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A conceptual framework for the work–life balance of police officers: 
a post-COVID-19 perspective

Sandhya D. S. 

School of Business and Management, CHRIST (Deemed to be University), Bengaluru, India

ABSTRACT
This study has undertaken a comprehensive review of literature from 2019 to 2021, 
encompassing work/life balance review articles to identify the research gap in the 
work/life balance area. Employing the PRISMA framework for systematic literature 
review, the study identified prospective areas for future research on work/life 
balance and variables associated with work/life balance in the police sector. The 
articles published between 2013 and 2023 relating to the police force over the past 
decade were reviewed to frame a conceptual framework for the work/life balance 
of police officers. Further literature review attests that there is a research gap in the 
police sector. The primary goal is to identify the area (work/life balance in the 
police sector) that lacked research and establish a conceptual framework addressing 
the work/life balance of police officers, even in challenging situations like COVID-19. 
The articles related to police from 2013 to 2023 were scrutinised through the 
PRISMA framework to identify variables necessary for constructing the conceptual 
framework for police officers. This article, set in the post-COVID-19 era, delves into 
the factors influencing police officers’ capacity to uphold a healthy work–life 
balance. By pinpointing those research gaps, the article proposes a conceptual 
framework designed to help police officers balance their professional and personal 
lives. Such a framework can aid organisations in formulating effective strategies for 
employee well-being, facilitating work–life balance even in challenging circumstances, 
such as those imposed by the COVID-19 pandemic.

IMPACT STATEMENT
Investigating work/life balance within the police force holds substantial advantages 
for the community and law enforcement organisations. Foremost, a police force that 
maintains equilibrium and mental well-being is better equipped to safeguard and 
serve the public. This research aims to pave the way for formulating policies and 
methodologies that strengthen the welfare of officers, resulting in heightened levels 
of public safety. When officers have ample time for rest and personal life, they are 
more inclined to make rational decisions, exhibit sound judgment, and respond 
effectively to challenges like the COVID-19 pandemic. Delving into this area of 
research sheds light on the intricate challenges police officers face as they strive to 
harmonize their personal and professional lives, pinpointing areas necessitating 
additional support and resources. By addressing these hurdles, police departments 
can cultivate a more favourable work environment, ultimately benefiting the 
community.

Introduction

Over the past 50 years, changes in work, jobs, gender roles, and families have led to increased research 
on work/life balance (Powell et  al., 2019). From 1970 to 1977, the phrases ‘work/life’, ‘family’, ‘work’, and 
‘non-work’ generated only 68 hits. However, in 2010, there were more than 5000 hits (Powell et  al., 
2019). Longer working hours demanded by companies often result in less time for other 
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responsibilities in life, depending on the organisation and type of employment. Additionally, the par-
ticipation of both men and women in the workforce has resulted in less time for other responsibilities 
in life. Traditionally, men focused on their jobs as the ‘breadwinners’, while women took care of the 
house as the ‘homemakers’ (Asiedu-Appiah & Zoogah, 2019; Powell et al., 2019; Wood & Eagly, 2012). 
However, globalisation and liberalisation have enabled women to enter the workforce and raise family 
incomes to levels comparable to their male counterparts, allowing them to balance work and life. 
Despite this progress, women with professional and family duties still bear an unequal burden, making 
it challenging to manage both responsibilities and the imbalance of work and life (Lekchiri & Eversole, 
2020). With dual earners and the blending of gender roles brought on by the same equality, the family 
structure has changed (Powell et  al., 2019), leaving less time for managing personal and family 
responsibilities.

The evolving family structure significantly impacts both work and personal life, creating a ripple effect 
in both areas. As remote work gains traction in the post-pandemic era, the relevance of work–life bal-
ance for police officers comes into question. However, the answer is clear: yes, it is still essential. While 
some employees may solely complete office tasks online from home, police officers have diverse respon-
sibilities requiring their physical presence. These include interrogating suspects, solving crimes, and 
attending private meetings. Although there may be some administrative tasks that can be completed 
remotely, the blending of work and personal life occurs less frequently in policing compared to other 
professions.

According to Kyprianides et  al. (2021), the COVID-19 pandemic has had a significant impact on 
police practices and mental health. Police officers must operate more effectively and prioritise the 
general public’s safety in the post-pandemic era (Kyprianides et  al., 2021). However, the pandemic has 
presented challenges for police officers in effectively managing their professional duties and personal 
responsibilities. Despite these challenges, police officers have continued investigating crimes and 
adapting to the new regulations and facing difficulties at work while interacting with a significant 
portion of society. The COVID-19 pandemic has also led to changes in government policies and guide-
lines, making it increasingly difficult for police personnel to do their jobs. Notably, police officers have 
been particularly vulnerable to the virus due to their front-line work, which has often resulted in feel-
ings of sadness and anxiety (Kyprianides et  al., 2021). Additionally, the pandemic has increased the 
strain on police officers and other policing resources, making it crucial to evaluate how police officers 
manage their professional and personal lives. In this study, a conceptual framework is put forth to 
address police officers’ capacity to manage professional and personal obligations in the wake of the 
pandemic, as it is crucial to evaluate how police officers manage their professional and personal lives. 
Through the research gap, this study examines the theoretical underpinnings of police officers’ work–
life balance.

Review of literature

Work/life balance and Police

The phrase ‘work/life balance’ has been used in ordinary speech since 1986 (Lockwood, 2003). Work/
family balance was once more frequently utilised than work/life balance. The term ‘balance’ is a com-
plex one in the English language and has several different meanings (Guest, 2002). A ‘balance’ is a 
term that refers to a set of scales, a weighing instrument, and the regulating mechanism in a clock. 
Balance occurs when there is an ‘equal distribution of weight or amount’ using scales (Guest, 2002). 
Furthermore, the kind of balance that many people seek may include different weights for each side. 
However, it can also refer to the ‘stability of body and mind’, both physically and psychologically 
(Guest, 2002). A person employs work/life balance to set aside specific time for work and non-work-
related activities. Thomas Kalliath, a professor and researcher in work–family conflict and enrichment 
and work engagement, stated that actions carried out in both work and non-work domains are 
included in work/life balance (Kalliath & Brough, 2008). The concept of work–life balance today encom-
passes both work-related and non-work-related activities (Lockwood, 2003). The competing responsi-
bilities that today’s workforce must manage—work, kids, housework, volunteering, and taking care of 
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aging parents and spouses—put stress on individuals, families, and the communities in which they 
reside, making it difficult to balance work and life (Dhas, 2015). This challenge is further intensified by 
the escalation in female labour force participation, the rise in single-parent households, and the prev-
alence of dual-earner families, all of which contribute to the growing complexity of managing multiple 
responsibilities (Dhas, 2015).

It is essential to understand the work/life balance of the police force who are responsible for 
safeguarding the nation. Policing, characterised by its involvement with cases of abused women and 
children, human suffering, and the necessity for sudden decisions with potential life-or-death con-
sequences, is commonly perceived as more stressful than many other occupations (Viegas & 
Henriques, 2020). It also includes reducing crimes that affect people and property, providing emer-
gency services, and investigating crimes to gather evidence. Because of their circumstances at work, 
police officers experience stress. Officers must recall every action taken in their presence and report 
it in the format specified (Gutshall et  al., 2017). The job is regarded as one of the most stressful due 
to the irregular long hours and the nature of their work, adversely affecting police officers’ mental 
and physical health (Aytac, 2015). During COVID-19, the day-to-day responsibilities of police officers 
changed due to a decrease in theft and burglary cases and an increase in domestic violence and 
child abuse cases due to the pandemic (Mohler et  al., 2020). Due to the nature of their jobs, they 
are expected to work and remain calm in all circumstances, even when their lives are at risk (Gutshall 
et  al., 2017).

Furthermore, they contend with an increasing demand stemming from public occurrences such as 
terrorist attacks, political events, criminal activities, and incidents like the COVID-19 pandemic. Police 
officers’ working conditions harm their working memory and cognitive performance (Gutshall et  al., 
2017). In addition, stress symptoms, stress sources, and anger are related to each other, affecting their 
mental health altogether. As a result of higher stress levels, there are more physical and psychological 
issues among police officers (Aytac, 2015). Anyhow, it has been seen that workers with a strong work/
life balance have fewer mental health problems and fewer unfavourable attitudes towards mental 
health problems. Therefore, mental health problems and attitudes are associated with work/life bal-
ance (Kotera et  al., 2019). In order to achieve a work–life balance where health is valued equally by a 
family (Gragnano et  al., 2020), it is crucial for organisations, including police departments, to focus on 
the well-being of their workforce. To be more precise, when coping with everyday stressors, grateful 
people have an optimistic perspective toward themselves and help relieve the adverse effects of 
stressors, which increases resilience and raises levels of well-being (Kong et  al., 2020). Support from 
family, friends, organisations, supervisors, and co-workers is necessary to build resilience among 
employees to reduce stress levels (Bahadır Yılmaz, 2017), with reduced work hours and hiring more 
workforce.

