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ABSTRACT: Nursing is a profession with high job demands and irregular working hours, which often lead to conflicts between
work and family responsibilities. This condition can trigger Work-Family Conflict (WFC), which negatively affects nurses'
subjective well-being. Perceived Supervisor Support (PSS) is considered an important factor in mitigating the negative effects of
WEFC. This study aims to examine the influence of work-family conflict on subjective well-being and to investigate the
moderating role of perceived supervisor support. This research employed a quantitative approach using a questionnaire
method. A total of 132 nurses from private hospitals in South Lampung Regency were selected through simple random sampling.
The instruments used in this study were the work-family conflict scale, subjective well-being scale, and perceived supervisor
support scale. Data were analyzed using Moderated Regression Analysis (MRA) with the assistance of SPSS software. The results
showed that work-family conflict had a significant negative effect on nurses’ subjective well-being. In addition, PSS was proven
to moderate the effect of work-family conflict on subjective well-being. High supervisor support was able to weaken the
negative impact of work-family conflict on nurses' subjective well-being. In conclusion, both the first hypothesis (H1) and the
second hypothesis (H2) were supported. These findings highlight the importance of supervisors in creating a supportive work
environment to maintain nurses’ subjective well-being. The managerial implication is that management should pay attention to
work pressure and health issues experienced by nurses.
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I. INTRODUCTION

Work-family conflict (WFC) is an increasingly prevalent phenomenon in modern life, driven by the rising demands of work
and the evolving dynamics of family roles in the era of globalization and technological development (Achour, 2017). Greenhaus
and Beutell (as cited in AlAzzam, 2017) define WFC as a role conflict that arises when the demands of work and family are
mutually incompatible. There are two directions of conflict: work interfering with family (WIF) and family interfering with work
(FIW), both of which can be significant sources of stress (Carlson et al., 2000; Yu, 2020).

In the context of nursing, WFC is a critical concern given the heavy workloads nurses face, including shift work, emotional
stress, extended working hours, and substantial family responsibilities (Zhang, 2020; Pien, 2021; Achour, 2017). Poorly managed
WEFC can lead to stress, decreased job satisfaction and life satisfaction, and both physical and mental health issues (Carlson et
al., 2000; Sharma, 2016; Lu, 2017; Pien, 2021). These conditions can ultimately contribute to a decline in nurses’ subjective well-
being (Niinihuhta, 2022; Zurlo, 2020; Achour, 2017). Several studies have found that WFC is negatively associated with nurses’
job satisfaction and mental well-being (AlAzzam, 2017; Zurlo, 2020).

In this study, well-being refers specifically to subjective well-being, defined as an individual’s internal evaluation of life
satisfaction, health problems, energy levels, mood, self-control, and emotional relaxation (Fazio, 1977; Gurkova, 2014; Oates,
2017). Nurses’ well-being is highly affected by work-family conflict due to job characteristics such as night shifts and limited
control over work schedules (Yu, 2020). Nurses often struggle to balance their personal lives with their professional duties,
especially because night shifts reduce recovery time and increase health risks (Zurlo, 2020). A lack of well-being in the workplace
can result in decreased employee productivity (Lu, 2017).
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Support from supervisors, co-workers, and management is essential to help employees complete their tasks effectively and
minimize work-family conflict (Achour, 2017). Perceived Supervisor Support (PSS) is recognized as a crucial factor in mitigating
the negative effects of WFC. Supervisor support plays a moderating role in role conflict and can enhance employee well-being
(Achour, 2017; Zhang, 2020).

In South Lampung Regency, the number of nurses has not yet met the national standard of 117 per 100,000 population, with
only 113 nurses per 100,000 population (Dinkesprov Lampung, 2022). This shortage increases nurses’ workloads, particularly in
private hospitals, which, based on field observations, have high job demands and intensive shift work systems. On average,
nurses work between 160—-190 hours per month, with a minimum of six night shifts, potentially causing physical fatigue and role
conflict (Lu, 2017; Zurlo, 2020).

