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Abstract  The purpose of this investigation was to examine the relationship between supervisor status on 
employees’ health and organizational commitment as well as to assess the mediating role of supervisor support and 
the availability and use of family-friendly policies among Information Technology (IT) professionals in India. Using 
snowball technique, 359 IT professionals were surveyed from four cities in South and Western India. Structural 
equation modeling was done and in the initial model, supervisor status was related to organizational commitment, 
but not employees’ health. The non-significant path was removed and the mediating variables were then included in 
the model. The model fit improved and was determined to be a good fit to the data. Supervisor status directly 
impacted two of the mediating variables - supervisor support and employees’ knowledge of family-friendly policies. 
The direct impact of supervisor status on employees’ organizational commitment was partially mediated by 
supervisor support. Moreover, supervisor support also directly impacted employees’ knowledge of family-friendly 
policies and employees’ organizational commitment. Employees’ knowledge of family-friendly policies directly 
impacted employees’ use of family-friendly policies and indirectly mediated the impact of supervisor status on 
employees’ use of family-friendly policies and the impact of supervisor support on policy use. Employees’ use of 
family-friendly policies directly and positively impacted employees’ health, and indirectly mediated the impact of 
employees’ knowledge of family-friendly policies on employees’ health. 
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1. Introduction 
In the last two decades, the Indian economy has 

emerged as a rising star in the Asian horizon in large part 
due to the remarkable achievements in the Information 
Technology-Information Technology enabled Services 
(IT-ITeS) sectory. This phenomenal growth of India’s IT-
ITeS sector in terms of expanding global reach has 
translated in huge gains in revenue and in creating 
employment opportunities. According to the National 
Association of Software and Services Companies, [an 
apex body responsible for the Information Technology - 
Business Process Outsourcing (IT-ITeS) sector in India], 
by the end of 2011, the Indian IT-ITeS sectory had 
employed 2.8 million professionals, generating close to 
$100 billion thereby contributing about 26% of India’s 
merchandise exports [35,36]. With multinational 
corporations and Indian organizations with a global 

outreach vying for skilled manpower in India, retention of 
talent is a serious challenge for IT-ITeS firms. 

Previous research on employees in the IT-ITeS sector 
reported that long work hours, shift work, assuming 
pseudo-identities and high job demand were related to 
high stress and psychosomatic illnesses leading to high 
turnover in the Information Technology enabled Services 
in India [10,33,45,58,59,60]. Research on the antecedents 
and consequences of organizational commitment among 
software professionals in India reported that high work-
family conflict was related to high job burnout and low 
organizational commitment [55] and low performance 
orientation, high organizational deviance and low 
organizational citizenship behaviors [31]. This study 
extends previous research by examining supervisor status, 
employees’ health and organizational commitment among 
employees in the knowledge-based economy in India. 
Furthermore, the mediating role of supervisor support, and 
the availability and use of work-family policies will also 
be examined. 
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1.1. Hypotheses 
The hypotheses of this study are as follows: 

H1: When employees perceive their supervisors to have 
higher status, they will report greater supervisor support 
for work-family issues. 
H2: High supervisor support will be related to greater 
knowledge of work-family policies. 
H3: High supervisor support will be related to greater use 
of work-family policies.  
H4: Greater knowledge of the availability of work-family 
policies will be related to greater use of work-family 
policies. 
H5: Greater use of work-family policies will be related to 
better self-reported health. 
H6: High supervisor support will be related to high 
organizational commitment. 
H7: Greater knowledge and use of work-family policies 
will be related to higher levels of organizational 
commitment. 
H8: When employees perceive their supervisors to higher 
status, they will report higher levels of organizational 
commitment and better health and these relationships will 
be mediated by supervisor support, knowledge about 
availability of work-family policies and the use of work-
family policies. 

2. Literature Review 
The new economy is characterized by a dramatic shift 

from manufacturing to knowledge based service industry 
[11]. Advances in information technologies coupled with 
cost consciousness have led to an increase in outsourcing 
jobs in the knowledge based service industry from the 
West to the East [7]. India has emerged as a forerunner in 
this market by providing an attractive amalgamation of 
cost, quality and scalability [44]. 

