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Abstract

Purpose – The purpose of this study is to investigate the impact of workplace 
social support (WSS) and family social support (FSS) on employee turnover 
intention (TI) through both forms of work-family conflict (WFC), namely, 
work interfering with family (WIF) and family interfering with work (FIW).
Theoretical framework – The study is theoretically grounded on social 
exchange theory (Blau, 1964), the job demand-control-support model (Johnson 
& Hall 1988), cognitive appraisal theory (Lazarus & Folkman, 1984), and 
Hobfoll’s (1989) conservation of resources theory.Design/methodology/
approach – The study used a cross-sectional survey design. The multi-item 
measurement scales were developed based on prior studies to design survey 
questionnaires. An analysis was performed on 277 responses from employees 
working in different government and private firms in the Western Region of 
Saudi Arabia. The hypotheses were tested using SmartPLS3. Findings – The 
investigation finds that both WSS and FSS significantly predict TI, and both 
WIF and FIW partially mediate the WSS-TI and FSS-TI relationships. The 
results demonstrate that support from both the family and work domains lead 
to a reciprocal relationship, and they play important roles in reducing work-
family conflict, ultimately having a desirable impact on turnover. Practical & 
social implications of the research – Management should create a supportive 
environment for employees within the workplace and ensure family-friendly 
policies so as to minimize work-family conflict. The study indicates that family 
members play a crucial role in reducing the stress associated with the work 
domain. Therefore, everybody should extend support to their working family 
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1 Introduction

Employee turnover has attracted researchers’ 
attention for many decades (Conley & You, 2021; 
Guzeller Cem & Celiker, 2019). Given its damaging 
consequences for organizations in terms of lost human 
and social capital, scholars and practitioners across the 
globe are still keen to understand employee turnover 
(Hancock, Allen, Bosco, McDaniel, & Pierce, 2013; Hom, 
Lee, Shaw, & Hausknecht, 2017; Lee, Hom, Eberly, & 
Mitchell, 2017). Turnover intention (TI) is a proxy for 
actual turnover (Lee, 2004). TI usually precedes many 
detrimental actions such as workplace deviant behavior, 
job searching, and ultimate exit from the organization 
(Soltis, Agneessens, Sasovova, & Labianca, 2013). The 
literature on turnover identified job stressors as the 
major antecedents of TI (e.g., constraints in achieving 
task goals, time pressure, role overload, role conflict, and 
others) (Pindek & Spector, 2016). Another antecedent 
of turnover is work-family conflict (WFC), which is a 
form of stressor that is related to role overload and role 
conflict (Michel, Mitchelson, Pichler, & Cullen, 2010). 
While empirical evidence consistently supports a positive 
relationship between the two types of work-family conflict 
and employee turnover, some disagreements have not 
been resolved yet.

WFC refers to “a form of inter-role conflict 
in which the role pressures from the work and family 
domains are mutually incompatible in some respect. That 
is, participation in the work (family) role is made more 
difficult by virtue of participation in the family (work) 
role” (Greenhaus & Beutell, 1985, p. 77). It may occur in 
both directions, i.e., work interfering with family (WIF) or 
family interfering with work (FIW). Both WIF and FIW 
are found to have an association with many job-related 
attitudes and behaviors, including turnover intentions 
(Amstad, Meier, Fasel, Elfering, & Semmer, 2011). 
Employees facing widespread WFC may leave their job 
as a means of reducing the conflict (Fong, Chui, Cheong, 
& Fong, 2018; Frone, 2003). Therefore, withdrawal from 
a job can be seen as a response to role incompatibility 

between work and family. By and large, meta-analyses 
of cross-sectional studies support a positive relationship 
between both WIF and FIW and TI (Amstad et al., 2011; 
Rubenstein, Eberly, Lee, & Mitchell, 2018).

Social support from both within and outside 
the organizational domain is also considered to be a 
likely antecedent of TI (Asghar, Gull, Bashir, & Akbar, 
2018; Lauzier & Mercier, 2018; Lee, 2004). Within the 
organization, social support mostly comes from supervisors 
and co-workers, while outside the organization, support 
emanates from family, friends, and the community. The 
social exchange theory (Blau, 1964) and the reciprocity 
norm (Gouldner, 1960) explain the relationship between 
the support from an organization and employee behavior 
and attitudes, including TI. Help from family and friends 
also results in a variety of psychological consequences 
(Asghar et al., 2018). The study of Azim and Islam (2018) 
found that support from family and friends is positively 
and significantly related to the career commitment of 
Saudi nurses. Thus, a higher level of organizational and 
family support is expected to reduce the TI of employees. 
However, the link between TI and social support can be 
explored in terms of the latter’s buffering effect on the 
stressor-stress outcome relationship. Social support is widely 
recommended as an effective measure to reduce stress.

The job demand-control-support (JDCS) paradigm 
proposed by Johnson and Hall (1988) provides theoretical 
grounds for the buffering effects of social support. It suggests 
that stress in the workplace stems from high expectations, 
little control, and poor support. An employee who receives 
emotional and instrumental support from his/her social 
network is more likely to cope with role overload or role 
conflict related to the work-family relationship (Hobfoll, 
1989). According to Hobfoll (1989), people suffer from 
stress when their resources are endangered or lost. Social 
support, both from the organization and the family, 
allows people to gain or secure these resources and thus 
serves as a proximal antecedent of stress that may emerge 
from work-family conflict. Thus, in the social support-
TI relationship, work-family conflict is likely to have a 

members. Originality/value – This is a pioneering attempt to investigate the 
implications of both WSS and FSS on both types of WFC (i.e., WIF and FIW) 
and their ultimate effect on TI.

