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Abstract

Aim: This study was conducted descriptively with the aim of determining the relationship between perceived organizational support
and work-family conflict among nurses.

Method: The population of the study consisted of nurses working in a university hospital in Eskisehir province (N:923), and the
sample (N:432) consisted of nurses. Data was collected using the "Personal Information Form", "Perceived Organizational Support

Scale", and "Work-Family Conflict Scale." The collected data was analyzed using the appropriate statistical programs.

Results: In the study, it was found that the overall mean score of the "Perceived Organizational Support Scale" in nurses was below
the mean value of "2.61 (SD=0.67)", and the overall mean score of the "Work-Family Conflict Scale" was below the mean value of
"3.41 (SD=0.82)". It was found that perceived organizational support and work-family conflict differed according to variables such
as age, years of work experience in the profession, years of work experience in the institution, work type, and weekly working hours
for nurses. A negative and significant relationship was found between perceived organizational support and work-family conflict
among nurses (r=-0.39; p<0.05). According to the regression model, it was determined that perceived organizational support had a
low-level significant effect on work-family conflict (B=-0.481; t=-8.86; p<0.05).

Conclusion: It was found that perceived organizational support in nurses reduces work-family conflict. In this context, it is
recommended that healthcare organizations adopt supportive management policies that are family-friendly and do not ignore
individual demands in order to reduce work-family conflict.

Keywords: Perceived organizational support, work-family conflict, nursing.
0z

Amag: Bu arastirma hemsirelerde algilanan orgiitsel destek ile is-aile catigsmasi arasindaki iligkinin belirlenmesi amaci ile tanimlayici
olarak gergeklestirilmistir.

Yoéntem: Arastirmanin evrenini Eskisehir ilinde bulunan bir tiniversite hastanesinde Qallsan.(N:923) hemsgire, orneklemini ise (N:432)
hemsire olusturmustur. Veriler “Kisisel Bilgi Formu”, “Algilanan Orglitsel Destek Olcegi”, “Is-Aile Catismasi Olgegi” ile toplanmistir.
Elde edilen veriler uygun istatistiksel programlar kullanilarak analiz edilmistir.

Bulgular: Arastirmada hemsirelerde “Algilanan Orgiitsel Destek Olgegdi” genel puan ortalamasinin “2,61 (SS=0,67)" ortalama
degerin altinda, “is-Aile Gatismasi Olgegi” genel puan ortalamasinin “3,41 (SS=0,82)" ortalama degerin altinda oldugu saptanmistir.
Algilanan orglitsel destek ve is aile gatigsmasinin, hemsirelerin yas, meslekteki ¢calisma siresi, kurumdaki galisma siresi, galisma
sekli ve haftalik calisma saati degiskenlerine gore farklilik gdsterdigi bulunmustur. Hemsirelerde algilanan orgiitsel destek ile is-aile
catigsmasi arasinda negatif yonli ve anlamli iliski oldugu belirlenmistir (r=-0,39; p<0,05). Regresyon modeline gore algilanan orglitsel

destegin is-aile gatigsmasi tizerinde diisiik diizeyde anlamli etkisi bulundugu saptanmistir (B=-0.481; t=-8.86; p<0.05).

Sonug: GCalismada, hemsirelerde algilanan orgiitsel destegin is-aile gatismasini azalttigi saptanmistir. Bu dogrultuda saghk
organizasyonlarinin is-aile gatismasini azaltmak igin aile dostu ve bireysel talepleri géz ardi etmeyen destekleyici ydnetim politikalari
benimsenmesi 6nerilebilir.

Anahtar Sozciikler: Algilanan orgtitsel destek, is-aile catismasi, hemsirelik.
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Introduction

The concept of organizational support gains importance in meeting needs such as the respect and approval of individuals
who expect support in the work environment (Altas, 2021). Organizational support includes arrangements that care about
the happiness of individuals working within the values of the organization (Eisenberger et al., 1986).