What are the reasons for India’s dominance in the 
global offshore IT-ITeS market? The first wave of reforms 
in 1991 led to the liberalization of the Indian economy; 
this was followed later by the second wave of reforms 
particularly in the highly regulated telecom industry. 
These economic reforms heralded the emergence of India 
as a preferred destination for IT-ITeS market [9]. 
Furthermore, State support for the IT-ITeS industry 
includes the setting up of Information Technology Parks 
or Special Economic Zones that provide location specific 
incentives like tax holiday, preferential treatment in the 
allocation of physical infrastructure such as power, water, 
telecom, etc. [11,36,40,44]. 

The labor pool in India includes an English speaking 
labor force and the availability of skilled labor. In 
particular, the availability of an English-speaking skilled 
labor force puts India ahead of other low-cost countries 
such as Brazil, Hungary, Philippines and China. Other 
factors including a favorable exchange rate with the dollar 
and the time difference between India and principal 
consumers in the West such as the US and UK have 
contributed significantly to the growth of the IT-ITeS 
sector in India [33,36,40,44].  

The information technology sector in India is not 
without its challenges. The nature of the jobs in the IT-
ITeS sector in India are very demanding; IT professionals 

typically work with teams aboard (which then requires 
them to work long hours to match international time 
differences), as the purpose of their work is to write pieces 
of computer programs that would complement the work of 
the parent team abroad [40]. Moreover, pay and benefits 
are linked to performance – employees’ own performance 
and that of their team’s. This leads to high employee 
turnover which is estimated to be about 15-35 percent 
[33,34,35,36,37]. 

Anecdotal and exploratory research reported the 
reasons for the high attrition rate in the IT-ITeS sector to 
be - assuming pseudo-identities, learning a foreign accent, 
high burnout due to the long work hours, shift work, a 
mis-match between work and social life, and lack of work-
family balance for employees [11,45,53,58,60]. 
Employees in the IT-ITeS industry report health issues 
such as gastric ulcer, hypertension, diabetes, clinical 
depression, spondylitis, etc. [28-64]. Human Resources 
personnel and Managers in IT-ITeS centers reported 
stressful work conditions and its effect on health as one of 
the major challenges faced by employees working in these 
centers leading to high attrition [33,34]. 

2.1. Organizational Commitment and 
Employees’ Well-being 

Reference [2] defined organizational commitment as 
the “psychological state that binds the individual to the 
organization.” According to Organizational support theory, 
employees have a tendency to attribute humanlike 
characteristics to the organization, which results in 
perceived organizational support. Furthermore, perceived 
supervisor support is perceived as organizational support 
[20,48,51,52]. This personification is brought about by  

1. The fact that organizations assume legal, moral and 
financial responsibility for the actions of its agents 
(supervisors, managers).  

2. Organizational policies, norms and culture prescribe 
role behaviors and provide continuity.  

3. The power that agents of the organizations (managers, 
supervisors) have over their subordinates.  

Based on this personification of the organization, 
employees tend to view the treatment received from the 
organization (both favorable and unfavorable) as an 
indication of how much the organization cares about the 
employees’ well-being as also the extent to which the 
employee’s contributions are valued by the organization. 
Employees, therefore, trade effort and dedication to their 
organization for incentives such as pay, fringe benefits, 
esteem, approval and caring [20]. The supervisor plays a 
central role as these rewards are dependent on supervisor 
appraisals, particularly with respect to family-friendly 
benefits and policies. Although organizations provide 
family-friendly benefits and policies to help employees 
balance their work and family lives [47], the use of these 
policies is contingent on supervisors’ discretion [46]. 

Previous research in India on organizational 
commitment have reported some variables in the 
workplace as reduced role ambiguity [25], as well as 
organizational culture and the work environment 
[54,55,56] as well as personal characteristics such as 
tenure [56], internal locus of control [1], status [41] to be 
significantly related to organizational commitment. In 
further exploring the role of organizational status, [59] 
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reported that tenure and organizational structure were 
related to organizational commitment for supervisors 
whereas locus of control was positively related to 
organizational commitment for blue collar workers. All of 
these researches on organizational commitment were in 
other sectors such as manufacturing and service. In 
examining the work-family interface among IT 
professionals, [57] reported that high levels of conflict 
(work-to-family and family-to-work conflict) among IT 
professionals had negative consequences in the different 
aspects of their work and family lives and emphasized the 
need for the availability of work-family policies and 
programs in helping IT professionals manage their 
conflicting work and family demands. 