The police profession has a very high level of occupational stress that negatively impacts both 
spheres (Viegas & Henriques, 2020). Uncertain workplace conditions such as isolation, which 
involves working alone, experiencing organisational isolation, and feeling unloved and uncared 
for, impact the well-being and job of police officers (Ricciardelli, 2018). Occupational stress harms 
job satisfaction and employee performance (Nisar & Rasheed, 2019). The conditions mentioned 
above are related to the work/life balance concept (Guest, 2002), which states that individuals’ 
work and home cultures also determine the balance between their work and personal lives. The 
high levels of stress that come with being a police officer affect both work and personal life 
(Viegas & Henriques, 2020). Work and family are considered a person’s two primary spheres of 
existence. Police officers experience high stress levels and various unpleasant scenarios at work, 
reducing job satisfaction (Viegas & Henriques, 2020). Like negative work features, low levels of 
positive work aspects, and work support, which are also associated with higher levels of depres-
sion and stress (Nelson & Smith, 2016), support for work/life balance strategies within organisa-
tions lessen the adverse effects of work on employees (Poulose & Dhal, 2020). Enhancing work/life 
quality in organisations supports employee productivity, skill deployment, and work/life balance 
(Bhende et  al., 2020). The best work/life balance practices and work/life balance programs require 
favourable interpersonal and organisational support among managers, supervisors, and co-workers 
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(Olumuyiwa Oludayo & Ojo Omonijo, 2020), as this improves the quality of work and life. Since 
work/life quality affects work/life balance, support from the company, manager, co-workers, friends, 
and family can help to improve it. According to Eisenberger et  al. (1986), a renowned researcher 
and professor in employee–organisation interactions, employee engagement, and innovation, 
mentioned organisational support is crucial since it shows that the company values and cares for 
its employees. An organisation must provide employees with work/life balance policies and imple-
ment coping strategies to minimise mental health concerns to achieve good company and 
employee performance and improve employee and company performance (Wiradendi Wolor et  al., 
2020). Police officers have also responded to the COVID-19 pandemic by safeguarding the public 
from danger, handling civil unrest, looking into crimes, and addressing the challenges of meeting 
the growing demands even in scenarios like COVID-19 (Tehrani, 2022). In contrast to most previ-
ous significant events, COVID-19 has remained a severe public health emergency for an extended 
time, making the situation much more challenging due to this pandemic (Tehrani, 2022). All these 
job-related situations and conditions impact police officers’ work–life balance and mental and 
physical health.

All the events mentioned above, circumstances, and conditions influence individuals’ professional and 
personal aspects (Staines, 1980). A positive work environment contributes to contentment in one’s per-
sonal life, thereby establishing a parallel between events in the work and family domains (Staines, 1980). 
Enhancing job satisfaction and cultivating resilience is crucial for the above reasons, as it enhances indi-
viduals’ capacity to cope with the inherent stressors associated with policing roles and working condi-
tions (Hesketh et  al., 2019). Therefore, it has become essential to examine the work/life balance of police 
officers. This article aims to identify the research gap in the work/life balance area and develop a con-
ceptual framework for police officers.

Objective

The article aims to identify the research gap in the area of work/life balance through review articles. 
The research gap in work/life balance can be seen in two articles. Rashmi and Kataria (2021) men-
tioned the research gap within any sector related to contextual (situational), psychological, and 
organisational factors in work/life balance in developed and developing economies. Thilagavathy 
and Geetha (2020) found a sector-wise research gap; the police sector is one of them in developed 
and developing countries. Then, this article aims to develop a conceptual framework for police offi-
cers to balance work and life even in challenging circumstances, such as those imposed by the 
COVID-19 pandemic.

Research gap

Extensive research has been conducted on work–life balance across various industries. Notably, most 
of this research has focused on the service sector, while work/life balance needs to be studied more 
in the police sector (Thilagavathy & Geetha, 2020). Rashmi and Kataria (2021) mentioned the need 
to examine how contextual (situational) factors, psychological factors, and organisational culture 
affect work/life balance in developed and developing economies. From the above two papers, it is 
understood that there is a need to study work/life balance in the police sector considering contex-
tual (family and friends support), psychological resources (resilience), and organisational culture 
(supervisor, co-worker, and organisational support) (Rashmi & Kataria, 2021; Thilagavathy & Geetha, 
2020). Moreover, in their systematic literature review, Singh et  al. (2022) discovered only one research 
article addressing work/family conflict within the context of police. Additionally, the systematic lit-
erature review following the PRISMA framework on the police sector for framing the conceptual 
model gave points that there is a lack of research in the police sector in the domain of work/life 
balance.
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The existence of a research gap within the police sector is perceptible, by the aforementioned 
researchers, and the systematic literature review reveal the existing research gap to be addressed. 
Regarding the variables in the study, the combined (social support) and single effect of the supervisor, 
co-worker, family, and friends, and organisational support can be studied as there is a research gap 
(Rashmi & Kataria, 2021; Thilagavathy & Geetha, 2020) and also a systematic literature review found 
that these variables are not used in the context of work/life balance in police officers. A thematic 
analysis of police literature spanning from 2013 to 2023 reveals a recurring focus on the importance 
of resilience in enhancing the overall well-being of the police workforce (Hesketh et  al., 2015). 
Additionally, the literature consistently underscores job satisfaction as a pivotal factor influencing 
police officers in executing their duties (Paoline & Gau, 2019). Also, the literature review found that 
research needs to be done considering social support, job satisfaction, and resilience relating to the 
work/life balance of police officers.

Methodology

This research article aims to identify the research gap in work/life balance. The search was con-
ducted through a database provided by the University, which has access to databases like Sage, 
Taylor and Francis, and Springer. Search terms such as ‘Work-Life Balance’ and ‘Balancing Work-Life’ 
were used to find articles published between 2019 and 2021. A total of 121 articles related to the 
search terms were found. The search results were filtered using the journal option and n = 65 articles 
were accessible in full text. The search was then refined to focus on review articles. Through 
Mendeley and inclusion and exclusion criteria, articles were screened for duplication and relevancy. 
N = 2 review articles were identified for developing the conceptual model and finding the 
research gap.

Scholarly research articles related to police were identified using the search terms ‘Police’, ‘Police-officers’, 
and ‘Policing’ for the period between 2013 and 2023 to frame the conceptual framework. A total of 
n = 254 articles were found. The search results were filtered using the journal option, and n = 84 articles 
were accessible in full text. Through inclusion and exclusion criteria, selected research articles were 
screened for duplication and the relevance in Mendeley. N = 44 articles were selected to identify the 
variables related to police officers’ work and life. Of these, nine articles specifically addressed keywords 
like ‘work’, ‘life’, ‘work/life’, and ‘work/family’.

These nine articles highlighted variables such as well-being, emotional intelligence, organizational 
support, resilience, work/life balance, stress, gender, job stress, job satisfaction, stress, and turnover 
intentions. In these variables, job satisfaction appeared most frequently in 22 articles, resilience in 
10 articles, and work/life balance and emotional intelligence in only one article among the selected 
n = 44 articles. The literature review identified a need to study work/life balance in the police sector. 
For thematic analysis, n = 24 articles were selected using the variables identified through the key-
words ‘work’, ‘life’, ‘work/life’, and ‘work/family’. It is found that the key to maintaining and enhancing 
the well-being of the police workforce is increasing their resilience (Hesketh et  al., 2015), and one 
of the critical elements for police officers to have a good life is job satisfaction (Lambert et  al., 
2016). Also, job satisfaction is pivotal in influencing police officers to execute their duties (Paoline & 
Gau, 2019). N = 24 articles are selected to frame the conceptual framework through thematic analysis 
(Tables 1 and 2; Figures 1 and 2).

Table 1. I nclusion and exclusion parameters for identifying the research gap.
Inclusion criterion Exclusion criterion

•	 Articles from business and management, psychology and social 
sciences subjects were included.

•	 Articles from the subjects which are not in the inclusion 
criterion.

•	 Review papers •	 Empirical papers
•	 Papers published in English language •	 Books, dissertations, book reviews and conference proceedings

•	 Papers published other than in English language

Source: Singh et al. (2022) and Author’s work.
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A theoretical basis for the development of the conceptual framework

The spillover and conservation of resource theories are considered as the theoretical foundation for the 
current study. The "Conservation of Resources" (COR) theory is introduced in 1989 by author and 
researcher Steven E. Hobfoll in stress, anxiety, and resilience. In Hobfoll’s (1989) opinion, the primary 
motivation of individuals is accumulating, preserving, and developing their resources to safeguard their 
well-being and the social ties holding them together. Such an idea offers a framework for preserving the 
resources required for performing appropriate behaviours. According to COR theory, resources are crucial 
in stressful situations that help individuals cope with stress. These resources include objects (a house and 
a car), personal characteristics (self-esteem, appearance), conditions (a happy marriage and social 

Figure 1.  PRISMA flow chart for Identification of research gap on work/life balance.
Source: Moher et al. (2009) and Author’s work.

Table 2. I nclusion and exclusion parameters for identifying the variables for conceptual framework.
Inclusion Criterion Exclusion criterion

•	 Articles from business and management, psychology and social 
sciences subjects were included.