According to the organizational support theory, the relationship between employees and their organizations is nourished
by the mutual exchange of positive emotions between them (Stinglhamber et al., 2020). Individuals develop a general
perception of the extent to which their contribution to their organizations is valued (Kurtessis et al., 2017). Perceived
organizational support is defined as “all of the perceptions developed based on the awareness of individuals' contributions
to the organization and consideration of their happiness” (Ring, 2011). Employees with a high perception of organizational
support show more effort related to work, resulting in increased in-role job performance and new role performances that
help the organization. It also reduces the intentions of individuals to leave their jobs, and their levels of burnout and work-
family conflict (Kurtessis et al., 2017; Giao et al., 2020; Wang & Wang, 2020).

Today, due to the ever-changing dynamic structure of life, the work-family conflict experienced by individuals is recognized
as an important problem. Therefore, organizations need to consider both work and family roles in the work environment
(Osorio et al., 2014; French et al., 2018). These roles can be a source of well-being for individuals, but they can also be a
source of conflict if the roles are not balanced (Wattoo et al., 2018).

Work-family conflict occurs as a result of the fulfilment of responsibilities in one area while responsibilities in another area
are not met (Greenhaus & Beutell,1985). Netemeyer et al. (1996) defines work-family conflict as the demands arising from
work life and lack of time and problems preventing the realization of responsibilities belonging to family life. Parasuraman
and Simmers (2001) define the concept of work-family conflict as “the occurrence of work and family life roles at the same
time and the difficulty faced by individuals to adapt to this situation”.

When examining the studies which have been carried out, it is observed that employees with high levels of perceived
organizational support experience lower levels of work-family conflict (Casper et al., 2002; Foley et al., 2005). When
understanding and empathy are shown towards employees' family responsibilities, the individual's psychological resources
for coping with stress increase, thus reducing the conflict between their stress and job demands (Goh et al., 2015).

Healthcare workers, especially nurses, are at risk of work-family conflict. This is because employees experience high
levels of physical, cognitive, and emotional challenges (Cortese et al., 2010). In the nursing profession, it is believed that
improving healthcare services and care quality (Cho & Han, 2018), ensuring patient safety (Yeh et al., 2021), increasing
performance (Asbari et al., 2020), reducing intentions to leave the job (Chen et al., 2018), and reducing conflict and
communication problems are related to reducing work-family conflict. The level of perceived organizational support plays
a significant role among the factors causing work-family conflict (Girbiiz et al., 2013; Chandler, 2021). It is known that
nurses who experience high levels of work-family conflict have higher physical and psychological expectations from work,
lower levels of autonomy, and receive less support from both work and family life (Zhang et al., 2017). Due to the lack of
studies examining the relationship between perceived organizational support, which is one of the important indicators of
the working environment (Robae et al., 2018), in nurses in Turkey and work-family conflict, this study was conducted with
the aim of determining the relationship between perceived organizational support and work-family conflict among nurses.

Method

The Purpose and Type of the Study: This descriptive and correlational study was conducted to determine the relationship
between perceived organizational support and work-family conflict among nurses working in a university hospital.

The Study Questions:
+ What is the level of perceived organizational support among nurses?

What are the levels of work-family conflict among nurses?

Is there a difference in the levels of perceived organizational support and work-family conflict among nurses based
on socio-demographic and work-related variables?
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What is the relationship between the level of perceived organizational support and work-family conflict among
nurses?

What is the impact of nurses' perceived organizational support levels on their work-family conflict levels?

The Place the Study was Carried Out, its Characteristics and Time: The study was conducted face-to-face with nurses
who had agreed to participate in it, between November 2021 and March 2022, at a university hospital in Eskisehir province.

The Population and Sample of the Study: The population of the study consisted of nurses (n=923) working in a university
hospital in Eskisehir province. The sample size of the study was calculated using the well-known sample calculation
formula "'n =Nt2 * pq / d2 * (N-1) + 12 * pq". In this formula; N = Number of individuals in the target population, n = Number
of individuals in the sample, p = Frequency of occurrence of the event under investigation (0.50 was chosen to reach
the maximum sample size), q = Frequency of non-occurrence of the event under investigation (q = 1-p=1-0.5=0.5),t =
The theoretical value obtained from the t table at a certain level of significance (t = 1.96 for a = 0.05 with co degrees of
freedom), d = The + sampling error accepted based on the frequency of the event (d = 0.05). Accordingly, the minimum
sample size was determined to be 271. A total of 432 nurses who agreed to participate in the study were reached.