2.2. Supervisor’s Role 
Due to the recent socio-economic changes, diverse 

family forms exist. In response to the challenges brought 
on by the demographic and structural changes in the 
family and a changing economy, organizations adopted 
family-friendly policies [24-42]. These family-friendly 
policies were designed to accommodate the needs of a 
diverse workforce [3]. According to neo-institutional 
theory [19], adopting family-friendly policies has an 
economic value (recruiting and retaining talented labor), 
and is also a means to maintaining legitimacy in a climate 
where incorporating family-friendly policies is normative. 
In this context, employers provide work-family benefits 
and policies to improve business efficiency [13] and to 
promote gender equality in the workplace [17]. 

Evidence suggests that adoption of formal family-
friendly policies at the organizational level does not 
necessarily equate to corresponding practices unless they 
are accompanied by a change in organizational norms and 
values regarding the appropriate interaction between work 
and family life [3-30]. For example, individuals who take 
advantage of family-friendly policies may face negative 
judgments regarding their lack of commitment to the 
organization [4,5,6,7,8]. Also, family-friendly benefits 
such as flexibility with respect to work hours, schedules 
and timing fall into the ambiguous category compared to 
other benefits such as health insurance or medical benefits 
[39]. When organizational policies are ambiguous, intra-
organizational interests shape policy usage. This implies 
that policy usage may vary across the organization and be 
constructed locally by supervisors [8]. Supervisors may 
provide support either by the by the presence of supportive 
behaviors (eg. provide information, instrumental aid, 
mentoring) or by the absence of non-supportive behaviors 
(eg. prevent use of family friendly programs and benefits 
by employees or favor employees that do not use these 
programs). 

Although there is ample research evidence that 
supervisor support is very important for subordinates’ 
work-family issues, not all supervisors are supportive of 
their subordinates at all times. This is due to the dual roles 
played by supervisors. On the one hand, supervisors 
represent the organization to their subordinates and on the 
other hand, they are employees themselves. As agents of 
the organization, supervisors communicate the organization’s 
goals and values to subordinates and evaluate subordinates’ 
performance. Subordinates’ organizational rewards (merit 
pay, skill training) and working conditions (greater 

autonomy, recognition from upper-level management) are 
contingent upon supervisor appraisals. According to 
organizational support theory, increasing supervisor 
support will be positively associated with increasing 
affective organizational commitment which would in turn 
have a decreasing effect on withdrawal behaviors and 
therefore attrition rates [21-48]. 

As employees, supervisors are people in the middle of 
the organizational hierarchy. A supervisor’s upward 
dyadic relationship is related to their downward dyadic 
relationship [14,23-61]. Greater organizational support 
and support from managers provides supervisors with 
greater access to organizational resources and are also 
related to supervisors’ ability to cut red tape, support 
innovation, create more opportunities and provide greater 
autonomy for subordinates [14,23-51]. Furthermore, [15] 
reported that supervisors’ awareness of organizational 
work-life programs and instrumentality perceptions were 
associated with the frequency of supervisors’ referrals to 
work-life programs. Therefore, when employees perceive 
their supervisor to have high status, it will be related to 
high levels of supervisor support for subordinates’ work-
family issues which will then create a favorable 
environment for the use of work-family benefits and 
policies. 