•	 Articles from the subjects which are not in the inclusion 
criterion.

•	 Research papers •	 Papers published other than in English language
•	 Only papers published in English language •	 Books, dissertations, book reviews and conference proceedings
•	 In accessible articles to identify the variables for conceptual 

framework keywords like “Work”, “Life”, “Work/life” and “Work/
family” were used.

•	 Review papers

Source: Singh et al. (2022) and Author’s work.
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support), as well as energies (knowledge, money, and time) that individuals value and that enable them 
to meet demands more quickly than they could without them (Hobfoll, 1989). As per the theoretical 
readings, resilience becomes one of the personal characteristics. Moreover, looking at Staines’s (1980) 
spillover theory, the repercussions of work reflect at home. Individuals who are content at work are typ-
ically content at home. Similarly, dissatisfaction at work might result in a strained relationship with family 
members.

Conceptual framework

Saunders et  al. (2007) state that "a conceptual framework presents the researcher’s perspective on the 
concept involved in the research and relationship between the concepts." The evaluation of the litera-
ture results in the conceptual framework, which serves as a guide for the research (Abdullah Al Mamun 
& Nazmul Hasan, 2017). The elements or variables for this conceptual framework were drawn from a 
literature review and a research gap about work–life balance. Guest (2002), in his model, mentioned 
culture at work and home effect (social support being one of the determinants), an individual’s work/
life balance, and also, according to Hobfoll’s (1989) conservation of resources theory. Every individual’s 
attempt to have a work/life balance (dependent variable) achieving equilibrium between professional 
and personal life using resources, that is, conditions like social support (independent variables), per-
sonal characteristics like resilience (Hobfoll, 1989) (a mediating variable), to maintain work–life balance 

Figure 2.  PRISMA flow chart for identifying the variables for conceptual framework of police officers.
Source: Moher et al. (2009) and Author’s work.
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during difficult and stressful times. Staines’s (1980) spillover theory holds that what happens at work 
spills over to the home environment, according to which job satisfaction (the mediating variable) leads 
to work/life balance. This research paper’s conceptual framework views social support as an indepen-
dent variable. It has four sub-variables: supervisor, co-worker, organisational, and family and friend sup-
port. The relationship between the independent and dependent variables can be explained by resilience 
and job satisfaction as mediating variables. Consequently, work/life balance becomes a dependent 
variable.

In the conceptual framework, variables can be measured using the following scales.
Social support is a 10-item scale given by Yucel and Minnotte (2017) with four dimensions as men-

tioned above (Figure 3). One or more variables in social support can be called social support. From 
the literature, it is found that sources such as significant others, family and friends are termed social 
support by Zimet et  al. (1988). Kurtuluş et  al. (2023) termed support from colleagues and managers 
as social support for the scale developed by Hansen et  al. (2009). Xiao (1994), in their social support 
scale, termed the support from family, friends and social organisations as social support. Köse et  al. 
(2021) termed support from a supervisor, co-worker, and manager as social support. Also, social sup-
port is defined as "social interactions or relationships that offer someone practical help or a sense of 
attachment to an individual or a group of individuals that are viewed as loving or caring" (Hobfoll & 
Stokes, 1988, p. 499). From the literature, we term the two or more supports from supervisors, 
co-workers, organisations, and family and friends as social support. The above scale can be used to 
identify the combined effect of all four supports, and for the single effect, different scales can be used 
for that particular sub-variable. The assessment of resilience can be conducted using a brief 6-item 
scale developed by Smith et  al. (2008). Job satisfaction, on the other hand, can be measured through 
a 5-item scale provided by Lund (2003). Additionally, the Fisher McAuley work/life balance scale, con-
densed to 15 items by Hayman (2005), is a suitable scale for evaluating work/life balance. Items of 
each scale are given in the appendix.

Mediating Path: a1 and b1 from social support to work/life balance through resilience.
a2 and b2 from social support to work/life balance through job satisfaction.

Influencing factors for the work/life balance of police officers

Social support

Social support, both within and outside the workplace, is vital to the well-being of employees. A strong 
support network, including colleagues, friends, and family, provides emotional support, encouragement, 
and practical assistance during stress (Cohen & Wills, 1985). Research consistently shows that people 
with high levels of social support act as buffers against stress (Cohen & Wills, 1985), increase job satis-
faction, improve mental health, and effectively navigate work challenges. Hobfoll’s (1989) Conservation 

Figure 3. I llustration of conceptual framework.
Source: Author’s work.
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of Resources theory reveals that conditions like social support improve individuals’ work/life balance. 
Guest (2002) states that in the work/life balance model, social support is one of the determinants of 
home and work culture, directly impacting individuals’ work/life balance. Cohen and Wills (1985) defined 
social support as a person’s belief or awareness about the presence of social resources. Yucel (2020), in 
his paper, has referred to Hobfoll and Stokes’ definition of social support as "social interactions or rela-
tionships that provide individuals with actual assistance or with a feeling of attachment to a person or 
group that is perceived as caring or loving." Social support can be from both the work and home 
domains, friends and family support can be from the home domain. Supervisors, co-workers, and organ-
isational support can be from the workplace (Yucel & Minnotte, 2017).

The organisation, supervisor, co-workers, family, and friends support the employee’s work/life bal-
ance (Abendroth & den Dulk, 2011; Aras et  al., 2022) and well-being (Padhy et  al., 2022). In the 
workplace, individuals’ psychological empowerment and innovative work behaviour are associated 
with support from supervisors and co-workers (Rehman et  al., 2019), and social support reduces 
burnout, especially from friends (Jacobs & Dodd, 2003). In addition to that, workplace support 
shapes life satisfaction by facilitating a positive environment to reduce work–family conflict and 
poor mental health. The employees’ mental health and life satisfaction are considerably affected by 
the low support from the workplace (Yucel & Minnotte, 2017) which in turn affects the work/life 
balance. Police are more stressed than usual; the higher the stress, the lower the well-being 
(Farr-Wharton et  al., 2016), and support from organisations, supervisors, and co-workers is signifi-
cantly related to employee safety and health compliance (Puah et  al., 2016). The effectiveness and 
behaviour of police officers are influenced by organisational support (Boateng & Wu, 2018), which 
helps employees balance work and life (Baral & Sampath, 2019). Support from the organisation, 
colleagues, and supervisors increases job satisfaction among individuals (Yucel, 2020). Also, the 
work/life balance policies in the organisations increase work/life balance in employees through social 
support (Uddin et  al., 2020). Social support with resilience (protecting against risk factors) leads to 
work/life balance (Köse et  al., 2021). For this reason, organisation, supervisory support, co-worker 
support, and family and friend support are essential. It is imperative to have social support to bal-
ance the work and lives of police officers.

Job satisfaction

Job satisfaction is an individual’s general contentment and fulfilment with their employment. It com-
prises a variety of elements that provide a positive atmosphere for working. Employees who remain 
content in their jobs display higher engagement, productivity, and commitment (Qureshi et  al., 2016). An 
individual often finds purpose and meaning in their work when their work fits with their talents, inter-
ests, skills, and values. Factors such as supportive and respectful colleagues, a healthy work–life balance, 
opportunities for growth and development, fair compensation, and recognition for their contributions all 
contribute to job satisfaction (Maurya, 2019). Employees who feel challenged, appreciated, and satisfied 
with their work result in increased motivation and higher-quality work output. Ultimately, job satisfaction 
is vital in fostering a positive work environment and enhancing employee well-being, which is part of 
the work/life balance (Guest, 2002). Work/life balance promotes job satisfaction, whereas work/life imbal-
ance promotes unhappiness at work (Guest, 2002). Work–life balance is critical to achieving job satisfac-
tion and reducing stress and depressive symptoms (Haar et  al., 2014). The mismatch between work and 
life brought on by the spillover effect from work has resulted in job discontent (Kaliannan et  al., 2016). 
Work–life balance is possible for employees who are very satisfied with their jobs (Aruldoss et  al., 2020). 
Work/life balance, therefore, is positively associated with job satisfaction.

Moreover, work-to-family and family-to-work conflicts are significantly influenced by job satisfaction 
(Yucel, 2020). The individuals most in demand for their jobs exhibit less imbalance between work and 
life (Yucel, 2020). Employees who are less satisfied with their jobs have less organisational, supervisor, 
and co-worker support (Yucel, 2020). Employees with organisational and supervisory support have job 
satisfaction (Kumar, 2017). Work/life imbalance and job satisfaction are negatively related, affecting the 
work/life situations of the professional’s well-being (De Clercq et  al., 2021). When there is a conflict 
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between work and family, police officers’ job satisfaction decreases (Viegas & Henriques, 2020). Police 
officers are content when they enjoy their profession, are happy with their salary, have a manageable 
workload, and have a positive attitude towards their employment (Kumar, 2017). As a result, a reduction 
in work–family conflict is observed (Viegas & Henriques, 2020), and achieving work/life balance is facili-
tated through enhanced job satisfaction (Aruldoss et  al., 2020; Daud, 2010). The shreds of evidence from 
the literature show that there are only a few studies suggesting that work–life balance is an outcome of 
job satisfaction. So, there needs to be more research on job satisfaction influencing work–life balance in 
police officers. Staines’s (1980) spillover theory states that work–life balance results from job satisfaction. 
He points out that, what happens at work affects the functioning of home as well. Based on spillover 
theory, the current study addresses job satisfaction as a mediator between social support and work/life 
balance.