Keywords – Work social support. Family social support. Turnover intention. 
Work-family conflict. Saudi Arabia.
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mediating role (Gao & Jin, 2015). That is to say, social 
support is expected to affect the level of WFC, which in 
turn affects TI. Given this backdrop, this study attempts 
to explore the relationships among work social support 
(WSS), family social support (FSS), WFC (both WIF 
and FIW), and TI.

This study makes multiple contributions. First, it 
is designed to study the mediating role of WFC between 
social support and TI, which already has theoretical 
foundations, but empirical studies on this particular 
configuration are rare. In line with the conservation of 
resources (COR) theory, the research framework of the 
study is based on the premise that social support in the 
workplace and family plays a key role in reducing the stress 
related to inter-domain conflict, which ultimately affects 
turnover intention. Lack of support from the workplace 
or family is expected to increase the conflict and vice 
versa. Second, this research studies the implication of 
both WSS and FSS on both types of WFC, i.e., WIF and 
FIW, and their ultimate effect on TI, which is also not 
very common. Third, the study is based on the context 
of Saudi Arabia, where the family plays a pivotal role 
in individual decision-making in both the family and 
professional domains (Abalkhail, 2017; Allen, French, 
Dumani, & Shockley, 2015; Karam & Afiouni, 2014). 
People from different countries experience different levels 
of social support (French, Dumani, Allen, & Shockley, 
2018). Therefore, a study focusing on family social 
support, WFC, and TI in the Arab context deserves 
attention. To the best of our knowledge, no such study 
has been conducted in this context. So, this study can 
be considered as a pioneering initiative in the context of 
the Arab region.

Literature Review and Hypothesis 
Development

1.1 Turnover intention

Turnover intention refers to the deliberate 
inclination to leave an organization, which has several 
negative effects on the organization and impacts employee 
relations (Eliyana, Ma’arif, & Muzakki, 2019; Oliveira & 
Rocha, 2017; Seema, Choudhary, & Saini, 2021). Cotton 
and Tuttle (1986) categorized the antecedents of turnover 
into three categories: personal, work-related, and external. 
Personal factors, including age, gender, education, job 
tenure, etc., influence TI (Williams & Hazer, 1986). 

Work-related factors such as job satisfaction, workplace 
incivility, workplace ethical climate, organizational 
commitment, and perceived organizational support are 
also found to affect TI (Rubel, Kee, Quah, & Rimi, 2017; 
Sharma & Singh, 2016; Yao & Wang, 2006). External 
factors such as family social support, job opportunities, 
etc., are similarly likely to affect TI (Lauzier & Mercier, 
2018; Lee, 2004; Michel, Kotrba, Mitchelson, Clark, & 
Baltes, 2011).

1.2 Workplace social support

Workplace social support (WSS), also known as 
organizational social support, is the employees’ perception 
of their organizations’ stance regarding the employees’ 
contribution and well-being (Eisenberger, Huntington, 
Hutchison, & Sowa, 1986; Klein & Colauto, 2020; Liu, 
Cui, Su, & Du, 2019). It represents the overall care-giving 
by the organization through thick and thin. It includes 
being aware of the employees’ needs, expectations, and 
difficulties and providing moral as well as material support 
accordingly (Bohle & Alonso, 2017; Colakoglu, Culha, 
& Atay, 2010). WSS mainly comes from supervisors or 
colleagues. It is considered to have a positive effect on 
health issues for employees (Arnold & Dupré, 2012). 
Grant-Vallone and Ensher (2001) found that employees 
who perceived a higher level of WSS reported a lower level 
of depression, anxiety, and health concerns. It also leads 
to productive work-related emotions, which results in 
positive work attitudes, performance, and commitment 
to the organization. Nohe and Sonntag (2014) observed 
a buffering effect of WSS on work-family conflict, and it 
was found to lower the influence of work-family conflict 
on turnover intention.

1.3 Family social support

Family social support (FSS) implies an individual’s 
cognitive appraisal of emotional concern and instrumental 
support from family and friends in fulfilling the 
individual’s obligations. The content of the support may 
come in different forms, such as emotional (e.g., love, 
trust, empathy, care, etc.), informational (e.g., access to 
information, suggestions, advice, etc.), and instrumental 
(e.g., skills acquisition, transportation, sharing of tasks and 
responsibilities, etc.) (López & Cooper, 2011). Empirical 
research supports the idea that social support acts as a 
buffer in protecting the individual from the harmful 
consequences of traumatic incidents, contributing to a 
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greater perceived sense of well-being (Gjesfjeld, Greeno, 
Kim, & Anderson, 2010). Zhou, Li, and Gao (2020) found 
that a higher level of family support reduces individuals’ 
negative experiences at work.

1.4 Work-family conflict

Work-family conflict is conceptualized as a 
psychological state of an employee that emanates from the 
inter-role conflict between work and family. It is experienced 
when an employee finds that work responsibilities make 
it more difficult to perform family duties and vice versa. 
Greenhaus and Beutell (1985) anticipated that inter-role 
conflict between family and work might be related to 
time involvement, strain, or behavior pertaining to a role. 
WFC can be bidirectional: (i) work interfering with the 
family space (WIF) and (ii) family interfering with the 
work domain (FIW) (O’Driscoll, Brough, & Kalliath, 
2004). Empirical research has suggested that WFC is 
correlated with work- and family-related consequences, 
including job performance, presenteeism, job and life 
satisfaction, burnout, absenteeism, and psychological 
well-being (Frone, 2003). It also plays a negative role 
in organizational performance, commitment (Taylor, 
DelCampo, & Blancero, 2009), and strategy (Jennings 
& McDougald, 2007). Perceived organizational support, 
family stressors, job stressors, personality, coping style, 
and biographical characteristics, such as sex and income, 
etc., are found to be the major antecedents of work-family 
conflict (Cinamon, Weisel, & Tzuk, 2007).