2.3. Family-friendly Policies  
Family-friendly policies are not new in India. Policies 

such as the Maternity Benefits Act (1961), Equal 
Remunerations Act (1971) and anti-sexual discrimination 
policies (1869; 1997) have been well established prior to 
the phenomenal growth of the IT-ITeS sector in India [47]. 
But the adoption of family-friendly policies such as job 
sharing, flex-time, telecommuting, counseling, gym and 
other wellness programs were first introduced by 
multinational corporations in the IT-ITeS sector in India 
[62]. Ostensibly, the goal of introducing these work-
family policies was to reduce job stress and promote 
gender equality [29] thereby controlling somewhat for 
high attrition rates (as these incentives were linked to 
employee loyalty); still it was the “bottom line” that was 
the driving force behind these policy initiatives. In a study 
of employees working in ITeS sector in India, [46] 
reported that the use of family-friendly benefits and 
policies was not a right or entitlement for the employee 
but was contingent more on the discretion of the 
supervisor/manager despite the fact that the use of family-
friendly policies and programs had been reported to be 
effective in helping employees balance their work and 
family lives. For example, in a qualitative study of 13 
women IT professionals in India, [63] reported that the 
respondents were able to balance their work and family 
responsibilities because of the formal policies and 
programs (such as maternity benefits, paid leave for 
personal/sick leave, telecommuting, flex-time, etc.) and 
informal supports (such as supervisor support and co-
worker support) that had been available to them at the 
workplace.  

In conclusion, it is seen that most of the research on 
organizational commitment in India has focused on 
employees in sectors such as manufacturing and service 
sector. There is a need to examine the antecedents of 
organizational commitment and wellbeing among IT 
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professionals because of their unique work environment 
such as adoption of novel technologies, high job demand 
and work stress, work with teams aboard (which then 
requires them to work long hours to match international 
time differences). Although organizations provide family-
friendly policies and benefits to IT professionals in India 
in managing their work and family responsibilities [62], 
their use is contingent on a supervisor’s discretion [46]. 
This study extends previous research by examining the 
relationship between supervisor status, employees’ health 
and organizational commitment as also the mediating role 
of supervisor support, and the availability and use of 
work-family policies among employees in the knowledge 
based IT industry in India (Refer Figure 1 for the 
conceptual model).  

 

Figure 1. Conceptual model 

3. Methodology 

3.1. Research Design 
Data for this study comes from a larger study of 

employees in the IT-ITeS sector in India. Human 
resources managers of various IT-ITeS firms in south and 
western India were contacted and permission to recruit 
participants was obtained. Due to heightened security in 
the IT-ITeS firms, the investigator was allowed access to 
the reception area and cafeteria. Research participants 
were recruited from the cafeteria when they were there for 
their break periods. Snowball technique was also used to 
recruit participants for the study. A total of 804 
respondents participated in the study but only 774 
returned usable surveys (thirty people completed only a 
page of the survey and could not be used in the study; as 
the information available was very limited it was not 
possible to evaluate if the people who did not complete the 
full survey were significantly different from those who 
did). The final sample for this investigation comprised of 
359 individuals who self-identified themselves as IT 
professionals. Participants had the option to use the survey 
in either electronic format or paper-pencil format.  

3.2. Sample 
A majority of the respondents surveyed were male 

(81 %); 70% of the respondents reported as being single, 
29% reported as being married and 1% reported as being 
divorced/separated. Regarding living arrangement, 19% of 
the sample reported as living in extended family and 81% 
of the respondents reported as living in nuclear family that 

is, living with parents and siblings if one was single and 
living with spouse and/or children if one was married. 
This was a relatively young sample; the mean age of the 
respondents was 26.86 years (S. D. = 5.95). Total work 
experience reported was 3.72 years on average and tenure 
on the current job was 2.39 years on average. These 
findings are similar to those reported in the literature 
[6,31,32,43,55-63] wherein employees in the knowledge-
based IT-ITeS Sector in India tend to be relatively young 
in age. 

3.3. Measures 
The measures used in this study as listed below. 

3.3.1. Supervisor Status 
Supervisor status was measured as a report of 

employees’ perception of how much autonomy their 
supervisor had in the organization [21]. Response 
categories ranged from strongly disagree (coded 1) to 
strongly agree (coded 5) to the following statements - my 
company gives my supervisor the authority to try new 
things, my company supports decisions made by my 
supervisor, my company allows my supervisor to run 
things the way he/she wants, my company gives my 
supervisor the freedom to determine how to rate my work. 
A higher score indicated employees’ perception that their 
supervisor enjoyed greater autonomy in the workplace. 
The mean for supervisor support was 3.19, the standard 
deviation was 0.90 and scale reliability was 0.80. 