The Data Collection Tools and Method Used in the Study: The study data was collected using three different data collection
tools. The “Personal Information Form”, “Perceived Organizational Support Scale” and “Work-Family Life Conflict Scale”
were used. The necessary permissions were obtained for the scales that were used.

The Personal Information Form: This is comprised of 9 questions including information about the age, gender, marital
status, educational status, years of working in the profession, years of working in the institution, working hours per week,
the department of employment and manner of employment of the nurses included in the study.

The Perceived Organizational Support Scale: The “Perceived Organizational Support Scale” developed by Eisenberger et al.
(1986) and later shortened by Armstrong-Stassen & Ursel (2009) to 10 items was used in order to determine the level of
perceived organizational support by employees. The validity and reliability of the scale in Turkish was conducted by Akkog
et al. (2012) The scale consists of 10 items. The validity and reliability of the Perceived Organizational Support Scale in
the field of nursing was conducted by Tiire and Yildinm (2018). As a result of the analysis conducted by Tiire and Yildirnm
(2018), the factor load of the fourth item was found to be low and this item was removed, resulting in a scale consisting
of 9 items. The scale was scored using a 5-point Likert system. ltems 5 and 8 of the 9-item scale are reverse-scored. The
Cronbach alpha coefficient of the Turkish validation study was 0.93, the Cronbach alpha coefficient of the validity and
reliability of the scale in nursing was 0.88 and this study was 0.83. The scale has no sub-dimensions and cut-off points. As
the score obtained from the scale increases toward 5, perceived organizational support is considered to be high, and as
the score decreases toward 1, perceived organizational support is considered to be low.

The Work-Family Life Conflict Scale: The Work-Family Life Conflict Scale developed by Netemeyer et al. (1996) was used
to measure the work-family life conflict levels of employees. The scale was translated into Turkish by Efeoglu (2006).
The scale consists of two sub-dimensions aiming to measure the levels of work-family conflict arising from work life
and family-work conflict arising from family life. The work-family conflict dimension, which aims to determine the level of
conflict reflected from work to family, was used in this study. The scale consists of 5 items. The answers were collected
using a 5-point Likert scale (1=Strongly disagree, 5=Strongly agree). The Cronbach alpha coefficient of the original scale
was 0.88, the Cronbach alpha coefficient of the Turkish validation study was also 0.88 and the Cronbach alpha coefficient
of this study was 0.86.

The Collection of Data: Data was collected between November 2021 and March 2022 by interviewing nurses who had
agreed to participate in the study. As the study was based on the voluntariness and willingness of the participants, the
questionnaire was not applied to nurses working in the hospital where the study was conducted, and who declared that
they did not want to participate in the study.

The Analysis of the Data: The data was transferred to the IBM SPSS Statistics 26 program and the analyses were completed.
The Kolmogorow-Smirnov Test (n>30) was first applied to the scores in the normality test of the scale scores. As a result
of the test, it was seen that the scores did not meet the assumption of normal distribution (p<0.05). The Kolmogorow
Smirnov Test alone is not sufficient to decide whether the scores are suitable for normal distribution. However, when the
skewness (POS: 0.29; WFC: -0.80), kurtosis (POS: 0.14; WFC: 0.10), and histogram graphs of the scores were examined, it
was seen that the values were between +3. Skewness and kurtosis coefficients between +3 indicate that the distribution
is normal (Alpar, 2020). An independent sample t-test was used to compare the scale scores according to the variables of
gender, marital status, and type of work, and one-way analysis of variance (ANOVA) was used to compare the scale scores
according to the variables of age groups, education level, working period in the profession, working period in the institution,
weekly working hours and type of clinic. When a significant difference was found in the ANOVA test, Tukey post hoc test
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was used in paired comparisons to determine which groups the difference was between. The Pearson correlation test was
used to determine the relationship between work-family conflict and perceived organizational support in the evaluation of
the correlation coefficient, 0.00-0.29 is a low-level relationship, 0.30-0.69 is a medium-level relationship, 0.70-1.00 is a high-
level relationship r= - is a negative relationship, r= + is a positive relationship (Glrbiiz & Sahin, 2018). Regression analysis
was used to determine the effect of perceived organizational support on work-family conflict.