These conditions highlight the urgent need for further research on the influence of work-family conflict on nurses’ subjective
well-being, as well as the moderating role of perceived supervisor support, particularly in private hospitals in South Lampung
Regency.

Il. LITERATURE REVIEW
A. Work-Family Conflict

Greenhaus and Beutell (as cited in AlAzzam, 2017) define WFC as a role conflict that arises when the demands of work and
family are mutually incompatible. There are two directions of conflict: work interfering with family (WIF) and family interfering
with work (FIW), both of which can be significant sources of stress. Work-family conflict consists of three forms: time-based,
strain-based, and behavior-based conflict. Each form occurs in two directions, resulting in six dimensions of work-family conflict
(Carlson et al., 2000; Yu, 2020).

B. Subjective Well-Being

Subjective well-being refers to a comprehensive psychological evaluation of an individual's overall satisfaction and happiness
with life (Liu, 2017). In this study, well-being refers specifically to subjective well-being, defined as an individual’s internal
evaluation of life satisfaction, health problems, energy levels, mood, self-control, and emotional relaxation (Fazio, 1977;
Gurkova, 2014; Oates, 2017).

C. Perceived Supervisor Support

Perceived Supervisor Support (PSS) is defined as an employee’s perception that their supervisor values their contributions
and cares about their well-being (Eisenberger, 2002; Zhang, 2020). PSS comprises two dimensions, as outlined in the Survey of
Perceived Organizational Support (SPOS): evaluative judgments regarding the supervisor, and the supervisor’s behaviors in
response to situations that affect employees (Eisenberger, 1986).

D. Work-Family Conflict and Subjective Well-Being

Nurses are critical to healthcare systems, tasked with delivering high-quality patient care while managing physically and
emotionally demanding work conditions, often under shift-based schedules (Zhang, 2020). Beyond their professional roles,
nurses maintain significant family responsibilities, creating competing demands between work and home (Yu, 2020). Poor
integration of these domains can result in work-family conflict (WFC), characterized by time-based, strain-based, and behavior-
based interferences.

The irregularity of shift work limits nurses’” autonomy over personal time, leading to role conflict and heightened stress (Lu,
2017; Sharma, 2016). Consequently, WFC is associated with negative outcomes such as fatigue, dissatisfaction, and diminished
subjective well-being (Achour, 2017; Zurlo, 2020; Niinihuhta, 2016). Subjective well-being, reflecting life satisfaction and
happiness, is highly sensitive to emotional distress and the inability to regulate emotions (Fazio, 1977; Yu, 2020).

Moreover, inconsistent work hours and night shifts disrupt physical recovery, further affecting health and well-being.
Empirical studies confirm that dimensions of subjective well-being—including life satisfaction, health, energy levels, tension, and
mood—are negatively impacted by WFC (Fazio, 1977; Yu, 2020; Liu, 2017).

Hypothesis 1 (H1):

Work-family conflict has a significant negative effect on the subjective well-being of nurses in private hospitals in South
Lampung Regency.
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E. The Moderating Role of Perceived Supervisor Support

Within healthcare settings, nurses operate within teams supervised by managers who influence work conditions, including
shift scheduling. Supervisors play a vital role in reducing work-family conflict by offering support through schedule flexibility,
shift adjustments, and emotional guidance (Achour, 2017).

Perceived Supervisor Support (PSS) refers to employees’ perception that their supervisors value their contributions and care
about their well-being (Eisenberger, 2002; Zhang, 2020). Higher levels of PSS can buffer the adverse effects of WFC by providing
emotional reassurance and practical solutions, thus enhancing individuals’ capacity to manage dual role demands.

Supportive supervisory practices foster a sense of security and reduce stress, which, over time, contributes to greater life
satisfaction, emotional resilience, and improved subjective well-being (Zhang, 2020; Achour, 2017; Lu, 2017; Sharma, 2016).

Hypothesis 2 (H2):

Perceived supervisor support moderates the effect of work-family conflict on subjective well-being among nurses in private
hospitals in South Lampung Regency.