1.5 Social support and turnover intention

Social support from the workplace and family 
may act as a defensive mechanism that prevents adverse 
emotions resulting from workplace stress, including role 
overload, role conflict, etc., which may lead to damaging 
attitudes and behavior in the workplace (Wang, Liu, Zhan, 
& Shi, 2010). Social exchange theory demonstrates that 
social support in the workplace develops a strong sense 
of comfort and security in employees, and in exchange, 
they feel an emotional bond with the organization (Blau, 
1964). Conversely, the job demand-control-support (JDCS) 
model endorses the view that receiving emotional and 
instrumental support from their social network (family/
work) is likely to boost the morale of employees to cope 
with job stressors and helps develop a positive view about 
their job and/or organization (Johnson & Hall 1988). 
Consequently, it is expected that high levels of WSS and 

FSS are likely to reduce employee turnover intentions 
(Cavazotte, Araujo, & Abreu, 2017). Lee (2004) found 
a negative relationship between WSS (from supervisors 
and colleagues) and TI for computer professionals in 
Singapore, while he did not observe any significant 
association between FSS and TI. However, he identified 
the social need of employees as a strong moderating 
variable in this relationship (Lee, 2004). Nohe and 
Sonntag (2014) observed that social support from the 
leader plays a moderating role between work-to-family 
conflict and TI. However, they did not find such a role 
for FSS. The recent study of Fong et al. (2018) also found 
that social support from coworkers helped to reduce the 
TI of casino hosts. Zhou et al. (2020) also observed that 
support from family/friends is related to young preschool 
teachers’ intentions to leave in China. Using a sample 
of French SME owners, Leung, Mukerjee, and Thurik 
(2020) observed that work-family balance mediates the 
relationship between family support and the subjective 
well-being of SME owners. In his meta-analysis, Wang 
(1998) revealed a strong correlation between family social 
support and a number of factors including role performance, 
behavior, psychological adjustment, coping behaviors, 
stress, quality of life, well-being, and self-actualization. 
Most of the variables are well-documented antecedents 
of TI (Williams & Hazer, 1986). We therefore consider 
the following hypotheses.

H1: Workplace social support has a negative impact 
on employee turnover intention.

H2: Family social support has a negative impact on 
employee turnover intention.

1.6 Social support and work-family 
conflict

WFC refers to the incompatibility of role pressures 
that originate from the work and family domains. The 
conflict may arise in two forms: family interfering with 
work (FIW) and work interfering with family (WIF). Role 
overload in any of the domains, as well as the conflicting 
demands of the two spheres, leads to a higher level of WFC 
(Ahmad, 2010; Greenhaus & Beutell, 1985; Lingard & 
Francis, 2006). Social support from the workplace and 
the family is likely to play an important role in reducing 
or helping to cope with role overload or role conflict. 
WFC is expected to be lower for workers who believe 
that their organization is supportive.
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Hobfoll’s (1989) COR theory offers a conceivable 
account of the contribution of social support in reducing 
the level of work-family conflict as well as the consequences 
of such conflict. Hobfoll (1989) describes COR theory 
as a stress model, and he defines stress as an outcome of 
resource loss. The theory postulates that everyone seeks to 
acquire, preserve, and protect his/her resources. Resources 
may come in the form of objects (e.g., transportation, 
accommodation), personal characteristics (e.g., self-efficacy, 
self-esteem), conditions (e.g., marriage, seniority), and 
energies (e.g., time, knowledge, money). According to 
Hobfoll (1989), people are stressed by threats to or lack of 
resources. Social support, from both the organization and 
family, helps people to gain or maintain these resources and 
thus acts as a proximal antecedent of work-related stress, 
including WFC. In their research on WFC, Grandey and 
Cropanzano (1999) applied COR theory. They believed 
that work-family conflicts could lead to stress as the 
coordination of work-family roles is resource-consuming. 
They assumed that an employee with more personal and 
social resources (gained through social support) would 
more easily combine their work and family roles with 
fewer conflicts. In the case of FIW, support from family 
members helps to reduce the conflict, while in the case of 
WIF, support from supervisors and colleagues may lessen 
the level of conflict. The questionnaire survey of Seiger 
and Wiese (2009) observed social support from coworkers 
(but not supervisors) as an antecedent for WIF, while they 
found that partner support (but not from other family 
members) was a significant antecedent of FIW. Therefore, 
we assume the following hypotheses.

H3: Workplace social support has a negative influence 
on work-interfering-with-family conflict.

H4: Workplace social support has a negative influence 
on family-interfering-with-work conflict.

H5: Family social support has a negative influence 
on family-interfering-with-work conflict.

H6: Family social support has a negative influence 
on work-interfering-with-family conflict.