3.3.2. Supervisor Support 
A report of supervisor support for employees’ work-

family issues was obtained and included items from the 
National Study of the Changing Workforce [22] on 
supervisor support for work-family issues. Response 
categories ranged from strongly disagree (coded 1) to 
strongly agree (coded 5) to the following statements - my 
supervisor keeps me informed of the things I need to 
know to do my job well, my supervisor has expectations 
of my performance on the job that are realistic, my 
supervisor recognizes when I do a good job, my 
supervisor is understanding when I talk about my personal 
or family issues that affect my work, my supervisor really 
cares about the effects that my work demands have on my 
personal and family life, my supervisor listens to me and 
pays attention to my ideas and concerns, I feel 
comfortable bringing up personal or family issues with my 
supervisor, my supervisor accommodates me when I have 
family or personal business to take care of. A higher score 
indicated greater supervisor support for employees’ work-
family issues. The mean for supervisor support was 3.35, 
the standard deviation was 0.73 and scale reliability was 
0.83. 

3.3.3. Employees’ Knowledge and Use of Family-
friendly Policies 

The scales to measure participants’ knowledge on the 
availability of family-friendly policies and benefits as also 
the usage of these policies were from the National survey 
of dual earner couples in the sandwiched generation [16]. 
This scale was then given to two Human Resources 
Managers and five employees working in IT-ITeS firms in 
India for their feedback and to include in the final list, the 
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most commonly available family-friendly benefits/policies. 
Response categories included “yes” coded as 1 if they 
were aware of a particular family-friendly benefit/policy 
and/or if the respondent used a particular family-friendly 
benefit/policy. Similarly, “no” was coded as 0 if a 
respondent was unaware of a particular family-friendly 
benefit/policy and/or if they did not use the same. As there 
were 10 benefits/policies listed in the survey, they were 
added up and the total score ranged from 0-10. The mean 
was 6.97, standard deviation was 3.55, scale reliability 
was 0.86 for respondents’ knowledge on the availability of 
family-friendly policies and the mean was 3.57, standard 
deviation was 2.39, scale reliability was 0.73 for 
respondents’ reported use of family-friendly policies.  

3.3.4. Health 
The scale developed and standardized by [18] was used 

to measure employees’ self-reported health. This scale 
was then given to two Human Resources Managers and 
five employees working in IT-ITeS firms in India for their 
feedback. The final scale included eight items related to 
health such as “In the past two weeks how often did you - 
have trouble sleeping, have back pain, have severe 
headaches, have stomach pains due to hyperacidity or 
ulcer, etc.” response categories included Never (coded 1) 
to all the time (coded 5). The items were reverse coded so 
that a higher score indicated better state of self-reported 
physical health and well-being. The mean was 3.67, the 
standard deviation was 0.78 and scale reliability was 0.79. 

3.3.5. Organizational Commitment 
A report of respondents’ organizational commitment 

was obtained [2]. Response categories ranged from 
strongly disagree (coded 1) to strongly agree (coded 5) 
and some of the items included – I would be very happy to 
spend the rest of my work life with this current company, I 
think I could easily become attached to another company 
as I am to this one, I do not feel like 'part of the family' at 
my company, my company has a great deal of personal 
meaning for me, I do not feel a sense of belonging to my 
company, my company really cares about me, my 
company provides a supportive environment for workers. 
Some items were reverse coded such that a higher score 
indicated greater organizational commitment. The mean 
for organizational commitment was 3.29, the standard 
deviation was 0.61 and scale reliability was 0.76. 

3.4. Discussion of Findings 
Data cleaning and management was done using IBM 

SPSS Statistics and data analysis was done using IBM 
SPSS Amos 19. Structural equation modeling was done to 
test the hypotheses. Descriptive statistics such as the 
means, standard deviations, reliabilities and correlations of 
the variables included in the study are reported in Table 1. 

