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Amag: Arastirma hemsirelerin is aile yasam catigmasi diizeyinin is verimliligini ve is stresini nasil etkiledigini belirlemek
amactyla yapilmstir.

Yontem: Kesitsel olarak planlanan, Mayis-Temmuz 2018 tarihleri arasinda yapilan bu arastirmada evrenden 6rneklem segimine
gidilmemis olup bir devlet hastanesinde ¢alisan 231 hemsireden aragtirmaya katilmay1 kabul eden 95 hemsire ile yiiriitiilmiistiir.
Veriler tanitic1 bilgi formu, is aile yasam ¢atismasi 6lcegi, verimlilige iliskin tutum 6lgegi ve is stresi 6lgegi ile toplanmustir.
Verilerin analizi SPSS-22 istatistik paket programi kullanilarak yapilmigtir.

Bulgular: Hemsirelerin is-aile yasam c¢atigmasi Olgegi toplam puan ortalamasmin (3.34+0.90) orta diizeyde oldugu
goriilmektedir. Hemsirelerin verimlilige iligkin tutum 6lgegi toplam puan ortalamasinin (49.17+3.74) orta diizeyde oldugu
goriilmektedir. Hemsirelerin ddiillendirildiklerinde verimliliklerinin artti§1, ancak ¢alisma kosullart kotiilestikce
verimliliklerinin azaldigi, aile-is catigsmasinin ve is stresinin arttig1 bulunmustur. Ayrica aile-is ¢atigmasi ve is stresi arttikga
meslege bagliligin da arttig1 belirlenmistir.

Sonug¢: Meslege bagliligin yiiksek olmasi, bireyin yasaminda onceligi ise vermesi ve igini onemseyerek bir ruhsal denge
olusturarak mutlu olmaya calistigini diisiindiirmektedir. Bu ¢alismanin alanda hemsirelerin verimliligini arttirmaya ve is
stresini azaltmaya yonelik yapilabilecek sonraki calismalara katki saglayacagi sOylenebilir. Bu ¢alismanin daha biiyiik
gruplarda yapilmasi ve is-aile yasam dengesinin saglanmast i¢in i§ stresinin azaltilmasi ve verimliligin artirilmasina yonelik
girisimler yapilmasi dnerilmektedir.

Anahtar Kelimeler: Hemsire, Is-Aile Yasam Catigmasi, Verimlilik, Stres.

ABSTRACT

Objective: This study aims to determine how nurses' work-family life conflict level affects job productivity and work stress.
Method: This cross-sectional study was conducted between May and July 2018. No sampling was performed; the study was
conducted with 95 nurses who agreed to participate in the study among 231 nurses working in a public hospital. The data were
collected using the Socio-demographic form, Work-Family Life Conflict Scale, Attitude Scale on Productivity, and Work
Stress Scale. The data were analyzed using SPSS-22 statistical software.

Results: The nurses were found to have a moderate-level (3.34+0.90) mean score in the Work-Family Life Conflict Scale. They
were also found to receive a moderate-level score in the Attitude Scale on Productivity (49.17+3.74). However, it was found
that when the working conditions worsened, their productivity decreased and family-work life conflict and work stress
increased. In addition, dedication to the job was found to increase as the family-work conflict and work stress increased.
Conclusion: High dedication to the job indicates that individuals try to be happy by establishing a psychological balance by
giving priority to their work and by giving importance to their job. This study is believed to contribute to future studies that
aim to increase nurses' productivity and decrease their work stress. It is recommended to do this work in larger groups and to
make initiatives to reduce work stress and increase productivity in order to ensure work-family life balance.
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1. INTRODUCTION

Today's workers face rapid and important changes in terms of social and cultural
aspects. It seems that is not that easy to establish a good balance between work and private life,
and more specifically family life, on one hand, and to be happy in private life by spending more
time with family on the other hand. The reason for this is the constantly changing structure of
the work and family life areas (1). There are unwanted consequences of the conflicts caused by
the effects of work life on family life and the family life on work life (2). When the individual
or organizational consequences are considered, increasing work productivity and living away
from stress is of importance for a healthier and more quality life (3). The flexibility of work life
in terms of the place and time contexts and busy schedule of the work life are important sources
of stress, which is not limited to the work life and causes work and family lives to be mixed by
exceeding the lines (4-6).

Work and family life conflicts need to be managed effectively. In addition to the
personal happiness and life satisfaction of workers, work-family life conflicts can affect the job
stress, job satisfaction and organizational commitment levels that are important for the
businesses they work with (3-7).