1.7 Work-family conflict and turnover 
intention

Employees experiencing acute work-family 
conflict due to role overload or role conflict may choose 
to respond by leaving their job. Hence, withdrawal from 
their job may be seen by employees as a coping reaction in 
the face of conflicting work and family demands. When 

an employee experiences WIF, they may be interested in 
quitting their current job and look for a new job that 
promises a better work-life balance. Similarly, when an 
employee’s family responsibilities impede them from 
fulfilling their work duties (FIW), they may find quitting 
their job to be a solution to reduce WFC and better fulfill 
their family commitments (Boyar, Maertz, Pearson, & 
Keough, 2003).

Cognitive appraisal theory and coping mechanisms 
support this assumption (Lazarus & Folkman, 1984). 
When someone appraises a situation as stressful, they 
try to get rid of the stress by altering the stress-causing 
behavior. For example, when an employee experiences stress 
because of high work-family conflict, they may intend 
to quit their job as it is believed to be the cause of the 
stress (Amstad et al., 2011). Most studies have observed 
a positive association between both WIF and FIW and 
turnover intention (Amstad et al., 2011; Chen, Ayoun, 
& Eyoun, 2018; Wang, Lee, & Wu, 2017). However, 
turnover intention in the case of WIF is higher than for 
FIW, as turnover may not effectively reduce the conflict 
(Frone, Russell, & Cooper, 1992). The longitudinal study 
of Nohe and Sonntag (2014) also revealed that (increases 
in) WIF predicted increases in turnover intentions, whereas 
(increases in) FIW did not. Thus, our study intends to 
test the following hypotheses.

H7: Work-interfering-with-family (WIF) conflict has 
a positive influence on turnover intention.

H8: Family-interfering-with-work (FIW) conflict has 
a positive influence on turnover intention.

1.8 Mediating role of work-family conflict

As discussed earlier, social exchange theory and 
JDCS theory clarify the relationship between social 
support (both workplace and family) and employee 
turnover intention. In fact, the decision to quit a job is 
a reactionary response to the stressful events around an 
employee. Role overload and inter-role conflict are vital 
sources of stress that may come from either the work or 
family domain. In line with COR theory, social support 
in the workplace and family plays a key role in reducing 
the stress related to such inter-domain conflict. Therefore, 
it is conceivable that in the social support-turnover 
relationship, work-family conflict is likely to act as a 
mediator. In other words, it is assumed that social support 
affects work-family conflict, which in turn affects TI. Our 
study considers the following hypotheses.
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H9: Work interfering with family mediates the 
relationship between workplace social support 
and TI.

H10: Work interfering with family mediates the 
relationship between family social support and 
TI.

H11: Family interfering with work mediates the 
relationship between family social support and 
TI.

H12: Family interfering with work mediates the 
relationship between workplace social support 
and TI.

2 Research Framework

Based on the literature review, this study uses a 
holistic framework, incorporating WSS and FSS, WIF 
and FIW, and TI (Figure 1). The model below shows how 
social support in the work and family domains affects 
work-to-family conflict and family-to-work conflict, 
which ultimately affect employee turnover intention. The 
theoretical basis for the framework lies with the JDCS model 
(Johnson & Hall 1988), COR theory (Hobfoll, 1989), 
and cognitive appraisal theory and coping mechanism 
(Lazarus & Folkman 1984).

3 The Study

3.1 Participants

The participants were 277 employees working 
in different private and government organizations in 

Saudi Arabia, of which 65% were male and 35% were 
female. Fewer female respondents reflect the low level 
of women’s participation in the job market. Most of the 
respondents belong to the 20-30 years old age group. 
Among the participants, 45% were unmarried and 51% 
were married or others. Table 1 includes the demographic 
information of the respondents.

3.2 Procedures

The data were collected through a questionnaire 
survey. With the help of research assistants, a total of 
500 questionnaires were distributed to the employees 
of private and government organizations located in the 
Western Region of Saudi Arabia. The objective of the 
study was explained to the respondents in a cover letter. It 
was clearly highlighted that participation in the study was 
optional and the collected data would be kept confidential. 
The questionnaire was initially written in the English 
language. However, to facilitate ease of understanding, 
it was translated into Arabic, the respondents’ native 
language. For the translation, the back-translation 
method was used (Brislin, 1970). The translation (into 
Arabic) and back-translation (into English) of the survey 
measures were carried out by a panel of experts until no 
significant difference was observed between the translated 
survey measures and the original version. Data were 
collected using the Arabic version only. A total of 277 
usable questionnaires were received, which indicates an 
acceptable response rate of 55.2% (Bourini, Jahmani, 
Mumtaz, & Al-Bourini, 2019). Smart PLS version 3.0. 
was used to analyze the data.

Figure 1. Research Framework
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3.3 Scales

The variables were measured with the scales from 
previous research. A five-point Likert-type scale with 
points ranging from (1) strongly disagree to (5) strongly 
agree was employed for the data collection. Cronbach’s 
alpha (α) was used to measure the reliability of the scale. 
Factor loading was calculated to see if the related variables 
were contributed to by all queries. The Cronbach’s alphas 
and factor loadings in Table 2 and Table 3 along with 
their threshold limits attest that there is no concern 
regarding the suitability of each scale based on reliability 
and validity issues.

WSS and FSS: The study measures social support 
in both the work (WSS) and family (FSS) domains. In 
order to measure the variables, we adapted the three-item 
scales developed by Caplan, Cobb, French, Harrison, and 
Pinneau (1975). The items in the scales for both WSS and 
FSS are the same. We simply phrased the items according 
to the domain. The item includes “When things get tough 
at work, I can always rely on my supervisor/colleagues to 
help me solve the problem” (Caplan et al., 1975, p.129).