Resilience

Resilience refers to the capacity to rebound or recover from difficulties, challenges, or adversity 
(Earvolino-Ramirez, 2007; Bahadır Yılmaz, 2017). It is the capacity to adapt, grow, and thrive in the face 
of stress, trauma, or setbacks (Bahadır Yılmaz, 2017). It is not about avoiding or eliminating difficulties; 
resilience is about learning to navigate and deal with them successfully (Chitra & Karunanidhi, 2018; 
Bahadır Yılmaz, 2017). Resilience is negotiating and overcoming adversity, setbacks, and stressful situa-
tions (Chitra & Karunanidhi, 2018; Bahadır Yılmaz, 2017). A strong sense of inner strength, emotional 
fortitude, mental toughness, and a positive outlook in the face of adversity enables people to resolve 
and continue when faced with problems (Ahern, 2006; Grafton et  al., 2010). Resilient people have a flex-
ible outlook, understanding that setbacks are often opportunities for growth and learning. Additionally, 
individuals acknowledge and deal with challenging feelings while cultivating optimism, hope, and thank-
fulness. (Edward et  al., 2009). Then, overwhelmed by adversity, they harness their resilience to develop 
effective coping mechanisms and problem-solving skills (Wu et  al., 2012).

Resilient individuals draw strength from their connections by leaning on others, seeking help when 
needed, and offering support in return. In literary works, resilience is defined in a variety of ways. 
‘Resilience’ measures, defines and recognises the ability of individuals who work in challenging and dif-
ficult situations and realise and develop their skills, even in unfavourable environmental situations (Riley, 
2012). Richardson (2002) stated, ‘The process of dealing with stress sources changes difficulties, or oppor-
tunities, resulting in the identification, strengthening, and enrichment of strength characteristics, or pro-
tective factors’. Connor and Davidson (2003) defined resilience as ‘a measure of stress coping ability and, 
as such, could be an important target of treatment in anxiety, depression, and stress reactions’. Ann 
Masten defined resilience as "Resilience can help us adapt and get through the difficulties, challenges, 
and unexpected situations that life throws at us" (Southwick et  al., 2014). She is well-recognised for her 
study on the development of resilience in children. The capacity of individuals to bounce back from 
stressful events and regain the abilities and behaviours they had prior to the challenging situations is 
what Garmezy (1991) characterised as resilience. According to Dunn et  al. (2008), resilience enables peo-
ple to outperform their peers and preserve their well-being even in high-stress situations. In policing, 
‘Resilience research offers the ability to improve understanding of this population and offer insight into 
potential therapies due to the uncontrolled nature of stressors in policing’ (Chitra & Karunanidhi, 2018).

Resilience is a crucial attribute that assists individuals in navigating challenging and stressful situations 
in both professional and personal domains. Research offers convincing evidence that resilient people can 
handle the demanding nature of police and an unpredictable working environment (Hesketh et  al., 
2015). Building resilience involves increasing well-being, recognising rights, and investing in resources, 
activities, and interpersonal connections that lower risk (Smyth & Sweetman, 2015). Building and main-
taining solid relationships and a reliable support network provide a source of encouragement, under-
standing, and guidance during tough times (Earvolino-Ramirez, 2007; Fadardi et  al., 2010). Individuals’ 
resilience is increased when they have social support. By balancing out the work/life imbalance in the 
job and non-work domains, resilience in individuals overcomes all the challenges of achieving a work/
life balance Köse et  al. (2021). Kim and Windsor (2015) discovered that dynamic, reflective processes 
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generate resilience. Its characteristics include optimistic thinking, adaptability, taking ownership of one’s 
actions, and separating one’s job and personal life. Work–life balance can be achieved by shifting the 
focus from the negative to the positive, from rigidity to flexibility, task-centred thinking to person-centred 
thinking, and organisation to life. According to Köse et  al. (2021), resilience modulates the link between 
social support and work/life balance. Resilience is primarily influenced by social support, and the degree 
of resilience influences work–life balance. Increasing social support makes it easier to balance work 
and life.

Köse et  al. (2021) also discovered a beneficial connection between social support and work/life bal-
ance. According to the literature review, social support improves the harmony between work and life 
through resilience. It is critical to remember that cultivating and improving resilience is a skill that can 
be learned over time (Ahern, 2006; Grafton et  al., 2010; Bahadır Yılmaz, 2017) and not a trait (Hesketh 
et  al., 2015; Masten, 2014). Individuals considering their actions, using coping mechanisms, seeking 
assistance, and maintaining a positive perspective can improve their resilience and better handle life’s 
ups and downs.

Discussion

This study aims to identify the research gap area in work/life balance and develop the conceptual 
framework for it. The present study bridges the existing research gap in the work/life balance in the 
police sector. Numerous research studies on social support have considered police officers’ well-being 
(Jackman et  al., 2020; Padhy et  al., 2022). From the literature review, it is evident that there is a 
research gap considering the effect of social support on work/life balance and job satisfaction and 
resilience as mediators. Social support plays a crucial role in promoting mental and physical health; 
also, it can buffer the adverse effects of stress (Cohen & Wills, 1985), enhance resilience and job satis-
faction contribute to overall well-being. However, the specific combined and individual effects of 
supervisors, co-workers, family, and friends, as well as organisational support on work/life balance, 
remain underexplored in the police sector (Rashmi & Kataria, 2021; Thilagavathy & Geetha, 2020) and 
also by literature review. Few previous studies from different areas of work–life balance found that 
social support from co-workers and supervisors can foster a sense of belonging, positively impacting 
work–life balance (Abendroth & den Dulk, 2011; Aras et  al., 2022) by reducing feelings of isolation and 
stress. Previous studies have also found that social support plays a crucial role in shaping an individ-
ual’s work/life balance (Kurtuluş et  al., 2023; Marcinkus et  al., 2007) and social support, which involves 
emotional instrumental and assistance from one’s social network, that significantly influence this 
balance.

Moreover, social support enhances resilience, the capacity to bounce back from setbacks and cope 
with stress effectively (Ma, 2022). Resilience is vital to work/life balance as it helps individuals manage 
the demanding situations and challenges that arise in their professional and personal lives. Resilience 
relating to mental and physical well-being is studied in the police sector, as evidenced by studies from 
Chitra and Karunanidhi (2018) and Hesketh et  al. (2019). The present results align with previous studies, 
which found that depending on social support during stress increases resilience (Kong et  al., 2021). 
Building and nurturing social support at work and in personal life can positively impact an individual’s 
resilience (Earvolino-Ramirez, 2007; Fadardi et  al., 2010). Kong et  al. (2021) further elucidate that resil-
ience is pivotal in connecting social support to individuals’ overall quality of life. Resilience allows indi-
viduals to better navigate work-related stressors without spilling over into their personal lives, thus 
promoting work/life balance (Köse et  al., 2021).

Furthermore, social support enhances individual well-being and cultivates job satisfaction, influenc-
ing work/life balance. Researchers have found that work/life balance leads to job satisfaction, and work/
life imbalance leads to job dissatisfaction. There are very few numbers of research studies showing job 
satisfaction leading to work/life balance. Aruldoss et  al. (2020) found that the mediating role of job 
satisfaction leads to work/life balance. However, more research needs to be done on the relationship 
between job satisfaction and work/life balance. When individuals receive support from colleagues, 
supervisors, or friends, they are more likely to feel valued and motivated at work. The support enhances 
police officers’ effectiveness on the job and conveys a sense of appreciation from the organisation 
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(Lambert et  al., 2016). Managers and supervisors must recognise the importance of supporting the 
officers under their supervision. The results of the study are in line with previous studies. As job satis-
faction rises, individuals become more content with their work, making it easier to detach from work 
during personal time, thereby contributing positively to their work/life balance (Aruldoss et  al., 2020). 
The research revealed a strong correlation between job satisfaction and overall life contentment within 
the group of police officers. When Indian police officers find fulfilment in their work, it enhances their 
happiness (Lambert et  al., 2021). Job satisfaction goes beyond merely meeting financial necessities; it 
bestows individuals with a sense of purpose and achievement (Lambert et  al., 2021), leading to work/
life balance.

In a nutshell, social support emerges as a central factor facilitating job satisfaction and resilience, 
serving as mediator essential for attaining a balanced and healthy work/life equilibrium. The literature 
also suggests that fostering a positive environment with strong social support can enhance job satis-
faction and resilience, leading to work/life balance. Organisations and individuals can contribute to a 
conducive professional and personal life by prioritising positive relationships and a supportive 
atmosphere.