Work-Family Conflict (X) Subjective Well-Being (Y)

a. Time-based WIF a. Health concerns

b. Time-based FIW b. Energy

c. Strain-based WIF c. Satisfaction and interest in life
d. Strain-based FIW 4 d. Mood (depressed or joyful)

e. Behavior-based WIF e. Degree of relaxation and tension
f. Behavior-based FIW f. Emotional-behavioral control
Source: AlAzzam (2017); Carlson et Source: Liu (2017); Fazio (1977); Yu
al (2000); Yu (2020) (2020)

Perceived Supervisor Support (M)

a. Evaluative judgments regarding the
supervisor

b. The supervisor’s behaviors in response
to situations that affect employees
Source: Eisenberger (2002); Zhang (2020);
Eisenberger (1986)

Figure 1. Conceptual model

lll. METHOD

This study employed a quantitative approach with data collected through a questionnaire. The data were then analyzed
using SPSS version 25. The objective of this research is to examine the effect between work-family conflict, subjective well-
being, and perceived supervisor support among nurses in private hospitals in South Lampung Regency.

The population in this study consisted of all nurses working in private hospitals within the region. From a total population of
200 individuals, a sample of 132 respondents was selected using a simple random sampling technique. The sample size was
determined based on the sample size determination table by Sekaran and Bougie (2018).

There are three main variables in this study: work-family conflict (X), subjective well-being (Y), and perceived supervisor
support (M). The data were collected using questionnaires developed based on previous theories and studies. Each variable was
measured using a five-point Likert scale (Hair et al., 2019). The questionnaire items were constructed based on established
indicators, including six dimensions of work-family conflict (Carlson et al., 2000; Yu, 2020), six dimensions of subjective well-
being (Fazio, 1977; Yu, 2020; Liu, 2017), and two dimensions of perceived supervisor support (Eisenberger et al., 1986).

The instruments underwent validity and reliability testing. Validity was assessed through exploratory factor analysis, while
reliability was evaluated using Cronbach’s Alpha coefficients. The normality of the data was tested using the Kolmogorov-
Smirnov test. Data analysis techniques included simple regression analysis and Moderated Regression Analysis (MRA) to
examine the moderating role of perceived supervisor support in the effect of work-family conflict on subjective well-being.
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IV. RESULTS AND DISCUSSION
A. Results

Data collection was conducted in February 2025 by distributing online questionnaires via Google Form links and physical
questionnaires, resulting in a total of 132 respondents. The collected data were subsequently processed. The results of data
collection provide both the demographic characteristics of respondents and the outcomes of data analysis, as follows.

Respondent characteristics based on gender showed that 97 respondents (73.5%) were female, and 35 respondents (26.5%)
were male. Based on age groups, 18.9% were aged 20-25 years, 25% were aged 26-30 years, 29.5% were aged 31-35 years,
18.2% were aged 36—40 years, 6.1% were aged 41-45 years, and 2.3% were aged 46 years and above. Regarding marital status,
65.2% of respondents were married, while 34.8% were unmarried. Among married respondents, 19,8% had no child, 53,5% had
two or fewer children, and 26,7% had more than two children. Regarding work units, respondents were distributed as follows:
inpatient unit (40.9%), emergency unit (18.2%), outpatient clinic (14.4%), intensive care unit (12.9%), operating room (7.6%),
perinatology (4.5%), and hemodialysis unit (1.5%). Based on working tenure, 22.7% had worked for two years or less, 27.3% for
3-5 years, 31% for 6-10 years, 15.2% for 11-15 years, and 3.8% for more than 15 years.

The results of the validity test using exploratory factor analysis showed that each statement item had a high factor loading
(20.5) on one factor and low loadings on the others. The items with high loadings clustered together within each component,
indicating that they are valid for measuring the intended construct and have a strong relationship with the relevant factor (Hair
et al., 2019). In conclusion, all statement items are valid and can be used in the instrument.

The reliability test results showed that the Cronbach’s alpha for the work-family conflict variable was 0.861, while the
Cronbach’s alpha values for subjective well-being and perceived supervisor support were 0.925 and 0.923, respectively.
According to Sekaran and Bougie (2018), a Cronbach’s alpha greater than 0.6 indicates acceptable reliability, and a value greater
than 0.8 indicates good reliability. Therefore, the instruments used for all three variables were considered reliable.