WFC (WIF and FIW): In line with our proposed 
research framework, we measured work-family conflict 
in two directions, work to the family (WIF) and family 
to work (FIW). We measured both WIF and FIW from 
the perspective of time and strain, and we denoted them 
as WIFT, WIFS, FIWT, and FIWS, respectively. The six-
item scale including three items for time-based conflict 
and three items for strain-based conflict, developed by 
Carlson, Kacmar, and Williams (2000), was adapted for 
this purpose. Sample items for WIF (time) include “My 
work keeps me from my family activities more than I would 
like.” WIF (strain) includes “I am often so emotionally 
drained when I get home from work that it prevents me 
from contributing to my family.” FIW (strain) includes 
“Because I am often stressed from family responsibilities, I 
have a hard time concentrating on my work.” FIW (time) 
includes “The time I spend with my family often causes 
me not to spend time on activities at work that could 
be helpful to my career” (Carlson et al., 2000, p. 260).

TI: TI was measured using the three-item scale 
developed by Meyer, Allen, and Smith (1993). The 
sample items include “I always consider giving up my 
current job” and “I am actively looking for a new job” 
(Meyer et al., 1993, p. 542).

4 Results

4.1 Descriptive analysis

Table 2 shows the demographic estimates regarding 
the mean and standard deviation of both latent variables 
and control variables. The estimates suggest that there is 
no concern regarding the mean and standard deviation 
of the observed variables. The table also reports that all 
the latent variables are significantly associated at p<0.01.

4.2 Measurement model

This study used SmartPLS3 based on structural 
equation modeling (SEM). SEM provides a comprehensive 
understanding of the research framework by incorporating 
the measurement model and structural model together 
(Azim, Fan, Uddin, Jilani, & Begum, 2019; Mahmood, 
Uddin, Ostrovskiy, & Orazalin, 2020; Uddin, Alam, 
Mamun, Khan, & Akter, 2020). We examined the 
measurement model by evaluating the cross-loading scores 
in the confirmatory factor analysis (CFA) and reliability 
and validity results. Table 3 displays the cross-loading 
scores, showing that all the items are highly loaded onto 

Table 1  
Demographic information (N=277)

Participants Number Percentage
Gender
Male 181 65
Female 96 35
Marital status
Unmarried 125 45
Married 141 51
Divorced 9 3
Widow(er) 2 1
Age
Below 20 3 1
20 to 30 141 51
30 to 40 66 24
40 to 50 39 14
Above 50 28 10
Organization type
Government 127 46
Private 150 54
Working hours
Below 4 5 2
4 to 8 132 48
8 to 10 125 45
Above 10 15 5
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Table 2  
Means, Standard Deviations, Correlations, Reliability and Validity Estimates

Variables 1 2 3 4 5 6 7 8 9 10 11 12
1. Gender 1
2. Age -.06 1
3. MS .10 .57** 1
4. OT .15* -.22** -.15* 1
5. WH -.16** -.01 .06 .12* 1
6. FIWS -.14* -.04 -.04 -.04 -.03 0.91
7. FIWT -.02 -.03 .10 .04 -.03 0.50** 0.91
8. FSS -.02 .07 .04 .05 -.05 -0.33** -0.41** 0.88
9. TI -.06 -.04 -.01 -.02 .06 0.38** 0.42** -0.55** 0.90
10. WIFS -.04 -.03 -.01 -.06 -.01 0.09 0.03 -0.28** 0.37** 0.88
11. WIFT .02 -.15* -.04 -.10 .03 0.04 0.06 -0.30** 0.36** 0.31** 0.87
12. WSS .06 .07 .02 -.02 -.04 -0.27** -0.39** 0.42** -0.47** -0.28** -0.30** 0.88
Cronbach’s Alpha 0.90 0.89 0.90 0.88 0.86 0.83 0.90
Composite Reliability 0.94 0.93 0.93 0.92 0.91 0.90 0.93
Average Variance Extracted (AVE) 0.83 0.82 0.78 0.80 0.78 0.75 0.78
Mean 1.76 1.74 4.00 1.78 1.77 1.79 3.97
SDEV 0.73 0.73 0.70 0.71 0.68 0.64 0.69
N = 277; MS: marital status; OT: organization type; WH: working hours; FSS: family social support; WSS: workplace social support; 
FIWS: family interfering with work (stress); FIWT: family interfering with work (time); WIFS: work interfering with family (stress); 
WIFT: work interfering with family (time). **p < .01. *p < .05.

Table 3  
CFA estimates

Items FIWS FIWT FSS TI WIFS WIFT WSS
FIWS1 0.93 0.50 -0.30 0.32 0.09 0.01 -0.23
FIWS2 0.90 0.43 -0.29 0.35 0.08 0.06 -0.21
FIWS3 0.91 0.44 -0.30 0.36 0.06 0.04 -0.30
FIWT1 0.49 0.93 -0.39 0.37 0.07 0.05 -0.32
FIWT2 0.43 0.89 -0.35 0.38 0.01 0.06 -0.32
FIWT3 0.45 0.90 -0.36 0.39 0.01 0.06 -0.43

FSS1 -0.27 -0.32 0.89 -0.51 -0.27 -0.27 0.35
FSS2 -0.31 -0.37 0.87 -0.50 -0.22 -0.28 0.40
FSS3 -0.27 -0.36 0.87 -0.46 -0.28 -0.25 0.36
FSS4 -0.29 -0.38 0.89 -0.48 -0.21 -0.26 0.37
TI1 0.35 0.38 -0.47 0.90 0.31 0.29 -0.42
TI2 0.33 0.40 -0.54 0.89 0.36 0.35 -0.45
TI3 0.33 0.35 -0.47 0.90 0.31 0.31 -0.39