Productivity, one of the most important issues highlighted by organizations and
countries, has been a topic that has been investigated with its different dimensions (8).
Productivity expresses the relationship between the outcome produced by a service system and
the input used to create this outcome; namely, how well sources are used (8). As to workforce
productivity, it is obtained by dividing the output by the amount of workforce used to produce
that output. Workforce productivity is reported to be affected by individual, psychological,
socio-cultural features of workers, technological knowledge and use, and political,
environmental, and organizational factors (8-10).

When modern hospitals are considered in terms of workforce productivity, the largest
part belongs to the services provided by nurses, forming 60% of hospital workers (11). Primary
factors that affect nurses' workforce productivity include the high number of patients per nurse,
duties apart from care, high amount of documentation work, work health, and lack of work
safety, workload, and work stress (12). Because it is directly related to the habits and
experiences of individuals, job stress is one of the important factors affecting variables such as
organizational commitment, job satisfaction, intention to quit and productivity (13-15). Slatten
found that role conflict, role burden, and job-family conflict that cause job stress have an
indirect effect on employee's perceived service quality through emotional satisfaction (16). This
study aims to identify how nurses' work-family life conflict level affects job productivity and
work stress. This study is believed to contribute to future studies that aim to increase nurses'
productivity and decrease their work stress.

Research Questions

- Is there a relationship between work-family life conflict level and work efficiency in
nurses?
Is there a relationship between work-family life conflict level and work stress in nurses?

Is There a relationship between work efficiency and work stress in nurses?
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2. METHOD

This study, which adopted a cross-sectional screening methodology, was conducted in
Agri Public Hospital located in Agri city center between May and July 2018. The target
population of the research consists of 198 active nurses out of 231 working in Agri Public
Hospital. No sampling was performed; the participants included 95 nurses who worked in Agri
Public Hospital and agreed to participate in the study.

Data Collection

After the participants were informed about the purpose of the study, data were collected
by the researcher from the nurses who volunteered to participate in the study at a time within
working hours as approved by Agri Public Hospital Administration. Data collection forms were
applied to the participants (between 08.00-16.00) and collected back approximately 20-25
minutes later.

Data Collection Tools

The Socio-demographic Form:

The form consisting of 9 questions prepared by the researcher in line with the relevant
literature (1,8,11); is composed of questions that aimed to collect information about gender,
age, marital status, working position, service, working status, duration of working in the service
they work, total duration of working, work-life.

Work-Family Life Conflict Scale:

The reliability and validity of the scale, which was originally developed by Netenmeyer
et al. (1996), by Efeoglu (2006) for our country to measure workers' work-family life conflict
levels was performed (17,18). The scale included two sub-scales (work-family conflict due to
work life and family-work conflict due to family life) and 10 items responded on a 5—point
Likert scale and aimed to identify work-family conflict caused by work life and family-work
conflict caused by family life. Increasing the total score indicates that the level of conflict has
increased. The Cronbach’s alpha values obtained in this study were 0.96 and 0.93 for the work-
family conflict and family-work life conflict aspects respectively.

Attitude Scale on Productivity:

The scale was developed by Goktepe (2010) to evaluate nurses’ attitudes toward
productivity and is responded on a 5-point Likert scale (11). The scale has 39 items and 5 sub-
scales; 21 items are scored negatively. The sub-scales are dedication to the job, working
conditions, demands of job, teamwork, and awarding. The scores are converted to 100 points,
and higher scores indicate more positive attitudes. This study identified Cronbach's alpha value
as 0.98.
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Work Stress Scale:

The scale was developed by House and Rizzo (1972); its reliability and validity were
performed by Efeoglu (2006) (18,19). The 7-item scale responded on a 5-point Likert scale
aims to measure psychological and psychosomatic symptoms related to the stress experienced
at work. Increasing the total score indicates that the stress level has increased. The scale
identifies how much the stress experienced at work occupies the mind. Reliability analysis alpha
values of the Work Stress Scale were found 0.94 in this study.

Data Analysis

The analysis of the data was done on the computer using the SPSS-22 statistical
software. Descriptive statistics, Kolmogorov-Smirnov, Mann-Whitney U, Kruskal-Wallis,
Linear regression, and Spearman correlation tests were used to evaluate the data. Explore and
normality plots with tests were used as descriptive statistical methods. Kolmogorov — Smirnov
test was used to test normality distribution with analytical tests. Since the Kolmogorov -
Smirnov test value was p <0.05, it was determined that the data were not distributed normally.
P <0.05 is considered significant in the study.