The Ethical Aspect of the Study: In the study, permission and institutional pre-approval for using the scales were obtained
via email. Ethical committee approval number E-25403353-050.99-192643 dated 25.05.2021, institutional approval
number E-31568761-804.01-245427 dated 05.11.2021, and informed consent of the participants were obtained, and data
was collected.

The Limitations of the Study: The limitations of the study include its limitation to the sample of nurses working in the
university hospital included in the study scope and its inability to be generalized.

Results

Table 1. Distribution of Nurses According to Socio-Demographic and Working Life Characteristics (N: 432)

Groups N %
Gender Female 327 75.7
Male 105 24.3
Marital status Married 205 47.5
Single 227 52.5
Age groups 18-23 years 70 16.2
24-29 years 254 58.8
30 + years 108 25.0
Academic Status Medical Vocational High School 80 18.5
Associate degree 82 19.0
Bachelor's degree 252 58.3
Master's degree 18 4.2
Time Worked in the Profession 1-5 years 257 59.5
6-10 years 113 26.2
11 years + 62 14.3
Time Worked in the Institution 1-5 years 291 67.4
6-10 years 96 22.2
11 years + 45 10.4
Manner of Work Shifts 174 40.3
Daytime 51 11.8
Daytime and shifts 207 47.9
Working hours per week 40 hours 145 33.6
Over 40 hours 287 66.4
Clinic Employed in Internal unit 121 28.0
Surgical unit 124 28.7
Intensive care unit 144 3383
Emergency 43 10.0

The socio-demographic characteristics of the 432 nurses participating in the study were examined. 75.7% of them are
female and 52.5% are single. 58.8% of the nurses are in the age group 24-29. 58.3% of the participants have a bachelor's
degree; 59.5% have 1-5 years of experience in the profession; 67.4% have 1-5 years of experience in the institution; 47.9%
work in day and shift patterns (daytime and shifts); 66.4% work more than 40 hours per week; and 33.3% work in intensive
care units (Table 1).

M. Oz Sayim and A. Tiire. SHYD 2024;11(2):302-312
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Table 2. Mean Scores of Perceived Organizational Support Scale and Work-Family Conflict Scale

Scores N Min. Max. Median X SS Skewness Kurtosis Kolmogorov-Smirnov (p)
Perceived Organizational 432 1.00 5.00 2.56 2.61 0.67 0.29 0.14 <0.001
Support Score
Work-Family Conflict 432 1.00 5.00 3.40 3.41 0.82 -0.80 0.10 <0.001
Score
Min: The minimum score that can be obtained from the scale, Max: The maximum score that can be obtained from the scale, X: Average SS: Standard
Deviation

According to Table 2, the mean score of perceived organizational support scale is "2.61 (SD=0.67)" and the mean score of
work-family conflict scale is "3.41 (SD=0.82)".

According to Table 3, it was found that there was no significant difference (p>0.05) in the mean scores of the Perceived
Organizational Support Scale based on the variables of gender, marital status, education level and the clinic employed in.
However, there was a significant difference (p<0.05) in the mean scores of the Perceived Organizational Support Scale
among nurses based on age, years of experience in the profession, years of experience in the institution, working patterns,
and weekly working hours. The mean scores of the perceived organizational support among nurses aged 18-23 and over
30 were significantly higher than those in the 24-29 age group. Nurses with 11+ years of experience in the profession had
significantly higher mean scores of perceived organizational support than those with 1-5 and 6-10 years of experience.