Theoretical implications

The present study has developed the conceptual model for the work/life balance of police officers 
through research gaps by considering resilience and job satisfaction as mediators between social 
support and the work/life balance. These constructs are used to frame the conceptual framework by 
using the previous theories given by Hobfoll (1989), Staines (1980) and Guest (2002). Depending 
upon these theories, resilience and job satisfaction have been introduced as mediating variables 
along with support from family and friends, supervisors, co-workers and organisation, termed social 
support, according to Yucel and Minnotte (2017) and Hobfoll (1989). This study is a valuable addi-
tion to the present literature on the work/life balance of police officers. Social support is theoreti-
cally linked to increased resilience, and it escalates the work/life balance. With the availability of 
social support, there is also an increase in job satisfaction, which positively impacts work/life bal-
ance. Social support also directly influences work/life balance. Theoretically, developing resilience in 
police officers helps them cope with difficult situations and challenges like COVID-19 in future. 
According to the previously explained theories, these constructs positively impact their relationships 
in this framework, providing valuable insights for organisations aiming to create healthier and more 
productive work environments leading to work/life balance. Understanding these implications, police 
organisations can implement new policies and interventional studies, which leads to achieving work/
life balance.

Recommendations for future research

The study’s findings point towards certain limitations that call for further exploration in future research. 
To attain a more comprehensive understanding of police officers’ work/life balance, researchers may uti-
lise mixed methodologies and longitudinal studies rather than relying exclusively on quantitative 
approaches while accounting for these factors. Furthermore, examining the impact of cultural norms and 
values on this conceptual framework could be accomplished through cross-cultural and comparative 
studies, depending on the specific nation and its organisational context.

Conclusion

The present study has effectively introduced a conceptual model that can aid in comprehending and 
enhancing the work/life balance of police officers, even in the most challenging situations. Through 
bridging a significant research gap in the work/life balance field within the police sector, the developed 
conceptual framework integrates theoretical insights and emphasises the importance of social support. 
The study highlights the significance of social support, which provides individuals a sense of belonging, 
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encouragement, and guidance during challenging times, ultimately leading to work/life balance. Moreover, 
the study reveals that social support plays a significant role in building resilience, aiding in coping with 
difficulties, and promoting overall well-being. It also positively impacts job satisfaction, a critical factor 
affecting personal and professional well-being. The study suggests that social support from various 
sources, including the organisation, colleagues, supervisors, and family and friends, is crucial in shaping 
job satisfaction and resilience, ultimately contributing to a healthier work/life balance. To conclude, pri-
oritizing social support, resilience, and job satisfaction is essential for achieving a work/life balance for 
police officers. By cultivating these factors, police officers not only enhance their overall well-being but 
also increase their capacity to cope with the demands of their challenging roles, ultimately contributing 
to a more resilient and satisfied police officers’.

Acknowledgements

The author Sandhya DS is a recipient of the Indian Council of Social Science Research - Doctoral Fellowship. This 
article is primarily an outcome of her doctoral work sponsored by ICSSR. However, the responsibility for the facts, 
stated opinions expressed, and the conclusions drawn is entirely that of the author. The author sincerely thanks Dr. 
Sumathi Annamalai, Associate Professor at the School of Business and Management, CHRIST (Deemed to be 
University), for providing guidance in framing this article. The author would like to express her gratitude and 
acknowledge Poornima Nair, Research Scholar, School of Business and Management, CHRIST (Deemed to be 
University), who provided valuable assistance during the revision process of this paper. Finally, the author thanks 
Rajat Sebastian, Assistant Professor, and Sreelakshmi KP, Research Scholar, Department of English and Cultural 
Studies, CHRIST (Deemed to be University), for their support in editing this article.

Disclosure statement

The author reports no competing interest to declare.

Funding

This work was supported by the Indian Council of Social Science Research - Doctoral Fellowship under Grant Number 
RFD/2021-22/GEN/MGT/74.

About the author

Sandhya D S is a Research Scholar at the School of Business and Management, CHRIST (Deemed 
to be University) Bengaluru. Her research area is primarily in the field of Human Resource 
Management. Sandhya focuses on organisational behaviour as her research area, and her interest 
lies in work/life balance, mindfulness, job satisfaction, employee well-being, and the development 
of resilience - especially in the context of security forces. She researched women’s work/life bal-
ance in the information technology sector during her master’s degree. She is receiving a doctoral 
fellowship from the Indian Council of Social Science Research.

ORCID

Sandhya D. S.  http://orcid.org/0000-0002-8772-7127

References

Abdullah Al Mamun, C., & Nazmul Hasan, M. (2017). Factors affecting employee turnover and sound retention strat-
egies in business organization: A conceptual view. Problems and Perspectives in Management, 15(1), 1–17. https://
doi.org/10.21511/ppm.15(1).2017.06

Abendroth, A.-K., & den Dulk, L. (2011). Support for the work-life balance in Europe: The impact of state, workplace 
and family support on work-life balance satisfaction. Work, Employment and Society, 25(2), 234–256. https://doi.
org/10.1177/0950017011398892

Ahern, N. R. (2006). Adolescent resilience: An evolutionary concept analysis. Journal of Pediatric Nursing, 21(3), 175–
185. https://doi.org/10.1016/j.pedn.2005.07.009

https://doi.org/10.21511/ppm.15(1).2017.06
https://doi.org/10.21511/ppm.15(1).2017.06
https://doi.org/10.1177/0950017011398892
https://doi.org/10.1177/0950017011398892
https://doi.org/10.1016/j.pedn.2005.07.009


14 SANDHYA D. S.

Aras, R. A., Wahyuni, S., & Thalib, A. H. S. (2022). Contribution of social support to work-life balance on working 
women during work from home.  In Interdisciplinary Conference of Psychology, Health, and Social Science (ICPHS 
2021), 24-30. Atlantis Press. https://doi.org/10.2991/assehr.k.220203.005

Aruldoss, A., Kowalski, K. B., & Parayitam, S. (2020). The relationship between quality of work life and work-life-bal-
ance mediating role of job stress, job satisfaction and job commitment: Evidence from India. Journal of Advances 
in Management Research, 18(1), 36–62. https://doi.org/10.1108/JAMR-05-2020-0082

Asiedu-Appiah, F., & Zoogah, D. B. (2019). Awareness and usage of work-life balance policies, cognitive engagement 
and perceived organizational support: A multi-level analysis. Africa Journal of Management, 5(2), 115–137. https://
doi.org/10.1080/23322373.2019.1618684

Aytac, S. (2015). The sources of stress, the symptoms of stress and anger styles as a psychosocial risk at occupation-
al health and safety: A case study on Turkish police officers. Procedia Manufacturing, 3, 6421–6428. https://doi.
org/10.1016/j.promfg.2015.07.915

Bahadır Yılmaz, E. (2017). Resilience as a strategy for struggling against challenges related to the nursing profession. 
Chinese Nursing Research, 4(1), 9–13. https://doi.org/10.25164/cnr201701003

Baral, R., & Sampath, P. (2019). Exploring the moderating effect of susceptibility to emotional contagion in the cross-
over of work–family conflict in supervisor–subordinate dyads in India. Personnel Review, 48(5), 1336–1356. https://
doi.org/10.1108/PR-05-2017-0139

Bhende, P., Mekoth, N., Ingalhalli, V., & Reddy, Y. V. (2020). Quality of work life and work – life balance. Journal of 
Human Values, 26(3), 256–265. https://doi.org/10.1177/0971685820939380

Boateng, F. D., & Wu, G. (2018). Effect of organizational support on police effectiveness and behavior: A cross-cultural 
comparison. Asian Journal of Criminology, 13(4), 311–328. https://doi.org/10.1007/s11417-018-9272-2

Chitra, T., & Karunanidhi, S. (2018). The impact of resilience training on occupational stress, resilience, job satisfaction, 
and psychological well-being of female police officers. Journal of Police and Criminal Psychology, 36(1), 8–23. https://
doi.org/10.1007/s11896-018-9294-9

Cohen, S., & Wills, T. A. (1985). Stress, social support, and the buffering hypothesis. Psychological Bulletin, 98(2), 310–
357. https://doi.org/10.1037/0033-2909.98.2.310

Connor, K. M., & Davidson, J. R. T. (2003). Development of a new resilience scale: The Connor-Davidson Resilience 
Scale (CD-RISC). Depression and Anxiety, 18(2), 76–82. https://doi.org/10.1002/da.10113

Daud, N. (2010). Investigating the relationship between quality of work life and organizational commitment amongst 
employees in Malaysian firms. International Journal of Business and Management, 5(10), 75–82. https://doi.
org/10.5539/ijbm.v5n10p75

De Clercq, D., Brieger, S. A., & Welzel, C. (2021). Leveraging the macro-level environment to balance work and life: 
an analysis of female entrepreneurs’ job satisfaction. Small Business Economics, 56(4), 1361–1384. https://doi.
org/10.1007/s11187-019-00287-x

Dhas, B. D. (2015). A report on the importance of work-life balance. International Journal of Applied Engineering 
Research, 10(9), 21659–21665.