Ethical Considerations

Approval was obtained from Agri Ibrahim Cecen University Scientific Research Ethics
Committee (Date 06.06.2018, number 49), and written permission was obtained from the
institution where the study was conducted (local health authority). Necessary explanations were
made to the participants, and verbal consent was obtained from those who agreed to participate
in the study.

3. RESULTS

Table 1 demonstrates the demographic features of the nurses who participated in the
study. The table shows that 68,4% of the participating nurses were female, %53.7 were aged
between 24 and 29, 50.5% were single, 64.2% were permanent staff, and 35.8% were contracted
staff. Of all the nurses, 60.0% worked as service nurses, 38.9% worked in risk units (Emergency
Service, Intensive care), and 34.7% worked in surgery units. The total working duration for
46.3% was from 1 to 5 years, and the duration of working in their current clinic was 1 to 5 years
for 67.4%. Quality of work life was reported to be good by 54.7% of the nurses.

The nurses were found to have a moderate-level (3.34+0.90) mean score in the Work-
Family Life Conflict Scale (Table 2). An analysis of the sub-scale scores shows that the highest
mean score (3.38+0.88) was in the “Family-work Conflict” sub-scale, and the lowest mean
score was in the “Work-family Conflict” sub-scale (Table 2).

Analysis of Table 3 shows that: the nurses received a moderate-level score in the
Attitude Scale on Productivity (49.17+3.74). An analysis of the sub-scale scores indicated that
the highest mean score was in the “awarding” sub-scale (60.19+26.17), and the lowest score
was in the “working conditions” sub-scale (39.66+24.18). The nurses were found to have a
moderate-level mean score in the Work Stress Scale (3.37+0.86).
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Table 1. Frequency and Percentage Distributions of the Demographic Features of the Participating Nurses (n=95)

n %
Female 65 68.4
Gender Male 30 316
18-23 18 18.9
24-29 51 53.7
Age 30-35 18 18.9
36-41 6 6.3
42 and over 2 2.1
. Single 48 50.5
Marital Status
Married 47 49.5
Supervisor nurse 8 8.4
Working Position Service nurse 57 60.0
Other 30 31.6
Internal Medicine 12 12.6
Clinics 8 8.4
Service Surgical Unit 33 34.7
Risk Units (Emergency Service,
. 37 38.9
Intensive care)
Others (Education nurse, infection nurse,
oA 5 5.3
administrative duty nurses)
] Permanent Staff 61 64.2
Working status
Contracted Staff 34 35.8
Duration of working Less than 1 year 23 24.2
in the service they 1-5 years 64 67.4
work
6 years and more 8 8.4
Less than 1 year 16 16.8
) 1-5 years 44 46.3
Total duration of
working
6 years and more 35 36.8
Very good 3 3.2
. . Good 52 54.7
Work-Life Quality
Bad 29 30.5
Very bad 11 11.6
The results are expressed as number (n) and percent (%).
Table 2. Levels of Work-Family Life Conflict Scale and its Sub-scales
Minimum Maximum Mean Std. Deviation
Work-family Conflict 1.00 5.00 3.31 0.96
Family-Work Conflict 1.00 5.00 3.38 0.88
Scale Total 1.00 5.00 3.34 0.90

The results are expressed as mean and Standart deviation.
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Table 3. Levels of Attitude Scale on Productivity and its Sub-scales and Levels of Work Stress Scale

Minimum Maximum Mean Std.
Deviation

Dedication to the Job 18.75 87.50 57.33 18.73
Working Conditions 0.00 100.00 39.66 24.18
Demands of job 12.50 87.50 42.13 17.94
Leader-member relationships 25.00 78.13 55.62 14.25
Teamwork

Awarding 0.00 100.00 60.19 26.17
Scale Total 41.03 57.05 49.17 3.74

1.00 5.00 3.37 0.86

Scale total

The results are expressed as mean and Standart deviation.