On average, IT professionals in India reported better 
health (mean = 3.67, standard deviation = 0.78) and 
supervisor support (mean = 3.35, standard deviation = 
0.73) and a moderately high organizational commitment 
(mean = 3.29, standard deviation = 0.61) and supervisor 
status (mean = 3.19, standard deviation = 0.90). While 
knowledge of the availability of work-family benefits and 
policies was high (mean = 6.97, standard deviation = 3.55), 
usage of work-family benefits and policies was lower 

(mean = 3.57, standard deviation = 2.39). The reliability 
coefficients of the variables included in the study ranged 
from 0.73 to 0.86 which meets the minimum acceptable 
criterion. Among the 15 inter-correlations between the 
variables included in the study, 3 were not significant, 2 
were found to be significant (p < 0.05) and 10 were found 
to be significant (p < 0.01). For variables with a high 
correlation between them, for e.g. respondents’ knowledge 
on the availability of work-family policies and benefits 
and respondents’ use of work-family policies and benefits 
(r = .62, p < 0.01) a test for multi-collinearity was done. 
As the tolerance values were in the acceptable range [38], 
they were included in the model. 

Table 1. Inter-correlations of Variables (N = 359) 
 Variables 1 2 3 4 5 6 

1. Organizational 
commitment -      

2. Health .07 -     

3. 

Knowledge of 
work-family 

policy 
availability 

.33** .09 -    

4. Work-family 
policy usage .18** .15** .62** -   

5. Supervisor has 
autonomy .56** .11* .41** .18** -  

6. Supervisor 
support .50** .05 .29** .13* .51** - 

 M 3.29 3.67 6.97 3.57 3.19 3.35 

 S. D. .61 .78 3.55 2.39 .90 .73 

 Range 1-5 1-5 1-10 1-10 1-5 1-5 

 α .76 .79 .86 .73 .80 .83 
Note. * p < .05. ** p < .01. 

The relationship between supervisor status and 
employee’s health mediated by supervisor support and 
employees’ knowledge about the availability and use of 
family-friendly policies was assessed using AMOS 19 
software package [5]. In addition to the chi-square 
goodness of fit statistic, the Adjusted Goodness of Fit 
Index (AGFI), Comparative Fit Index (CFI), and the Root 
Square Mean Error of Approximation (RSMEA) were 
used to assess model fit. RSMEA values below .08 
indicate adequate parsimony in the model [27], a AGFI 
value over .95 indicates a good model fit [50] as does a 
CFI value over .93 [12].  

The initial model included supervisor status as an 
exogenous variable and employees’ organizational 
commitment and health as the two endogenous variables. 
Supervisor status was related to organizational 
commitment (β = .39), but not to employees’ health (β = -
.10); fit indices indicated a poor initial fit to the data: χ2 
(23) = 470.75, p < .01; AGFI = .64; CFI = .42; RMSEA 
= .23. The non-significant path was removed and the 
mediating variables were then included in the model. The 
model fit improved substantially with the inclusion of the 
mediating variables (supervisor support, knowledge and 
use of family-friendly policies) and was determined to be 
a good fit to the data: χ2 (18) = 43.96, p < .01; AGFI = .94; 
CFI = .97; RMSEA = 0.06. 

Hypotheses 1, 2, 4, 5, 6 were supported and there was 
partial support for hypothesis 8 but there was no support 
for hypotheses 3 and 7. Employees’ perceptions that their 
supervisor had autonomy (supervisor status) was 
significantly related to high supervisor support (Estimate 
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= 0.44, SE = 0.04, p < 0.01) and hypothesis 1 was 
supported. High supervisor support was significantly 
related to greater knowledge of work-family policies 
(Estimate = 0.78, SE = 0.25, p < 0.01) and hypothesis 2 
was supported. When employees perceived their 
supervisor to have high levels of autonomy (supervisor 
status), they reported greater knowledge of work-family 
policies (Estimate = 1.15, SE = 0.20, p < 0.01) and this 
relationship was statistically significant.  