WIFS1 0.07 -0.02 -0.23 0.31 0.90 0.27 -0.24
WIFS2 0.06 0.03 -0.24 0.33 0.86 0.31 -0.19
WIFS3 0.10 0.08 -0.27 0.33 0.89 0.23 -0.31
WIFT1 0.04 0.06 -0.29 0.34 0.24 0.87 -0.24
WIFT2 0.07 0.04 -0.23 0.29 0.30 0.86 -0.32
WIFT3 -0.02 0.06 -0.27 0.29 0.25 0.87 -0.21
WSS1 -0.28 -0.38 0.39 -0.45 -0.23 -0.25 0.90
WSS2 -0.24 -0.37 0.36 -0.42 -0.27 -0.31 0.87
WSS3 -0.24 -0.31 0.39 -0.40 -0.24 -0.27 0.87
WSS4 -0.17 -0.31 0.35 -0.38 -0.23 -0.21 0.88
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their own constructs, meaning that they converge with 
the relevant constructs (Hair, Hult, Ringle, & Sarstedt, 
2014a; Hair, Hult, Ringle, & Sarstedt, 2017). Table 2 also 
shows reliability results, such as the Cronbach’s alpha and 
composite reliability, and this ranges from 0.83 to 0.94, 
which is above the minimum acceptable limit (Hair, Black, 
Babin, & Anderson, 2014b; Hair, Hult, et al., 2014a; 
Hair. et al., 2017). Convergent validity is tested with the 
average variance extracted (AVE), and the result showed 
that the AVE ranges from 0.75 to 0.83, which is above 
the minimum acceptable limit (0.50) (Hair, Hult, et al., 
2014a; Hair. et al., 2017). Hence, there is no concern 
about convergent validity. Finally, the discriminant validity 
result showed that the square root of a particular AVE is 
higher than its correlation with other variables. The value 
shown in the diagonal box among the latent variables 
showed that no correlation is larger than the diagonal 
score. Thus, both convergent validity and discriminant 
validity are confirmed.

4.3 Structural model

The structural model is tested by investigating 
the β, p-value, and R2 estimates. Whereas β measures 
the strength of the relationship between the observed 
variables, R2 explains the overall predictability of the 
structural model (Azim et al., 2019; Mahmood, Uddin, 
& Luo, 2019). Additionally, the p-value signifies the 
level of significance to determine whether a hypothesis 
is supported or not. Studies have recommended a β with 
a score of more than 0.20 (Hair, Hult,  et  al., 2014a) 
and a R2 with a score of more than 0.13 (Cohen, 1977). 
Figure 2 shows the β, p-value, and R2 for the structural 
model in this study. We found that the β score and R2 are 
above the minimum threshold limits, and the p-values 
showed that all the path relationships are significant. 
In addition, we considered multi-collinearity issues to 
assess the strength of the regression weight, which can 
be measured by the VIF. A VIF score of more than 3.00 
indicates a problem, but this study’s VIF scores range from 
1.26 (WIFS) to 1.87 (TI). Hence, the regression weight 
is not exposed to a high standard error (Hair, Hult, et al., 
2014a; Mahmood et al., 2019).

4.4 Hypotheses on direct effects

Table 4 reports the direct effects of the exogenous 
variables on the endogenous ones. The estimates in Table 4 
show that the direct effect is significant (WSS→TI: 

β=-0.15, 0.02). Therefore, H1 is supported. In H2, we 
hypothesized that there is an influence of family social 
support on turnover intention. The result shows that 
the influence is significant (FSS→TI: β=-0.28, 0.000). 
Thus, H2 is also supported. Likewise, H3 (WSS→WIF: 
β=-0.25, 0.001), H4 (WSS→FIW: β=-0.25, 0.001), H5 
(FSS→FIW: β=-0.32, 0.02), and H6 (FSS→WIF: β=-0.25, 
0.02) are also supported, meaning that the independent 
variables have significant indirect effects on the dependable 
variables. Therefore, H3, H4, H5, and H6 are supported. 
Conversely, H7 hypothesized that work interfering with 
family has a positive influence on turnover intention, and 
the result shows that the influence is significant (WIF→TI: 
β=0.27, 0.000). Thus, H7 is supported. Similarly, in H8, 
we hypothesized that family interfering with work has 
a significant influence on turnover intention, and this 
influence is also significant (FIW→TI: β= 0.26, 0.000). 
Therefore, H8 is also supported.

4.5 Hypotheses on mediating effect

We assessed the mediating effect and reported 
the results in Table 5. To test the mediating effects, we 
measured the direct effect (c) before using the mediating 
variable, then we also estimated the direct effect (c/) after 
adding mediating variables. Extant literature shows that 
there are three conditions to be fulfilled for a mediation 

Figure 2. Structural Model Estimate
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effect to exist (Baron & Kenny, 1986; Chou & Yeh, 2013; 
Hayes, 2018; Uddin, Mahmood, & Fan, 2019; Yi, Uddin, 
Das, Mahmood, & Sohel, 2019). First, the independent 
variable (IV) must have a significant influence on the 
dependent variable (DV) before using MV. Second, 
indirect effects from IV to MV (a) and from MV to DV 
(b) must be significant. Third, there is full mediation 
if c/ becomes insignificant and partial mediation if c/ is 
significantly reduced after using MV (Baron & Kenny, 
1986; Chou & Yeh, 2013; Hayes, 2018).