As is seen in Table 4, was performed to identify the relationship between the
participating nurses’ work-family life conflict levels and attitudes toward productivity and work
stress levels. The results showed that there was a negative, significant relationship between the
participating nurses' work-family life conflict and attitudes towards productivity [r(95)=-0.255;
p<0.05]. An analysis of the sub-scales of both variables indicated both a negative and positive
relationship with each other (p<0.05). While the highest correlation was between the “Family-
Work Conflict” and “Working Conditions” sub-scales [r(95)= -0.525; p<0.05], the lowest
correlation was between the “Family-Work Conflict” and “Dedication to the Job” sub-scales
[r(95)=0.452; p<0.05]. No significant relationships were found between nurses' attitudes
towards productivity and work stress levels [r(95)= -0.190; p>0.05]. However, both negative
and positive, significant relationships were found between the Work Stress Scale and Attitude
Scale on Productivity sub-scales (p<0.05). While the highest correlation was with the
“Dedication to the Job” sub-scale [r(95)= 0.545; p<0.05], the lowest correlation was with the
“Working Conditions” sub-scale [r(95)= -0.517; p<0.05]. A positive and significant
relationship was found between nurses’ work-family life conflict levels and work stress levels
[r(95)= 0.777; p<0.05]. A positive, significant relationship was also found between work-
family life conflict and work stress sub-scales (p<0.05). The table shows that there was a higher
correlation between work stress and the "Family-Work Conflict" sub-scale [r(95)= 0.803;
p<0.05].
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Table 4. Correlation Test Results regarding the relationship between the Participating Nurses’ Attitudes towards
Productivity and Work-Family Conflict and Work Stress Levels

“» @ @) (4) ®) ® O @ © 9

(1) Attitudes r .
toward Efficiency
Total p -
r
(2) Dedication to -.046
the Job
P 660
T
(3) Working 539 -711
Conditions
H p .000* .029*
T
(4) Demands of 516 -761  -799
Job p .000* .000* .000*
(5) Leader- "' 186, 749 -811 -753
member
re?;;?g\i,h(;f;_ P 131 .000* .000* .000*

. -249 678 -852 -729 .822
(6) Awarding

p 015~ .000* .000* .000% .000*
(7) Work-family ' -255 454 -515 -463 467 505
life conflict total - — 075000~ _.000* 000 __.000* 000"
(8) Work-Family __r___-246 477 _-518 __-485 _ 464 508 959
Conflict p 016 .000*~ .000* .000% .000* .000* .000*
(9) Family-Work I  -278 452 -525 -463 483 495 932 812
Conflict p  .006* .000* .000* .000* .000* .000* .000* .000*
(10) Work Stress r -.190 545 -517 -.541 542 535 77 733 .803
Total p .065 .000* .000* .000* .000* .000* .000* .000* .000*

The results are expressed with Spearman Correlation Test.

The results of the Linear regression analysis performed to identify the family-work
conflict variable on the work stress variable are shown in Table 5 (p=.000<0.05; f=.884); the
results show that the family-work conflict variable has a statistically significant and positive
effect on the work stress variable. The results of the linear regression analysis performed for
identifying the effect of work-family conflict on the work stress variable (p=.000<0.05; p=.847)
showed that the effect of the work-family conflict variable on the work stress variable was
positive and statistically significant. The findings obtained from the linear regression analysis
performed to identify the family-work conflict variable on the attitudes towards productivity
variable (p=.004<0.05; p=-.291) showed that the effect of the family-work conflict variable on
attitudes toward productivity was statistically significant and negative. The results of the linear
regression analysis performed to identify the effect of work-family conflict variable on the
attitudes towards productivity (p=.011<0.05; p=-.261) indicated a statistically significant and
negative effect of work-family conflict on attitudes towards productivity variable. The results
of the linear regression analysis performed to identify the effect of the work stress variable on
the attitudes towards productivity (p=.009<0.05; p=-.268) variable indicated a statistically
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significant and negative effect of the work stress variable on the attitudes towards productivity
variable.

Table 5: Effect of Family-Work Conflict and Work-Family Conflict on Work Stress and Productivity and the
Effect of Work Stress on Productivity

\l\}aollnu-ztandardlzed b Eﬁgﬂig Standardized p Value tvalue igvr:;r I(Cpa)nce
Stable 456 .166 2.752 .007
Family-
Work .864 .047 .884 18.227 .000
Conflict
Stable .853 A71 4,988 .000
Work-
family 761 .049 .847 15.375 .000
conflict
Stable 53.343 1.465 36.405 .000
Family-
Work -1.232 419 -.291 -2.939 .004
Conflict
Stable 52.544 1.343 39.125 .000
Work-
family -1.015 .389 -.261 -2.610 011
conflict
Stable 53.098 1.506 35.263 .000
Work -1.161 432 268 2,688 009
stress

The results are expressed with linear regression.

4. DISCUSSION

The work-family life conflict level of the participating nurses was found to be at a
moderate level, and family-related conflicts were experienced more (Table 2).

Nurses' attitudes towards productivity were at a moderate level and their productivity
was found to increase when they were awarded at work environment; however, their
productivity decreased as their working conditions worsened (Table 3). The "awarding" sub-
scale was scored high, indicating that the nurses were satisfied with the salary they received,
their success was awarded, and hospital administrators behaved in an equal and fair way. Low
scores on working conditions are thought to be due to having more than one service in a service.