Table 3. Comparison of Perceived Organizational Support Scale and Work-Family Conflict Scale Mean Scores with
Nurses' Socio-Demographic and Work-Life Characteristics (N: 432)

POS WFC
n Mean (SD) Mean (SD)
Gender
Female 327 2.63 (0.63) 3.39 (0.75)
Male 105 2.54(0.76) 3.45 (0.99)
t/p 1.25/0.213 -0.62/0.536
Marital Status
Married 205 2.59 (0.63) 3.41(0.84)
Single 227 2.63 (0.70) 3.40 (0.79)
t/p -0.59/0.553 0.05/0.963
Age Groups
a-18-23 70 2.73 (0.76) 3.30 (0.92)
b-24-29 254 2.51 (0.65) 3.53 (0.81)
c-Aged 30 or over 108 2.78 (0.60) 3.20 (0.74)
F/p 7.798<0.001 6.779/0.001*
Diff. a.c>b b>c
Academic Status
a-Medical Vocational High School 80 2.69 (0.67) 3.44 (0.78)
b-Associate Degree 82 2.57 (0.64) 3.39 (0.93)
c-Bachelor's/Postgraduate Degree 270 2.60 (0.68) 3.40 (0.80)
F/p 0.759/0.469 0.067/0.935
Time Worked in the Profession
a-1-5 years 257 2.59 (0.72) 3.41 (0.83)
b-6-10 years 113 2.56 (0.53) 3.51(0.74)
c-11 + years 62 2.81 (0.67) 3.20(0.88)
F/p 3.400/0.034* 3.016/0.049*
Diff. c>a.b b>c

SD: Standard Deviation, F:One Way ANOVA. Diff. (Difference)= Tukey Test
*p<0.05; *p<0.01
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Table 3. Continued

POS WFC
n Mean (SD) Mean (SD)
Time Worked in the Institution
a-1-5 years 291 2.59 (0.70) 3.43 (0.83)
b-6-10 years 9% 2.54 (0.54) 3.47 (0.76)
c-11+ years 45 2.89 (0.66) 3.13 (0.86)
F/p 4.784/0.009** 2.988/0.049*
Diff. c>a.b a.b>c
Manner of Work
a-Shifts 174 2.49 (0.59) 3.51(0.78)
b-Daytime only 51 2.96 (0.67) 3.00 (0.86)
c-Daytime and shifts 207 2.63 (0.69) 3.42(0.81)
F/p 10.359/<0.001 7.888/0<0.001
Diff. b>a.c a.c>b
Working Hours per Week
40 hours 145 2.83 (0.69) 3.26 (0.88)
More than 40 hours 287 2.50 (0.63) 3.48 (0.77)
t/p 4.06/<0.001 -3.81/<0.001
Clinic Employed in
a-Internal department 121 2.67 (0.67) 3.27 (0.85)
b-Surgical department 124 2.63 (0.68) 3.45(0.76)
c-Intensive care 144 2.50 (0.66) 3.48 (0.79)
d-Emergency 43 2.76 (0.64) 3.43 (0.94)
F/p 2.53/0.057 1.57/0.195

SD: Standard Deviation, F:One Way ANOVA. Diff. (Difference)= Tukey Test
*p<0.05; *p<0.01

Nurses with 11+ years of experience in the institution had significantly higher mean scores of perceived organizational
support than those with 1-5 and 6-10 years of experience.

Nurses working in continuous day shifts had significantly higher mean scores of perceived organizational support than
those working in shifts and shifts patterns (daytime and shifts), and nurses working 40 hours per week had significantly
higher mean scores of perceived organizational support than those working over 40 hours per week.