With regard to H9, the results in Table 5 showed 
that the direct effect (c/) after using the mediating 
variable is still significant (β=-0.15, p=0.020), whereas 
the mediated (indirect) effect is -0.22, with both indirect 

effects being significant. Since c/ remains significant, 
there is no full mediation. However, we further tested 
the variance accounted for (VAF) to verify if partial 
mediation exists in this connection. Partial mediation 
does exist because the VAF ranges from 0.20 to 0.79. 
Thus, H9 is supported. In H10, we hypothesized that 
WIF mediates the influence of FSS on TI. We observed 
that c/ is significant (β=-0.28, p=0.000) after using the 
mediating variable and the mediated (indirect) effect is 
-0.35. Likewise, it is evident that full mediation does not 
exist. To examine the extent of the mediation, we tested 
the VAF, which ranged between 0.20 and 0.79 (partial 
mediation). Therefore, H10 is supported. For H11, we 
investigated the mediating effect of FIW on the influence 

Table 4  
Estimates of direct effects

Hypothesis Path 
relationships

β SDEV T-value P-value Hypothesis

H1 WSS -> TI -0.15 0.07 2.32 0.020 Supported
H2 FSS -> TI -0.28 0.06 4.46 0.000 Supported
H3 WSS -> WIF -0.25 0.07 3.47 0.001 Supported
H4 WSS -> FIW -0.25 0.08 3.24 0.001 Supported
H5 FSS -> FIW -0.32 0.07 4.48 0.000 Supported
H6 FSS -> WIF -0.25 0.07 3.54 0.000 Supported
H7 WIF -> TI 0.27 0.07 4.13 0.000 Supported
H8 FIW -> TI 0.26 0.06 4.25 0.000 Supported

Table 5  
Estimates regarding mediating effects

Hypothesis Path 
relations Beta Indirect 

effect Total effect VAF SDEV P-value Decision

H9 WSS→TI -0.29 -0.07 -0.22 (0.31) 0.07 0.000 Partial 
MediationWSS→WIF -0.25 0.07 0.001

WIF→TI 0.27 0.07 0.000
WSS→TI -0.15 0.07 0.020

H10 FSS→TI -0.43 -0.07 -0.35 (0.20) 0.06 0.000 Partial 
MediationFSS→WIF -0.25 0.07 0.000

WIF→TI 0.27 0.07 0.000
FSS→TI -0.28 0.06 0.000

H11 FSS→TI -0.43 -0.08 -0.37 (0.23) 0.06 0.000 Partial 
MediationFSS→FIW -0.32 0.07 0.000

FIW→TI 0.26 0.06 0.000
FSS→TI -0.28 0.06 0.000

H12 WSS→TI -0.29 -0.066 -0.22 (0.30) 0.07 0.000 Partial 
MediationWSS→FIW -0.25 0.08 0.001

FIW→TI 0.26 0.06 0.000
WSS→TI -0.15 0.07 0.020
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of FSS on TI. Table 5 depicted that c/ remains significant 
(β=-0.28, p=0.000) and the mediating effect is -0.37. 
Subsequently, we assessed the VAF, and the calculated 
score was 0.23, which is in the range of 0.20 to 0.79 
(partial mediation). Therefore, H11 is also supported. 
Finally, H12 hypothesized that there is a mediating effect 
of FIW on the influence of WSS on TI. The estimates 
showed that c/ is also significant (β=-0.15, p=0.020), with 
a significant mediating effect (-0.22). Consequently, we 
calculated the VAF, which was 0.30 (partial mediation). 
Thus, H12 is also supported.

5 Discussion

The study observes a negative relationship 
between both workplace and family social support and 
turnover intention, which is in line with our hypotheses. 
This relationship is supported by the social exchange 
theory (Blau, 1964) and the JDCS model (Johnson & 
Hall 1988). The empirical studies of Lee (2004), Nohe 
and Sonntag (2014), and Fong et al. (2018) also found 
a negative relationship between WSS and TI. However, 
they did not find such a relationship between FSS and TI. 
The connection between FSS and TI in our study may be 
attributed to the fact that family plays a pivotal role in 
Saudi society, and when employees receive support from 
their family in fulfilling their work responsibilities, they 
intend to continue in their job and vice versa.

According to the findings, both workplace and 
family supports make a contribution to reducing work-
family conflict in the form of WIF or FIW. Support 
helps a lot in reducing stress related to role overload or 
role conflict. The study finds that support works both 
within the domain and outside the domain. This implies 
that WSS not only contributes to reducing work-related 
stress, but it also mitigates stress emanating from the 
family domain. Similarly, FSS not only helps to reduce 
family-related stress but also diminishes the stress derived 
from the work domain. Consistently with COR theory 
(Hobfoll 1989), the resources people acquire through 
their family and work domains in the form of objects, 
conditions, energies, etc., give them a higher sense of 
self-efficacy and security, which in turn help them to cope 
with the demands in both the work and family domains. 
Thus, they feel fewer conflicts.

In line with most of the studies (Amstad et al., 
2011; Chen et al., 2018; Wang et al., 2017) on WFC and 
TI, our study also found a positive relationship between 

WIF and TI and between FIW and TI. Thus, it is observed 
that in the face of stress, employees think about quitting 
their job as a solution to eliminate it. In order to ensure 
a work-life balance, they may either look for alternative 
jobs, which may lead to actual turnover, or reduce their 
efforts as a consequence of TI.