The normality test using the Kolmogorov-Smirnov test showed significance values of 0.079 for the work-family conflict
variable, 0.057 for the subjective well-being variable, and 0.067 for the perceived supervisor support variable. As the significance
values were greater than 0.05, it can be concluded that the data for all variables were normally distributed.

Descriptive analysis results for each variable are as follows. Based on responses from 132 participants, the average score for
the Work-Family Conflict (WFC) variable was 2.62. Overall, this average score is considered relatively low. However, the strain-
based Work Interference with Family (WIF) dimension still showed a relatively high score of 3.38. Meanwhile, the average score
for the Subjective Well-Being variable was 3.19, which is considered relatively high. Nonetheless, the health concerns dimension
had a relatively lower average score of 2.85. Overall, the average score for the Perceived Supervisor Support (PSS) variable was
also relatively high at 3.31. However, within the evaluative judgment dimension related to supervisors, the average score for
items concerning employee well-being was still relatively low, at 2.97.

Hypothesis 1: Work-family conflict has a negative effect on the subjective well-being of nurses in private hospitals in South
Lampung Regency. The simple regression analysis conducted to test this hypothesis produced a negative regression coefficient
for the independent variable (X), with a significance level of 0.000. This result indicates that work-family conflict has a negative
and significant influence on the subjective well-being of nurses. An increase in work-family conflict will consequently lead to a
decrease in subjective well-being. In conclusion, the first hypothesis (H1) is supported.

Hypothesis 2: Perceived supervisor support moderates the effect of work-family conflict on subjective well-being among
nurses in South Lampung Regency private hospitals. The Moderated Regression Analysis (MRA) showed that the regression
coefficient for the interaction term (X.M) was positive. This indicates that work-family conflict (X), when interacting with
perceived supervisor support (M), has a positive effect on nurses’ subjective well-being. An increase in perceived supervisor
support leads to an improvement in subjective well-being, accompanied by a decrease in work-family conflict. Therefore, it can
be concluded that the presence of the moderating variable (perceived supervisor support) weakens the negative effect of work-
family conflict on the subjective well-being of nurses in private hospitals in South Lampung Regency. Thus, the second
hypothesis (H2) is supported.

B. Discussion

Work-family conflict (WFC) is a form of inter-role conflict that occurs when the demands and responsibilities of one role
(work or personal life) are incompatible with those of another role (AlAzzam, 2017). The results of this study confirm that work-
family conflict has a negative and significant effect on the subjective well-being of nurses in private hospitals in South Lampung
Regency. This indicates that as work-family conflict increases, the subjective well-being of nurses decreases.
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There are two types of work-family conflict situations: first, work interfering with family (WIF), and second, family interfering
with work (FIW) (Carlson et al., 2000; Yu, 2020). Furthermore, WFC can be categorized into three forms: time-based, strain-
based, and behavior-based conflicts (Carlson et al., 2000; Yu, 2020). Conflicts often arise due to time demands, emotional strain,
and behavioral expectations that require nurses to fulfill both work responsibilities and family obligations simultaneously.

Based on the descriptive statistics, the highest average score for the work-family conflict variable was 3.38, observed in the
strain-based WIF dimension. These findings suggest that private hospitals in South Lampung Regency need to pay closer
attention to the level of stress and pressure placed on nurses. Creating a supportive work environment can help mitigate fatigue
and emotional exhaustion, thereby reducing the work-related stress that negatively impacts family life.

Subjective well-being refers to an individual’s evaluation of their happiness and satisfaction with various aspects of life, such
as work, home, and family (Oates, 2017). Subjective well-being encompasses feelings of satisfaction and happiness with one’s
personal and professional life. Depression and emotional dysregulation are major concerns affecting individual well-being (Fazio,
1977; Yu, 2020). Moreover, irregular work schedules and night shifts can contribute to physical health problems due to
inadequate recovery time.