Dunn, L. B., Iglewicz, A., & Moutier, C. (2008). A conceptual model of medical student well-being: Promoting resil-
ience and preventing burnout. Academic Psychiatry: The Journal of the American Association of Directors of Psychiatric 
Residency Training and the Association for Academic Psychiatry, 32(1), 44–53. https://doi.org/10.1176/appi.ap.32.1.44

Earvolino-Ramirez, M. (2007). Resilience: A concept analysis. Nursing Forum, 42(2), 73–82. https://doi.org/10.1111/
j.1744-6198.2007.00070.x

Edward, K., Welch, A., & Chater, K. (2009). The phenomenon of resilience as described by adults who have experi-
enced mental illness. Journal of Advanced Nursing, 65(3), 587–595. https://doi.org/10.1111/j.1365-2648.2008.04912.x

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Survey of perceived organizational support. Journal 
of Applied Psychology, 71, 500–507. https://doi.org/10.1037/t01207-000

Fadardi, J. S., Azad, H., & Nemati, A. (2010). The relationship between resilience, motivational structure, and substance 
use. Procedia - Social and Behavioral Sciences, 5, 1956–1960. https://doi.org/10.1016/j.sbspro.2010.07.395

Farr-Wharton, B., Azzopardi, J., Brunetto, Y., Farr-Wharton, R., Herold, N., & Shriberg, A. (2016). Comparing Malta and 
USA police officers’ individual and organizational support on outcomes. Public Money & Management, 36(5), 333–
340. https://doi.org/10.1080/09540962.2016.1194078

Garmezy, N. (1991). Resilience in children’s adaptation to negative life events and stressed environments. Pediatric 
Annals, 20(9), 459–466. https://doi.org/10.3928/0090-4481-19910901-05

Grafton, E., Gillespie, B., & Henderson, S. (2010). Resilience: The power within. Oncology Nursing Forum, 37(6), 698–
705. https://doi.org/10.1188/10.ONF.698-705

Gragnano, A., Simbula, S., & Miglioretti, M. (2020). Work–Life balance: Weighing the importance of work–family and 
work–health balance. International Journal of Environmental Research and Public Health, 17(3), 907. https://doi.
org/10.3390/ijerph17030907

Greenhaus, J. H., & Powell, G. N. (2006). When work and family are allies: A theory of work-family enrichment. 
Academy of Management Review, 31(1), 72–92. https://doi.org/10.5465/amr.2006.19379625

Guest, D. E. (2002). Perspectives on the study of work-life balance. Social Science Information, 41(2), 255–279. https://
doi.org/10.1177/0539018402041002005

https://doi.org/10.2991/assehr.k.220203.005
https://doi.org/10.1108/JAMR-05-2020-0082
https://doi.org/10.1080/23322373.2019.1618684
https://doi.org/10.1080/23322373.2019.1618684
https://doi.org/10.1016/j.promfg.2015.07.915
https://doi.org/10.1016/j.promfg.2015.07.915
https://doi.org/10.25164/cnr201701003
https://doi.org/10.1108/PR-05-2017-0139
https://doi.org/10.1108/PR-05-2017-0139
https://doi.org/10.1177/0971685820939380
https://doi.org/10.1007/s11417-018-9272-2
https://doi.org/10.1007/s11896-018-9294-9
https://doi.org/10.1007/s11896-018-9294-9
https://doi.org/10.1037/0033-2909.98.2.310
https://doi.org/10.1002/da.10113
https://doi.org/10.5539/ijbm.v5n10p75
https://doi.org/10.5539/ijbm.v5n10p75
https://doi.org/10.1007/s11187-019-00287-x
https://doi.org/10.1007/s11187-019-00287-x
https://doi.org/10.1176/appi.ap.32.1.44
https://doi.org/10.1111/j.1744-6198.2007.00070.x
https://doi.org/10.1111/j.1744-6198.2007.00070.x
https://doi.org/10.1111/j.1365-2648.2008.04912.x
https://doi.org/10.1037/t01207-000
https://doi.org/10.1016/j.sbspro.2010.07.395
https://doi.org/10.1080/09540962.2016.1194078
https://doi.org/10.3928/0090-4481-19910901-05
https://doi.org/10.1188/10.ONF.698-705
https://doi.org/10.3390/ijerph17030907
https://doi.org/10.3390/ijerph17030907
https://doi.org/10.5465/amr.2006.19379625
https://doi.org/10.1177/0539018402041002005
https://doi.org/10.1177/0539018402041002005


Cogent Business & Management 15

Gutshall, C. L., Hampton, D. P., Jr., Sebetan, I. M., Stein, P. C., & Broxtermann, T. J. (2017). The effects of occupational 
stress on cognitive performance in police officers. Police Practice and Research, 18(5), 463–477. https://doi.org/10.1
080/15614263.2017.1288120

Haar, J. M., Russo, M., Suñe, A., & Ollier-Malaterre, A. (2014). Outcomes of work–life balance on job satisfaction, life 
satisfaction and mental health: A study across seven cultures. Journal of Vocational Behavior, 85(3), 361–373. 
https://doi.org/10.1016/j.jvb.2014.08.010

Hansen, Å. M., Larsen, A. D., Rugulies, R., Garde, A. H., & Knudsen, L. E. (2009). A review of the effect of the psycho-
social working environment on physiological changes in blood and urine. Basic & Clinical Pharmacology & Toxicology, 
105(2), 73–83. https://doi.org/10.1111/j.1742-7843.2009.00444.x

Hayman, J. (2005). Psychometric assessment of an instrument designed to measure work life balance. Research and 
Practice in Human Resource Management, 13, 85–91.

Hesketh, I., Cooper, C. L., & Ivy, J. (2015). Well-being, austerity and policing. The Police Journal: Theory, Practice and 
Principles, 88(3), 220–230. https://doi.org/10.1177/0032258X15598950

Hesketh, I., Cooper, C., & Ivy, J. (2019). Leading the asset: Resilience training efficacy in UK policing. The Police Journal: 
Theory, Practice and Principles, 92(1), 56–71. https://doi.org/10.1177/0032258X18763101

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing stress. The American Psychologist, 
44(3), 513–524. https://doi.org/10.1037/0003-066x.44.3.513

Hobfoll, S. E., & Stokes, J. P. (1988). The process and mechanism of social support. In S. W. Duck (Ed.), The handbook 
of research in personal relationships, 497–517. Wiley.

Jackman, P. C., Henderson, H., Clay, G., & Coussens, A. H. (2020). The relationship between psychological wellbeing, 
social support, and personality in an English police force. International Journal of Police Science & Management, 
22(2), 183–193. https://doi.org/10.1177/1461355720907620

Jacobs, S. R., & Dodd, D. (2003). Student burnout as a function of personality, social support, and workload. Journal 
of College Student Development, 44(3), 291–303. https://doi.org/10.1353/csd.2003.0028

Kaliannan, M., Perumal, K., & Dorasamy, M. (2016). Developing a work-life balance model towards improving job 
satisfaction among medical doctors across different generations. The Journal of Developing Areas, 50(5), 343–351. 
https://doi.org/10.1353/jda.2016.0035

Kalliath, T., & Brough, P. (2008). Work–life balance: A review of the meaning of the balance construct. Journal of 
Management & Organization, 14(3), 323–327. https://doi.org/10.5172/jmo.837.14.3.323

Kim, M., & Windsor, C. (2015). Resilience and work-life balance in first-line nurse manager. Asian Nursing Research, 
9(1), 21–27. https://doi.org/10.1016/j.anr.2014.09.003

Kong, F., Yang, K., Yan, W., & Li, X. (2020). How does trait gratitude relate to subjective well-being in Chinese adoles-
cents? The mediating role of resilience and social support. Journal of Happiness Studies, 22(4), 1611–1622. https://
doi.org/10.1007/s10902-020-00286-w

Kong, L.-N., Zhang, N., Yuan, C., Yu, Z.-Y., Yuan, W., & Zhang, G.-L. (2021). Relationship of social support and 
health-related quality of life among migrant older adults: The mediating role of psychological resilience. Geriatric 
Nursing (New York, N.Y.), 42(1), 1–7. https://doi.org/10.1016/j.gerinurse.2020.10.019

Köse, S., Baykal, B., & Bayat, İ. K. (2021). Mediator role of resilience in the relationship between social support and 
work life balance. Australian Journal of Psychology, 73(3), 316–325. https://doi.org/10.1080/00049530.2021.1895678

Kotera, Y., Green, P., & Sheffield, D. (2019). Work-life balance of UK construction workers: Relationship with mental 
health. Construction Management and Economics, 38(3), 291–303. https://doi.org/10.1080/01446193.2019.1625417

Kumar, T. K. V. (2017). Factors impacting job satisfaction among police personnel in India. International Criminal 
Justice Review, 27(2), 126–148. https://doi.org/10.1177/1057567716683776

Kurtuluş, E., Yıldırım Kurtuluş, H., Birel, S., & Batmaz, H. (2023). The effect of social support on work-life balance: The 
role of psychological well-being. International Journal of Contemporary Educational Research, 10(1), 239–249. https://
doi.org/10.33200/ijcer.1152323

Kyprianides, A., Bradford, B., Beale, M., Savigar-Shaw, L., Stott, C., & Radburn, M. (2021). Policing the COVID-19 pan-
demic: Police officer well-being and commitment to democratic modes of policing. Policing and Society, 32(4), 
504–521. https://doi.org/10.1080/10439463.2021.1916492