 

Figure 2. Impact of supervisors’ autonomy and support on employees’ 
organizational commitment and health mediated by supervisor support, 
employees’ knowledge and use of work-family policies (N = 359) 

Greater knowledge of work-family policies was 
significantly related to greater use of work-family benefits 
(Estimate = 0.39, SE = 0.03, p < 0.01) and hypothesis 4 
was supported. Greater use of work-family benefits was 
significantly related to better health (Estimate = 0.08, SE 
= 0.01, p < 0.01) and hypothesis 5 was supported. 
Supervisor support was significantly related to 
organizational commitment (Estimate = 0.35, SE = 0.04, p 
< 0.01) and hypothesis 6 was supported. When employees 
perceived their supervisors to have greater autonomy 
(supervisor status), they reported higher organizational 
commitment (Estimate = 0.23, SE = 0.03, p < 0.01) and 
this relationship was statistically significant. Furthermore, 
supervisor has autonomy directly impacted two of the 
mediating variables: supervisor support (β = .54) and 
employees’ knowledge about availability of work-family 
policies (β = .32). The direct impact of supervisor has 
autonomy on employees’ organizational commitment was 
partially mediated by supervisor support (β = .35; Δ β 
= .04). There was partial support for hypothesis 8. Also, 
Knowledge about availability of family-friendly policies 
directly impacted employees’ use of family-friendly 
policies (β = .56) and indirectly mediated the impact of 
supervisor status on use of family-friendly policies (β 
= .24) and the impact of supervisor support on use of 
family-friendly policies (β = .10). Employees’ use of 
family-friendly policies directly and positively impacted 
employees’ health (β = .25), and indirectly mediated the 
impact of knowledge about availability of family-friendly 
policies on employees’ health (β = .14). 

4. Conclusions and Recommendations 
The phenomenal growth of the IT-ITeS sector put India 

on the global map and India is seen as an emerging 
economy. In a knowledge based industry such as the IT 

sector, employees are a valuable resource. Previous 
research on the antecedents and consequences of 
organizational commitment among IT professionals in 
India reported that high work-family conflict was related 
to high job burnout and low organizational commitment 
[55]. This study extends previous research by examining 
supervisor status, respondents’ health and organizational 
commitment among employees in the knowledge-based 
economy in India. Furthermore, the mediating role of 
supervisor support, and the availability and use of family-
friendly policies was also examined. 

As hypothesized, when employees perceived their 
supervisors to have greater autonomy (supervisor status), 
they reported higher organizational commitment. Moreover, 
the direct impact of supervisor has autonomy on employees’ 
organizational commitment was partially mediated by 
supervisor support. Salience of the supervisor’s role is 
well documented in the literature [26-55]. Reference [26] 
observed that frontline supervisors have a direct influence 
on subordinates’ workload and work-related stressors, 
which has an impact on the extent to which a 
subordinate’s work role interferes with his/her family 
role(s). Family-supportive organizational initiatives such 
as flexibility with respect to work hours, schedules and 
timing are contingent on the discretion of the supervisor. 
Furthermore, [55] reported that high work-family conflict 
was associated with low organizational commitment but 
social support in the workplace (including supervisor 
support) was found to mitigate the adverse effects of job 
burnout thereby leading to greater organizational 
commitment. 

Research on supervisor status and subordinates’ 
knowledge and use of work-family policies is sparse. In 
the current analysis we observed that supervisor status 
directly impacted two of the mediating variables: 
supervisor support and employees’ knowledge about 
availability of work-family policies. When employees 
perceived their supervisors to have greater autonomy, they 
reported greater supervisor support and they were more 
aware of family-friendly policies and benefits. Family-
friendly benefits such as flexibility with respect to work 
hours, schedules and timing fall into the ambiguous 
category [39]. When organizational policies are 
ambiguous, intra-organizational interests shape policy 
usage. This implies that policy usage may vary across the 
organization and be constructed locally by supervisors 
[8].Similar findings were reported by [46] in a study of 
employees working in call centers in India, wherein they 
reported that the use of family-friendly benefits and 
policies was not a right or entitlement for the employee 
but was contingent more on the discretion of the 
supervisor/manager. 