The work stress of the participating nurses was found to be at a moderate level (Table
3). An analysis of this finding together with the previous one suggests that the results support
each other.

A negative, significant relationship was found between the participating nurses’ work-
family life conflict and attitudes towards productivity. This study found that nurses’ attitudes
towards productivity increased with the decrease in their work-family life conflicts. In Taslak's
study with teachers, Hatam et al.'s study with nurses and paramedics, and Oztiirk's study with
nurses found that work-family life conflict affected productivity.

The highest correlation in the study was found between the “family-work conflict” and
“working conditions” sub-scales. In this regard, the result indicating that “family-work
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conflict” decreases as the “working conditions” improve is also in line with the other studies in
the literature (20-22). The lowest correlation was found to be between the "dedication to the
job™" and "family-work conflict" sub-scales. The study results show that nurses' “family-work
conflict" increases with the increase in the "dedication to the job™. The literature involves no
similar studies; this finding is considered to indicate that too much dedication to the profession
causes individuals to experience family-work conflict.

An analysis of the effect of family-work conflict and work-family conflict variables on
the attitudes toward productivity variable indicates a statistically significant and negative effect
of family-work conflict and work-family conflict variables on the attitudes toward productivity
variable (Table 5). The literature also reports similar results the statistically significant and
negative effect of family-work conflict and work-family conflict variables on the attitudes
toward productivity variable. (20-22).

No significant relationship was found between nurses’ attitudes towards productivity
and work stress levels. This finding indicates that there is no relationship between the nurses’
attitudes towards productivity and work stress levels. However, both negative and positive,
significant relationships were found between work stress and the Attitude Scale on Productivity
sub-scales (p<0.05). The lowest correlation was found between the work stress scale and the
"working conditions” sub-scale. This study found that improving individuals’ working
conditions decreased work stress. An analysis of the studies shows that the factors underlying
the work stress affected productivity indirectly (23-29). The highest correlation was found with
the "dedication to the job” sub-scale [r(95)= 0.545; p<0.05]. This finding indicates that nurses'
work stress was related to their dedication to the job; dedication to the job increased with the
increase in the work stress and decreased with the decrease in the work stress. The literature
was found to have no similar results, which was considered to result from individuals' sense of
belonging to the profession. In addition, if the positive side of stress is considered, it can be
concluded that dedication to the job increases with the increase in the importance given to the
job.

An analysis of the effect of the work stress variable on the attitudes towards productivity
showed that the work stress variable had a statistically significant and negative effect on the
attitudes towards productivity variable (Table 5). The literature also reports similar results the
work stress variable had a statistically significant and negative effect on the attitudes towards
productivity variable (23-29).

An analysis of the relationship between nurses' work-family life conflict levels and work
stress showed that there was a positive and significant relationship between work-family life
conflict levels and work stress, and work stress decreased as the work-family life conflict
decreased. This study found that there was a higher correlation between work stress and the
"family-work conflict” sub-scale, and work stress increased especially with the increase in
family-related conflicts (Table 4). The number of women in this study was higher, and due to
working, they had more responsibilities than men in terms of cultural factors, which is
considered to have effects on the results. Similarly, Efeoglu (2006) reported that work-family
life conflict had positive effects on work stress (14). The literature also reports similar results a
positive and significant relationship between work-family life conflict levels and work stress,
and work stress decreased as the work-family life conflict decreased. (4,5,30-33).
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An analysis of the family-work conflict and work-family conflict variables on the work
stress variable indicated that there was a statistically significant and positive effect of work-
family conflict variables on the work stress variable (Table 5) The literature also reports similar
results a statistically significant and positive effect of work-family conflict variables on the
work stress variable (1,2,30-33).

5. CONCLUSION

Work-family life conflict, attitudes towards productivity, and work stress levels of the
participating nurses were found to be at a moderate level. Nurses' productivity was found to
increase when they were awarded, but their productivity was found to decrease and family-
work conflict and work stress increased when their working conditions worsened. In addition,
dedication to the job was found to increase as family-work conflict and work stress conflict
increased. High dedication to the job indicates that individuals try to be happy by establishing
a psychological balance by giving priority to their work and by giving importance to their job.

This study is believed to contribute to future studies that aim to increase nurses'
productivity and decrease their work stress. It is recommended to do this work in larger groups
and to make initiatives to reduce work stress and increase productivity in order to ensure work-
family life balance.
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