Lambert, E. G., Minor, K. I., Wells, J. B., & Hogan, N. L. (2016). Social support’s relationship to correctional staff job 
stress, job involvement, job satisfaction, and organizational commitment. The Social Science Journal, 53(1), 22–32. 
https://doi.org/10.1016/j.soscij.2015.10.001

Lambert, E. G., Qureshi, H., & Frank, J. (2021). The good life: Exploring the effects job stress, job involvement, job 
satisfaction, and organizational commitment on the life satisfaction of police officers. International Journal of Police 
Science & Management, 23(3), 279–292. https://doi.org/10.1177/14613557211016494

Lambert, E. G., Qureshi, H., Klahm, C., Smith, B., & Frank, J. (2016). The effects of perceptions of organizational structure 
on job involvement, job satisfaction, and organizational commitment among Indian police officers. International 
Journal of Offender Therapy and Comparative Criminology, 61(16), 1892–1911. https://doi.org/10.1177/0306624x16635782

Lekchiri, S., & Eversole, B. A. W. (2020). Perceived work‐life balance: Exploring the experiences of professional Moroccan 
women. Human Resource Development Quarterly, 32(1), 35–53. https://doi.org/10.1002/hrdq.21407

Lockwood, N. R. (2003). Work/life balance challenges and solutions. SHRM Research Quarterly, 1–10.

https://doi.org/10.1080/15614263.2017.1288120
https://doi.org/10.1080/15614263.2017.1288120
https://doi.org/10.1016/j.jvb.2014.08.010
https://doi.org/10.1111/j.1742-7843.2009.00444.x
https://doi.org/10.1177/0032258X15598950
https://doi.org/10.1177/0032258X18763101
https://doi.org/10.1037/0003-066x.44.3.513
https://doi.org/10.1177/1461355720907620
https://doi.org/10.1353/csd.2003.0028
https://doi.org/10.1353/jda.2016.0035
https://doi.org/10.5172/jmo.837.14.3.323
https://doi.org/10.1016/j.anr.2014.09.003
https://doi.org/10.1007/s10902-020-00286-w
https://doi.org/10.1007/s10902-020-00286-w
https://doi.org/10.1016/j.gerinurse.2020.10.019
https://doi.org/10.1080/00049530.2021.1895678
https://doi.org/10.1080/01446193.2019.1625417
https://doi.org/10.1177/1057567716683776
https://doi.org/10.33200/ijcer.1152323
https://doi.org/10.33200/ijcer.1152323
https://doi.org/10.1080/10439463.2021.1916492
https://doi.org/10.1016/j.soscij.2015.10.001
https://doi.org/10.1177/14613557211016494
https://doi.org/10.1177/0306624x16635782
https://doi.org/10.1002/hrdq.21407


16 SANDHYA D. S.

Lund, D. B. (2003). Organizational culture and job satisfaction. Journal of Business & Industrial Marketing, 18(3),  
219–236. https://doi.org/10.1108/0885862031047313

Ma, C. (2022). Impact of social support on physical activity in adults with heart failure: The mediating effect of resil-
ience. Clinical Nursing Research, 32(3), 660–668. https://doi.org/10.1177/10547738221128700

Marcinkus, W. C., Whelan-Berry, K. S., & Gordon, J. R. (2007). The relationship of social support to the work-family 
balance and work outcomes of midlife women. Women in Management Review, 22(2), 86–111. https://doi.
org/10.1108/09649420710732060

Masten, A. S. (2014). Global perspectives on resilience in children and youth. Child Development, 85(1), 6–20. https://
doi.org/10.1111/cdev.12205

Maurya, M. K. (2019). Gender differences in perceived role expectations, mental health, and job satisfaction of civil 
police constables: A quali-quantitative survey. The Oriental Anthropologist: A Bi-Annual International Journal of the 
Science of Man, 19(2), 143–164. https://doi.org/10.1177/0972558X19859069

Moher, D., Liberati, A., Tetzlaff, J., & Altman, D. G. (2009). Preferred reporting items for systematic reviews and 
meta-analyses: the PRISMA statement. Annals of Internal Medicine, 151(4), 264–269, W64. https://doi.
org/10.7326/0003-4819-151-4-200908180-00135 19622511

Mohler, G., Bertozzi, A. L., Carter, J., Short, M. B., Sledge, D., Tita, G. E., Uchida, C. D., & Brantingham, P. J. (2020). 
Impact of social distancing during COVID-19 pandemic on crime in Los Angeles and Indianapolis. Journal of 
Criminal Justice, 68, 101692. https://doi.org/10.1016/j.jcrimjus.2020.101692

Nelson, K. V., & Smith, A. P. (2016). Occupational stress, coping and mental health in Jamaican police officers. 
Occupational Medicine (Oxford, England), 66(6), 488–491. https://doi.org/10.1093/occmed/kqw055

Nisar, S. K., & Rasheed, M. I. (2019). Stress and performance: Investigating relationship between occupational stress, 
career satisfaction, and job performance of police employees. Journal of Public Affairs, 20(1), 1–9. https://doi.
org/10.1002/pa.1986

Olumuyiwa Oludayo, A., & Ojo Omonijo, D. (2020). Work/life balance: The relevance of social support. Academy of 
Strategic Management Journal, 19(3), 1–10.

Padhy, M., Ralte, L., Padiri, R. A., & Chelli, K. (2022). Well-being of police personnel: Role of perceived social support 
and perceived control of internal states. The Police Journal: Theory, Practice and Principles, 96(2), 318–330. https://
doi.org/10.1177/0032258X221085689

Paoline, E. A., III., & Gau, J. M. (2019). An empirical assessment of the sources of police job satisfaction. Police 
Quarterly, 23(1), 55–81. https://doi.org/10.1177/1098611119875117

Poulose, S., & Dhal, M. (2020). Role of perceived work–life balance between work overload and career commitment. 
Journal of Managerial Psychology, 35(3), 169–183. https://doi.org/10.1108/JMP-03-2018-0117

Powell, G. N., Greenhaus, J. H., Allen, T. D., & Johnson, R. E. (2019). Introduction to special topic forum: Advancing 
and expanding work-life theory from multiple perspectives. Academy of Management Review, 44(1), 54–71. https://
doi.org/10.5465/amr.2018.0310

Puah, L. N., Ong, L. D., & Chong, W. Y. (2016). The effects of perceived organizational support, perceived supervisor 
support and perceived co-worker support on safety and health compliance. International Journal of Occupational 
Safety and Ergonomics: JOSE, 22(3), 333–339. https://doi.org/10.1080/10803548.2016.1159390

Qureshi, H., Frank, J., Lambert, E. G., Klahm, C., & Smith, B. (2016). Organisational justice’s relationship with job sat-
isfaction and organisational commitment among Indian police. The Police Journal: Theory, Practice and Principles, 
90(1), 3–23. https://doi.org/10.1177/0032258X16662684

Rashmi, K., & Kataria, A. (2021). Work–life balance: A systematic literature review and bibliometric analysis. International 
Journal of Sociology and Social Policy, 42(11/12), 1028–1065. https://doi.org/10.1108/IJSSP-06-2021-0145

Rehman, W. U., Ahmad, M., Allen, M. M. C., Raziq, M. M., & Riaz, A. (2019). High involvement HR systems and inno-
vative work behaviour: The mediating role of psychological empowerment, and the moderating roles of manager 
and co-worker support. European Journal of Work and Organizational Psychology, 28(4), 525–535. https://doi.org/10
.1080/1359432X.2019.1614563

Ricciardelli, R. (2018). “Risk it out, risk it out”: Occupational and organizational stresses in rural policing. Police 
Quarterly, 21(4), 415–439. https://doi.org/10.1177/1098611118772268

Richardson, G. E. (2002). The metatheory of resilience and resiliency. Journal of Clinical Psychology, 58(3), 307–321. 
https://doi.org/10.1002/jclp.10020

Riley, D. (2012). Work and family interface: Wellbeing and the role of resilience and work-life balance (pp. 1–372). https://
www.researchgate.net/publication/230642941

Saunders, M., Lewis, P., & Thornhill, A. (2007). Research methods for business students. Prentice Hall.
Singh, R., Aggarwal, S., & Sahni, S. (2022). A systematic literature review of work-life balance using ADO Model. FIIB 

Business Review, 12(3), 243–258. https://doi.org/10.1177/23197145221115530
Smith, B. W., Dalen, J., Wiggins, K., Tooley, E., Christopher, P., & Bernard, J. (2008). Brief resilience scale. International 