According to the descriptive statistics, the lowest average score for the subjective well-being variable was 2.85, specifically in
the health concerns dimension. This result aligns with the findings of Liu (2017), who reported the lowest scores in the
“satisfying interesting life” and “health worry” dimensions. These results highlight the need for private hospitals in South
Lampung Regency to prioritize the physical and mental health of their nursing staff. Establishing supportive systems for health
monitoring and prevention can help reduce health-related concerns and enhance nurses’ subjective well-being.

Perceived supervisor support (PSS) is defined as an employee’s perception that their supervisor values their contribution and
cares about their well-being (Eisenberger et al., 2002; Zhang, 2020). Supervisor support, such as providing advice, flexible
scheduling, and assistance with shift changes, can play a crucial role in helping employees manage work-family conflicts (Achour,
2017). The results of the MRA analysis indicate that while work-family conflict (X) initially had a negative effect on subjective
well-being, the interaction with perceived supervisor support (M) moderated this effect, leading to an overall positive impact.
Thus, perceived supervisor support can mitigate the negative influence of work-family conflict on the subjective well-being of
nurses in South Lampung private hospitals.

The moderating role of perceived supervisor support reduces the negative consequences of work-family conflict on
subjective well-being (Zhang, 2020; Achour, 2017). When nurses perceive support from their supervisors, they experience
greater comfort in managing dual roles. This sense of security enhances their resilience to future work-family conflicts, as they
feel that assistance is available and they are not left to handle challenges alone. Consequently, work-related stress and conflict-
induced stress are gradually reduced, improving nurses’ overall health and subjective well-being (Lu, 2017; Sharma, 2016).

Descriptive analysis of the perceived supervisor support variable revealed that the lowest average score was 2.97,
corresponding to the evaluative dimension related to employee well-being. Based on these findings, it is recommended that
private hospitals in South Lampung Regency develop a more supportive work environment to address perceptions of
exploitation among nurses and to enhance their well-being. Strengthening the role of supervisors in providing effective support
is critical to this effort.

In conclusion, private hospitals in South Lampung Regency that enhance the role and support provided by supervisors can
significantly improve the subjective well-being of nurses facing high levels of work-family conflict. The findings of this study
emphasize the crucial role of supervisor support in mitigating the adverse effects of work-family conflict. While work-family
conflict may reduce nurses’ well-being, supervisor support—such as flexible scheduling, attention to emotional well-being, and
recognition of nurses’ contributions—can help alleviate the pressures arising from work and family role demands. Therefore,
hospitals should strive to create more supportive work environments by empowering supervisors to deliver appropriate and
effective support.

V. CONCLUSION
Based on the research findings and discussion presented, the following conclusions can be drawn:

1. Work-family conflict has a negative and significant effect on the subjective well-being of nurses in private hospitals in
South Lampung Regency. This indicates that higher levels of work-family conflict are associated with lower levels of
subjective well-being among nurses in private hospitals in South Lampung Regency.

2. Perceived supervisor support moderates the effect of work-family conflict on subjective well-being. The presence of
strong perceived supervisor support can weaken the negative impact of work-family conflict on nurses’ subjective well-
being in private hospitals in South Lampung Regency.
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VI. SUGGESTION
Based on the conclusions of this study, the following recommendations are proposed:

1.

For private hospitals in South Lampung Regency: Hospitals are encouraged to provide greater supervisory support to

mitigate the negative impact of work-family conflict on nurses’ subjective well-being by:

A. Monitoring and managing the levels of tension and workload assigned to nurses to help reduce work-family conflict.

B. Paying attention to both the physical and mental health of nurses to enhance their overall subjective well-being.

C. Creating a more supportive work environment to minimize perceptions of exploitation, thereby enabling supervisors
to offer more effective and positive support.

For future researchers: It is recommended to investigate other variables related to work-family conflict, identify

additional factors influencing subjective well-being, or explore alternative moderating variables that may strengthen

the understanding of the effect of work-family conflict on subjective well-being, thereby contributing to more

comprehensive future research.
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