As regards the mediating effect of WFC in the 
social support and TI relationship, the study observes 
partial mediation by both WIF and FIW in the WSS-
TI and FSS-TI relationships. This implies that along 
with other reasons, WFC explains the social support 
and TI link. In line with COR theory (Hobfoll 1989), 
social support from both the work and family domains 
makes a contribution to reducing stress related to inter-
role conflict and maintaining a work-life balance. This, 
in turn, reduces the intention to quit a job. Partial 
mediation by WIF and FIW both within the domain 
(WSS-WIF-TI or FSS-FIW-TI) or cross-domain 
(FSS-WIF-TI or WSS-FIW-TI) implies the reciprocal 
relationship between the two types of WFC, i.e., WIF 
and FIW. As is explained by Frone et al. (1992, p. 74), 
“if one’s work-related problems and responsibilities 
begin to interfere with the accomplishment of one’s 
family-related obligations, these unfulfilled family 
obligations may begin to interfere with one’s day-to-day 
functioning at work. Conversely, if one’s family-related 
problems and responsibilities begin to interfere with the 
accomplishment of one’s work-related obligations, these 
unfulfilled work obligations may begin to interfere with 
one’s day-to-day functioning at home.”

6 Implications of the Study

The present study empirically establishes the 
premises of social exchange theory (Blau, 1964), the 
JDCS model (Johnson & Hall 1988), and COR theory 
(Hobfoll 1989) in the context of Eastern society. 
Support from supervisors and coworkers develops a 
sense of reciprocity in employees and they give back in 
the form of positive attitudes and behavior, including 
a lower level of TI. Similarly, receiving emotional and 
instrumental support from the family social network 
boosts the morale of employees to cope with job 
stressors and helps them develop a positive view about 
their job and/or organization (Johnson & Hall 1988). 
The study also confirms the fact that social support, 
both from the organization and family, helps people 
to gain or maintain their desired resources so as to 
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strengthen their ability to cope with role overload 
or inter-role conflicts, which ultimately reduces the 
damaging consequences for organizations.

Thus, the study has implications for organizations, 
families, and individual employees. It implies that 
managers should ensure a supportive climate within 
the organization in the form of family-friendly policies, 
compassionate leadership, benevolent employee relations, 
participative decision making, and sensitive grievance 
handling procedures so that the employees feel honored 
and cared for by their organization. Similarly, the family, 
being the primary social unit, plays an important role 
in sustaining the physical and mental energy as well as 
in curbing the stress of employees. Family members 
should provide continuous moral and material support 
to other working family members in the form of love, 
counseling, and assistance in household chores. From 
the perspective of employees, the study implies that 
they should develop a supportive social network for 
themselves in order to cope with role overload or 
inter-role conflicts.

7 Conclusion

This study attempts to investigate the impact 
of workplace social support (WSS) and family social 
support (FSS) on employee turnover intention in the 
context of Saudi Arabia. It also hypothesizes that work-
family conflict in the form of both work interfering with 
family (WIF) and family interfering with work (FIW) 
are mediating variables. The study finds significant 
negative relationships between WSS and TI and 
between FSS and TI. It also observes that both WIF 
and FIW partially mediate the relationship between 
social support and TI. This implies that support from 
both the family and work domains leads to a reciprocal 
relationship, and it plays an important role in reducing 
work-family conflict, ultimately having a desirable 
impact on turnover. Thus, this indicates that as social 
beings, employees cannot simply consider work and 
family as two completely separate domains and split 
their concerns and emotions into two separate spaces 
of life. Rather, issues and concerns in one domain have 
a bearing on the other. Therefore, management should 
create a supportive environment for employees within 
the workplace and ensure family-friendly policies so 
that employees can maintain a work-life balance. Under 
the auspices of Vision 2030, Saudi Arabia is expecting 

a massive social and economic reform that is likely to 
increase the participation of females in the workforce 
at a rapid pace. In these circumstances, the role of 
family support and workplace support in marinating 
a work-life balance cannot be overstated.

8 Limitations and Directions for 
Future Research

The study is an initial attempt to investigate the 
relationships between both types of social support (WSS 
and FSS), work-family conflicts (WIF and FIW), and 
turnover intention in one research framework. Despite 
its theoretical and empirical contributions, this research 
has a few limitations. First, the study collects data from 
only one region in Saudi Arabia, thus impairing any 
generalization of the results. Therefore, a study covering 
more cities or regions would more desirable. Second, the 
study measures social support as a general measure instead 
of via its emotional, informational, and instrumental 
components. Collecting data on all three components 
would provide more detail on the nature of the support 
respondents receive from their family or workplace. Third, 
the study measures WIF and FIW in terms of the strain and 
time dimensions only. It does not include the behavioral 
dimension. Including the behavioral dimension would 
make the measure more comprehensive. Fourth, the study 
considers TI as the dependent variable. However, given 
the plausible contribution of independent and moderating 
variables, other organizational attitudes and behaviors, 
namely, organizational citizenship behaviors, employee 
engagement, job satisfaction, employee productivity/job 
performance, etc., could also be studied as dependent 
variables. Finally, the impact of social support is likely to 
be affected by gender, marital status, number of children, 
and availability of domestic help. So, a study incorporating 
the mediating role of such variables may provide greater 
insights into the nature and effect of social support and 
its relationship with different organizational attitudes 
and behaviors.
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