Journal of Behavioral Medicine, 15(3), 194–200. https://doi.org/10.1037/t51423-000
Smyth, I., & Sweetman, C. (2015). Introduction: Gender and resilience. Gender & Development, 23(3), 405–414. https://

doi.org/10.1080/13552074.2015.1113769
Southwick, S. M., Bonanno, G. A., Masten, A. S., Panter-Brick, C., & Yehuda, R. (2014). Resilience definitions, theory, 

and challenges: Interdisciplinary perspectives. European Journal of Psychotraumatology, 5(1), 25338. https://doi.
org/10.3402/ejpt.v5.25338

https://doi.org/10.1108/0885862031047313
https://doi.org/10.1177/10547738221128700
https://doi.org/10.1108/09649420710732060
https://doi.org/10.1108/09649420710732060
https://doi.org/10.1111/cdev.12205
https://doi.org/10.1111/cdev.12205
https://doi.org/10.1177/0972558X19859069
https://doi.org/10.7326/0003-4819-151-4-200908180-00135
https://doi.org/10.7326/0003-4819-151-4-200908180-00135
https://doi.org/10.1016/j.jcrimjus.2020.101692
https://doi.org/10.1093/occmed/kqw055
https://doi.org/10.1002/pa.1986
https://doi.org/10.1002/pa.1986
https://doi.org/10.1177/0032258X221085689
https://doi.org/10.1177/0032258X221085689
https://doi.org/10.1177/1098611119875117
https://doi.org/10.1108/JMP-03-2018-0117
https://doi.org/10.5465/amr.2018.0310
https://doi.org/10.5465/amr.2018.0310
https://doi.org/10.1080/10803548.2016.1159390
https://doi.org/10.1177/0032258X16662684
https://doi.org/10.1108/IJSSP-06-2021-0145
https://doi.org/10.1080/1359432X.2019.1614563
https://doi.org/10.1080/1359432X.2019.1614563
https://doi.org/10.1177/1098611118772268
https://doi.org/10.1002/jclp.10020
https://www.researchgate.net/publication/230642941
https://www.researchgate.net/publication/230642941
https://doi.org/10.1177/23197145221115530
https://doi.org/10.1037/t51423-000
https://doi.org/10.1080/13552074.2015.1113769
https://doi.org/10.1080/13552074.2015.1113769
https://doi.org/10.3402/ejpt.v5.25338
https://doi.org/10.3402/ejpt.v5.25338


Cogent Business & Management 17

Staines, G. L. (1980). Spillover versus compensation: A review of the literature on the relationship between work and 
nonwork. Human Relations, 33(2), 111–129. https://doi.org/10.1177/001872678003300203

Tehrani, N. (2022). The psychological impact of COVID-19 on police officers. The Police Journal: Theory, Practice and 
Principles, 95(1), 73–87. https://doi.org/10.1177/0032258X211039975

Thilagavathy, T., & Geetha, S. N. (2020). A morphological analyses of the literature on employee work-life balance. 
Current Psychology, 41(7), 4510–4535. https://doi.org/10.1007/s12144-020-00968-x

Uddin, M., Binti Ali, K., & Aktaruzzaman Khan, M. (2020). Perceived social support (PSS) and work-life balance (WLB)
in a developing country: The moderating impact of work-life policy. Iranian Journal of Management Studies (IJMS), 
13(4), 1–29. https://doi.org/10.22059/ijms.2020.282543.673663

Viegas, V., & Henriques, J. (2020). Job stress and work-family conflict as correlates of job satisfaction among police 
officials. Journal of Police and Criminal Psychology, 36(2), 227–235. https://doi.org/10.1007/s11896-020-09388-w

Vyas, L., & Butakhieo, N. (2020). The impact of working from home during COVID-19 on work and life domains: An explor-
atory study on Hong Kong. Policy Design and Practice, 4(1), 59–76. https://doi.org/10.1080/25741292.2020.1863560

Wiradendi Wolor, C., Kurnianti, D., Zahra, S., & Martono, S. (2020). The importance of work-life balance on employee 
performance millennial generation in Indonesia. Journal of Critical Reviews, 7(09), 1103–1108. https://doi.
org/10.31838/jcr.07.09.203

Wood, W., & Eagly, A. H. (2012). Biosocial construction of sex differences and similarities in behavior. In Advances in exper-
imental social psychology (vol. 46, pp. 55–123). Academic Press. https://doi.org/10.1016/B978-0-12-394281-4.00002-7

Wu, L.-M., Sheen, J.-M., Shu, H.-L., Chang, S.-C., & Hsiao, C.-C. (2012). Predictors of anxiety and resilience in adolescents 
undergoing cancer treatment. Journal of Advanced Nursing, 69(1), 158–166. https://doi.org/10.1111/j.1365-2648.2012.06003.x

Xiao, S. Y. (1994). The development and application of social support rating scale. Journal of Clinical Psychiatry, 4(2), 
98–100.

Yucel, D. (2020). Different types of work–family balance, social support, and job satisfaction: A latent class analysis. 
Applied Research in Quality of Life, 16(3), 1343–1368. https://doi.org/10.1007/s11482-020-09812-7

Yucel, D., & Minnotte, K. L. (2017). Workplace support and life satisfaction: The mediating roles of work-to-family conflict 
and mental health. Applied Research in Quality of Life, 12(3), 549–575. https://doi.org/10.1007/s11482-016-9476-5

Zimet, G. D., Dahlem, N. W., Zimet, S. G., & Farley, G. K. (1988). The multidimensional scale of perceived social sup-
port. Journal of Personality Assessment, 52(1), 30–41. https://doi.org/10.1207/s15327752jpa5201_2

Appendix 

Sl. No Questions Strongly disagree Disagree Neutral Agree Strongly agree

Work/life balance 1 2 3 4 5
1 My personal life does not suffer because of 

work.
2 My job does not make my personal life 

difficult.
3 I do not neglect personal needs because of 

work.
4 I do not put personal life on hold for work.
5 I do not miss personal activities because of 

work.
6 I do not struggle to juggle work and non-work.
7 I am happy with the amount of time for 

non-work activities.
8 My personal life does not drains me of energy 

for work.
9 I am not too tired to be effective at work.
10 My work does not suffer because of my 

personal life.
11 It is not hard to work because of personal 

matters.
12 My personal life gives me energy for my job.
13 My job gives me energy to pursue personal 

activities.
14 I have better mood at work because of 

personal life.
15 I have better mood because of my job.

Resilience 1 2 3 4 5
16 I tend to bounce back quickly after hard times.
17 I have a hard time making it through stressful 

events*.
18 It does not take me long to recover from a 

stressful event.
19 It is hard for me to snap back when something 

bad happens*.
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Sl. No Questions Strongly disagree Disagree Neutral Agree Strongly agree

20 I usually come through difficult times with little 
trouble.

21 I tend to take a long time to get over set-backs 
in my life*.

*Items are reversed.

Sl. No. Questions
Strongly 
disagree Disagree

Slightly 
disagree

Neither agree 
or disagree

Slightly 
agree Agree

Strongly 
agree

Job satisfaction 1 2 3 4 5 6 7
22 All in all, I am satisfied 

with the work of my 
job.

23 All in all, I am satisfied 
with my co-workers.

24 All in all, I am satisfied 
with the supervision.

25 All in all, I am satisfied 
with my pay (total 
wages and tips).

26 All in all, I am satisfied 
with the promotional 
opportunities.

Emotional Intelligence
27 I have a good sense of 

why I have certain 
feelings most of the 
time.

28 I have good 
understanding of my 
own emotions.

29 I really understand what I 
feel.

30 I always know whether or 
not I am happy.

31 I always know my friends’ 
emotions from their 
behaviour.

32 I am a good observer of 
others’ emotions.

33 I am sensitive to the 
feelings and emotions 
of others.

34 I have good 
understanding of the 
emotions of people 
around me.

35 I always set goals for 
myself and then try 
my best to achieve 
them.

36 I always tell myself I am a 
competent person.

37 I am a self-motivated 
person.

38 I would always encourage 
myself to try my best.

39 I am able to control my 
temper and handle 
difficulties rationally.

40 I am quite capable of 
controlling my own 
emotions.

41 I can always calm down 
quickly when I am very 
angry.

42 I have good control of my 
own emotions.

SL.NO Questions
Strongly 

agree Agree Disagree
Strongly 
disagree

Social support 1 2 3 4

Family and Friends 
support

43 I have the support I need 
from my family and 
friends when I have a 
personal problem.
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Sl. No. Questions
Strongly 
disagree Disagree

Slightly 
disagree

Neither agree 
or disagree

Slightly 
agree Agree

Strongly 
agree

44 I have the financial 
support I need from 
my family when I have 
a financial problem.

Supervisor Support

45 My supervisor or manager 
is responsive to my 
needs when I have 
family or personal 
business to take care 
of – for example, 
medical appointments, 
meeting with child’s 
teacher, etc.

46 My supervisor or manager 
is understanding when 
I talk about personal 
or family issues that 
affect my work.

47 I feel comfortable 
bringing up personal 
or family issues with 
my supervisor or 
manager.

48 My supervisor or manager 
really cares about the 
effects that work 
demands have on my 
personal and family life

Co-worker support

49 I have the support from 
coworkers that I need 
to do a good job.

50 I feel I am really a part of 
the group of people I 
work with.

51 I have support from 
coworkers that helps 
me to manage my 
work and personal or 
family life.

Organisational support

52 At my place of 
employment, 
employees have to 
choose between 
advancing in their jobs 
or devoting attention 
to their family or 
personal lives
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