict or job satisfaction showed that there was an indirect effect of supervisor support
on employees‟ psychological wellbeing through job satisfaction and not work-to-family conflict. Thus,
hypothesis 7 was supported but hypothesis 6 was not. The non-significant indirect effect of supervisor support on
psychological wellbeing through work-to-family conflict signifies that supervisor support had a direct effect on
employees‟ psychological wellbeing, therefore, confirming the findings of other studies (Beehr et al., 2003;
Gibson et al., 2009; Gilbreath & Benson, 2004; Gordon et al., 2019; Hämmig, 2017; Kawachi & Berkman, 2001;
Rana & Javed, 2019; Willemse et al., 2012) that found a direct effect between supervisor support and
psychological wellbeing. Even though the study findings did not support this hypothesis, it provided support for
similar research done by Drummond et al. (2017) who found no indirect effect of supervisor support on
psychological strain via work-to-family conflict of employees in New Zealand and Australia. However,
Drummond et al. (2017) rather found an indirect effect of supervisor support on psychological strain via
work-to-family conflict among employees in China and Hong Kong signifying that national differences could be
the reason for finding these unexpected results.
However, concerning the indirect effect of supervisor support on employees‟ psychological wellbeing via job
satisfaction, the study findings indicated that there is a significant indirect effect of supervisor support on
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employees‟ psychological wellbeing via job satisfaction. The findings further revealed that supervisor support
increases the degree of job satisfaction of employees which in turn improves their psychological wellbeing. As
predicted by previous studies on one side that supervisor support increases the degree of job satisfaction of
employees (Alegre et al.,2016; Galletta et al., 2011; Kula & Guler, 2014; Willemse et al., 2012) and on the other
side that job satisfaction also increases the psychological wellbeing of employees (Bowling et al., 2010; Fischer
& Sousa-Poza, 2007; Page & Vella-Brodrick, 2009), it was not surprising that the results indicated that job
satisfaction mediates the relationship between supervisor support and psychological wellbeing. According to
Eisenberger et al. (2002), a supportive supervisor provides guidance, assistance and feedback to employees. This
support helps employees to deal with any occupational stress associated with their jobs, making employees more
satisfied which may, in turn, be associated with less anxiety, depression and burnout hence improving their
psychological wellbeing.
5.2 Theoretical and Practical Implications
Theoretically, the study findings offer several contributions to academic literature in this field. Previous studies
(Beehr et al., 2003; Gibson et al., 2009; Gilbreath & Benson, 2004; Gordon et al., 2019; Hämmig, 2017;
Kawachi & Berkman, 2001; Rana & Javed, 2019; Willemse et al., 2012) have suggested models that hypothesize
that supportive supervisors have a significant influence on employees‟ psychological wellbeing. This study
findings seem to be applicable as it reveals that support that employees receive from their supervisors plays a
significant and positive impact in influencing their psychological wellbeing. Moreover, the study findings also
provide supports to literature (Ahmad et al., 2019; Alegre et al., 2016; Gok et al., 2015; Karatepe & Kilic, 2007;
Kula & Guler, 2014; Quresshi et al., 2018; Quresshi & Hamid, 2017; Sergeant & Frenkel, 2000) that accentuated
that supportive supervisor may have a significant and positive effect on employees‟ job satisfaction. The current
study revealed that supervisor support had a significant and positive influence on determining the level of
employees‟ job satisfaction. Lastly, the study findings further provide support in enlightening us on the
relationship between employees‟ job satisfaction and their psychological wellbeing. This study seems to be
consistent with academic literature (Bowling et al., 2010; Dirlam & Zheng, 2017; Faragher et al., 2005; Fischer
& Sousa-Poza, 2007) that accentuated the significant role of job satisfaction on employees‟ psychological
wellbeing. The study findings indicated that employees‟ satisfaction with their jobs had a significant influence on
their psychological wellbeing.
Practically, the results of this present study have significant implications for organizational management,
especially for supervisors. The study findings may help organizations in understanding the benefits of supportive
supervisors on employees‟ outcomes in several ways. First, the findings will help organizations who are
interested in improving their employees‟ wellbeing to invest in training their supervisors to be more supportive
as this study results indicated that supportive supervisors improve employees‟ psychological wellbeing.
Additionally, increasing supportive supervisors in the organizations could increase employees‟ job satisfaction
which is advantageous for organizational performance and productivity. The current study also revealed that
supportive supervisors could help employees‟ to deal with work-to-family conflict. Furthermore, increasing
supportive supervisors could increase employees‟ levels of job satisfaction which in turn improves their
psychological wellbeing. This study demonstrates how significant it is for organizations to invest in training their
supervisors to be more supportive in order to improve employees‟ job satisfaction and psychological wellbeing
and to decrease employees‟ work-to-family conflict.
5.3 Limitations and Future Research Directions
The current study as other studies is not without weaknesses. First of all, our research design used in this study is
a cross-sectional study. According to Mitchell and Maxwell (2013) conducting a mediation examination using a
cross-sectional study often affirms a mediating role by overemphasizing a secondary path through a variable of
study which may not be so in multi-wave designs or longitudinal studies. Therefore, making it difficult to
conclude causality. Hence, future studies should take this into consideration and conduct studies using a
longitudinal or multi-wave design in order to bring to light in-depth information about the stability and changes
of study variables over time. Another weakness of our study is the use of a self-reported survey. According to
Podsakoff, MacKenzie and Podsakoff (2012), one weakness of self-reported surveys is the tendency of response
bias from participants as some participants may overstate or belittle their responses leading to the likelihood of
common method biases. Hence, future studies could use other forms of data collection methods such as
interviews or multi-rater surveys to avoid this limitation.
6. Conclusion
In conclusion, this study contributes to the understanding of the effectiveness of supportive supervisors in
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organizations. More specifically, it focuses on the significance of supportive supervisors on employees‟
psychological wellbeing, work-to-family conflict and job satisfaction in different ways. First of all, the current
study enlightens organizations and practitioners on the extent to which supervisor support is directly related to
employees‟ psychological wellbeing, work-to-family conflict and job satisfaction as the study findings
demonstrated that supervisor support had a significant direct effect on employees‟ work-to-family conflict, job
satisfaction and psychological wellbeing. Secondly, this study further provides insights on supportive supervisors
and employees‟ psychological wellbeing via job satisfaction. The study findings suggest that if employees are
exposed to supervisors that are very supportive, their job satisfaction will increase which will in turn lead to
improved psychological wellbeing of employees.
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