According to Table 3, it was observed that there was no significant difference (p>0.05) in the mean scores of work-family
conflict among nurses based on the variables of gender, marital status, education level and clinic employed in. However,
significant differences (p<0.05) were found in the mean scores of the Work-Family Conflict Scale among nurses based
on age, years of experience in the profession, years of experience in the institution, working patterns, and weekly working
hours. Nurses in the 24-29 age group had significantly higher mean scores of work-family conflict compared to those in
the 30+ age group. Nurses with 6-10 years of experience in the profession had significantly higher mean scores of work-
family conflict compared to those with 11+ years of experience. Nurses working in institutions for 1-5 and 6-10 years had
significantly higher mean scores of work-family conflict compared to those working for 11+ years. Nurses working in shift
patterns (day and night shifts) had significantly higher mean scores of work-family conflict compared to those working
in continuous day shifts and nurses working over 40 hours per week had significantly higher mean scores of work-family
conflict compared to those working 40 hours per week.
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Table 4. The Relationship Between the Perceived Prganizational
Support and Work-Family Life Conflict Scales of the Nurses (N: 432)

The scale Work-Family Life Conflict
r -0.393
Perceived Organizational Support p <0.001
n 432

r: Pearson correlation coefficient

According to Table 4, a moderately significant negative linear relationship was found between nurses' perceived
organizational support scores and work-family conflict scores (r=-0.39; p<0.05). Therefore, as nurses' perception of
organizational support increases, the level of work-family conflict decreases.

Table 5. The Effect of Perceived Organizational Support on Work-Family Conflict in Nurses (N: 432)
95.0% Confidence Interval for B

Independent Variable B Std. Error  Std. Beta t P

Lower Upper
Constant 4.665 0.146 31.879  <0.001 4.378 4.953
Perceived Organizational Support -0.481 0.054 -0.393 -8.865  <0.001 -0.588 -0.375
Model Summary: R?=0.393 R?=0.155  AdjR?=0.153 Fa430=78.588  <0.001

Dependent Variable=Work-Family Conflict

B: Regression coefficient; SH: Standard error of the regression coefficient; B: Standardized regression coefficient; t: Independent two-sample t-test statistic;
F: F=One Way ANOVA; p: Significance level; R Coefficient of determination, explaining the variance in the dependent variable; Adj R Adjusted R%

The explained variance adjusted for errors.

It was determined according to Table 5 that the model showing the effect of perceived organizational support on work-
family conflict is appropriate (F (1 430) =78.59; p<0.001). 15.3% of the variance in work-family conflict is explained by
perceived organizational support (Adj.R?=0.153). According to the regression model, perceived organizational support has
a low-level significant effect on work-family conflict (B=-0.481; t=-8.86; p<0.001). A high level of perceived organizational
support leads to a decrease in work-family conflict.

Discussion

The aim of this study was to determine the relationship between nurses' perceived organizational support and the work-
family conflict they experience. In the literature, there are different studies that indicate that nurses' perceived organizational
support is at a low (Robaee et al., 2018; Terzi & Polat, 2020), moderate (Zan & Altuntas, 2019) and above average level
(Derin et al., 2020). The findings of this study are consistent with studies in the literature indicating that nurses' perceived
organizational support level is low. The reason for this could be attributed to differences in nurses' workloads, working hour
arrangements, levels of independent decision-making in their work, the extent to which nurses' needs for recognition and
respect are met, and supportive policies within the organization.

When nurses' perceived levels of organizational support were compared according to sociodemographic and job
characteristics, the findings of this study revealed differences based on age groups. This situation could be attributed to
the different demands and perspectives of nurses based on their age groups, and the varied understanding of the level of
support provided by the organization between newly joined, younger employees and those who have been in the profession
for many years. In the study, it was observed that nurses who have longer working experience in both the profession and the
institution have a higher perception of organizational support. In a study by Gorji et al. (2014), it was found that as nurses'
years of experience in the profession increased, their perception of organizational support also increased. It is thought that
nurses with longer professional experience adapt to the profession over the years, gain experience, and may be assigned to
less shift-intensive and less intense units. In a study by Gupta et al. (2016), it was found that there were significant positive
relationships between the duration of working in the institution and nurses' perception of organizational support. Similarly,
it is believed that nurses who have worked in the same institution for a long time become familiar with and accustomed to
the institution, feel more of a sense of belonging to their workplace, and therefore encounter fewer problems.
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In the study, it was found that nurses who work continuous day shifts and have a weekly working time of 40 hours or less
per week had higher levels of perceived organizational support. The nursing profession often involves rotating shift work,
including night and day shifts, which is the most common shift system, and it has been found that nurses working in this
way have lower perceptions of organizational and work environment factors (Gémez-Garcia et al., 2016). This situation
may be attributed to nurses working in continuous day shifts having a more regular lifestyle, less workload due to more
nurses being present in daytime clinics during weekdays, and the work system requiring them to plan their personal lives
around work schedules. In a study conducted with 996 nurses in China, it was found that nurses working 40 hours or more
per week had higher levels of fatigue compared to those working less than 40 hours, and their perceived organizational
support strengthened the relationship between resilience and fatigue (Liu et al., 2020). This may be due to the fact that the
majority of nurses working more than 40 hours per week are composed of those who predominantly work in day-night shift
rotations, work weekends, are new graduates and young nurses, which may have negative effects on sleep patterns and
physical fatigue due to long working hours.