Scholars have speculated that when organizations 
implement offer family-friendly policies they will help 
employees to manage the conflicting demands of their 
work and personal/family life [32-57]. In the current 
analyses, it was observed that knowledge about 
availability of work-family policies directly impacted 
employees’ use of work-family policies. Moreover, 
employees’ use of work-family policies directly and 
positively impacted employees’ health, and indirectly 
mediated the impact of knowledge about availability of 
work-family policies on employees’ health. Similar 
findings were reported by [63] in a qualitative study of 13 
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women IT professionals in India. They reported that the 
respondents were able to balance their work and family 
responsibilities because of the formal policies and 
programs (such as maternity benefits, paid leave for 
personal/sick leave, telecommuting, flex-time, etc.) and 
informal supports (such as supervisor support and co-
worker support) that had been available to them at the 
workplace. 

This study is not without its share of limitations. First, 
measures of outcome variables need to be more nuanced. 
The measure of organizational commitment focused more 
on affective commitment than the other aspects of 
organizational commitment, such as, normative 
commitment and continuance commitment as also data on 
absenteeism and productivity. Future studies are needed to 
delve deeply into all three aspects of organizational 
commitment, namely, affective commitment, normative 
commitment and continuance commitment. Similarly, the 
measure of health focused on physical health. Future 
studies need to focus on all aspects of health, both 
physical health and psychological health. Second, data 
was collected from single informants, namely, IT 
professionals. Data from multiple informants such as co-
workers and supervisors will enrich our understanding of 
the phenomenon under study because family-friendly 
benefits fall into the ambiguous category [39] and when 
organizational policies are ambiguous, intra-
organizational interests shape policy usage and will be 
constructed locally by supervisors and co-workers [8]. 
Moreover, IT professionals in India work with teams 
abroad thereby working in a virtual environment. What is 
the role of this virtual co-worker support? Third, this 
survey used a cross-sectional research design; 
consequently causal statements cannot be made. Future 
studies need to use a longitudinal design so that causality 
can be established. Moreover, snowball technique was 
used as a sampling technique which limits generalization 
of results. Fourth, surveys need to be complemented with 
other methods of data collection such as observation, 
event sampling method. Fifth, future studies need to 
compare how supervisor support and family-friendly 
policy use impact organizational commitment and health 
for employees who are single and those who are married 
and have established their own families. In the current 
study a majority of the respondents were male and living 
in nuclear families, that is, living with parents and siblings 
if one was single and living with spouse and/or children if 
one was married. Unlike in the West, employees who are 
single in India do not live alone but continue to live with 
their parents and siblings. The family responsibilities and 
time commitment for family roles will be very different 
when one is living with parents and siblings versus living 
with spouse and one’s own children and this need to be 
examined. Similarly, the situation of men and women will 
be very different and gender differences also need to be 
analyzed. Sixth, other sources of support that impact how 
one deals with stressful situations needs to be explored as 
they will impact one’s organizational commitment and 
health. Particularly in the Indian context, religiosity and 
spirituality play an important role in one’s life. Forty-eight 
percent of the respondents mentioned that they belonged 
to an organized religious group such as Saibaba, 
Swaminarayan sampradaya, Art of living, etc., which not 
only emphasize religiosity and spirituality but also provide 

social support for their members. Furthermore, a majority 
of the respondents mentioned talking to a religious leader 
or an elderly person (not parents) from the extended 
family or community as an important coping strategy in 
the face of adversity. The pathways through which these 
different sources of support (along with support at the 
workplace and extended family support) help employees 
cope with their work and family demands need to be 
systematically examined. 

In conclusion, India has emerged as the preferred 
destination for the knowledge-based service sector. To be 
at the forefront, organizations need to focus not only on 
growth, development and consolidation of business but 
also on programs and policies that would help retain their 
employees. Organizational policies need to focus more on 
high commitment work practices that would not only 
increase productivity but also help employees enjoy a 
better quality of life. In today’s global economy, work 
environments are highly stressful but when supervisors 
have greater autonomy, they are more supportive of their 
subordinates’ work-family issues. Supportive supervisors 
foster increased organizational commitment and better 
health in their subordinates by creating an environment 
that fosters the use of family-friendly benefits and policies. 
This is an important area that needs to be researched 
further as understanding the antecedents and consequences 
of organizational commitment and employee well-being 
can help design interventions that will lead to a better 
quality of life for all employees. 
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