The findings of this study are consistent with studies in the literature indicating that nurses' work-family conflict levels
are below average (Yeh et al., 2021). When the work-family conflict levels of nurses were compared according to socio-
demographic and work-related characteristics, it was found that the highest level of work-family conflict was observed
in nurses aged between 24-29. In a study by Lambert et al. (2015), it was found that work-family conflict decreased with
increasing age. This could be due to younger nurses putting more effort into establishing a good career in their profession,
therefore prioritizing their work life over family life roles, and being involved in more overtime and shift work. Additionally,
it is thought that nurses in the 18-23 age group perceive conflicts at a lower level due to the excitement of starting a new
career.

In the study, it was observed that nurses working in shift rotations, including night shifts, and those working for 40 hours
or more per week experience a higher level of work-family conflict. Fang's study (2017) found that the frequency of night
shifts could increase the level of work-family conflict. This could be due to nurses working in shift rotations and night shifts
spending more time away from home. Additionally, nurses working continuous day shifts may have a more regular lifestyle,
spend more time with their families, and be at home at the same time as other family members. In a study by Lembrechts
et al. (2015), it was found that as nurses' working hours increased, their experience of work-family conflict also increased.
This may be because nurses working 40 hours per week are able to allocate the necessary time to both work and family
domains, and they may be less exposed to the negative effects of increased workload due to overtime.

The study also shows that nurses with a high level of perceived organizational support experience lower levels of work-
family conflict. Grant-Vallone and Ensher (2001) found that organizational support is an important factor in work-family
conflict and that there is a negative relationship between them. In a study by Cortese et al. (2010), supportive management
was found to reduce nurses' work-family conflict and, therefore, reduce nurses' work-related demands. Ghislieri et al.
(2017) conducted a study with 500 nurses working in a hospital in Italy to investigate the relationship between work
relationships (perceived organizational support, supervisor and colleague support, work-family reaction) and job demands
(workload, emotional dissonance) with work-family conflict and enrichment. The study revealed a positive relationship
between work-family conflict and job demands and supervisor reaction, and a negative relationship between perceived
organizational support and work-family conflict.

According to the findings of this study, it is observed that perceived organizational support has a negative and significant
impact on work-family conflict. Ekmekci et al. (2021) suggest that perceived organizational support can reduce conflicts
related to both work and family life for nurses. This may be because nurses who are supported by their organizations are
less affected by conflicts in the work environment and do not perceive work-life balance as a source of conflict due to the
organization's efforts to regulate working conditions.

Conclusions and Recommendations

The study found that perceived organizational support among nurses reduces work-family conflict. In this context, it is
evident that the work environment of nurses should be supportive and their attitudes toward work need to be positively
regulated. Hospital administrators should exhibit fairness in their behavior, support nurses' personal and professional
development, and regulate working hours according to international standards. When determining personnel policies in
hospitals, attention should be paid to not overlooking employees' personal goals and values, and policies should aim to
reduce work-family conflict. It is recommended that training sessions be organized for employees on coping with work-
family conflict and achieving work-life balance.
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