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CrossMark

Orientation: Many employees find it difficult to balance their role in family and work. For the
organisation to be successful in achieving its goals, management must be fully aware of the
employee’s needs as well as responsibilities towards the employee’s family.

Research purpose: This study aimed to analyse the effect of work—family conflict on work-life
balance, the effect of work—family conflict on performance, the effect of work-life balance on
performance and the effect of work—family conflict on employee performance through work-
life balance as the intervening variable.

Research approach/design and method: The population of this study comprised all taxation
civil services in The Solo Region totaling 694 participants. A sample of 254 people. The primary
data was obtained through questionnaires distributed to respondents. This research employed
the partial least square analysis method.

Main findings: Work-family conflict had a negative and significant effect on work-life balance
and performance. Work-life balance had a positive and significant effect on employee
performance. Work—family conflict showed a negative and significant effect on employee
performance through work-life balance.

Practical/managerial implications: In an effort to minimise the possibility of work—family
conflict, employees should remain knowledgeable in balancing the fulfilment of role demands
in work and life domains. The organisation is expected to create a comfortable and supportive
work atmosphere in order to avoid employee role conflicts efficiently.

Contribution/value-add: This study provides a new contribution to proving the theory of the
relationship between work—family conflict, work-life balance and individual performance.

Keywords: work-life balance; work-family conflict; employee performance; working hours

Introduction

Work and family are essential parts of an employee’s life that may cause conflict. Employee
conflict between their role in the family and role in work is termed work—family conflict. Many
employees find it difficult to balance their role in family and work, especially during long
working hours and in elaborate organisations (Lingard & Francis, 2012; Znidarsi¢ & Bernik,
2021). The management may assume this is a personal problem for each employee, yet the
family is a fundamental part of society, in which traditional management theory that divides
family problems from work problems is no longer relevant. Work—family conflict experienced
by employees is a stressor that leads to a decrease in employee welfare, so it affects employee
performance and ultimately organisational performance (Lingard & Francis, 2006). Work-
family conflict is experienced by all employees, regardless of gender. Although male and female
employees have different roles in the family, they are assigned to the same role in the work
setting. For the organisation to be successful in achieving its goals, management must be fully
aware of the employee’s needs as well as responsibilities towards the employee’s family.
Management is expected to make policies based on social justice for employees and effectiveness
for the sake of the organisation.

Work-family conflict is a form of dual role conflict, in which role pressures in work and family are
not aligned (Breyer & Bluemke, 2016). Work—family conflict is an inter-role conflict that occurs
when the energy and time devoted, the tension experienced and the expected behaviour in the
role at work perplex employees to fulfil their role obligations in the family (Gunaprasida &
Wibowo, 2019). Employees with work—family conflicts will attempt to find solutions to reduce the
impact of the conflict. According to Lingard and Francis (2006), the solution is to seek support
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from superiors, coworkers and organisations so that they are
able to balance roles and responsibilities at work and in the
family. The organisation as a setting to work stabilises roles
andresponsibilitiesby providing supportand accommodating
the interests of employees outside the organisation.

Work-life balance has become one of the most interesting
topics in academic, business, political and social contexts.
According to Osoian, Lazar and Raiu (2009), this
phenomenon emerges in response to demographic, economic
and cultural changes such as the increasing integration of
women in the workplace, the increasing number of partners
working outside the home or the transformation of family
structures, following the population growth, technological
advances, declining birth rates and the need to improve
human resource management. These social, economic and
political changes have involved organisations in work, family
and personal life issues. Work-life balance emerged as a
response to work-family conflict (Osorio, Aguado & Villar,
2014).

In this case, the organisation should implement a proactive
approach to work-life balance practices (Gémez & Marti,
2004), create a flexible structure for environmental change
and contribute to increasing individual life satisfaction (Ahn,
2005). Work-life balance as a human resource policy is
deemed a major challenge for organisational leaders, which
can be a source of competitive advantage. As an effort to
obtain committed and highly motivated employees, work-
life balance policies help retain skilled employees in the
organisation (Konrad & Managel, 2000) and are expected to
improve employee performance.

If an employee can achieve a state of balance between work
and family life, they will experience smaller overloads roles,
carry out bigger roles easily, have lower depression rates,
increase the achievement of organisational goals, cut
unnecessary expenditures, improve the organisation they are
in and experience increased job satisfaction (Clark, 2000).
Work-life balance positively affects organisational
commitment (Rumangkit & Zuriana, 2019), and it has a
positive impact on employees, such as increasing the
motivation, reducing job stress, creating higher productivity
and minimising turnover rates (Johari, Yean & Tjik, 2018).

However, when employees are unable to achieve a work-life
balance, the consequences are reduced job satisfaction, poor
productivity and performance, lower organisational
commitment, inferior career ambitions and success, increased
absenteeism and intention to resign, burnout, work stress,
poor physiological and psychological health and declined
performance in personal and family life (Shobitha & Sudarsan,
2014). Work-life balance is important in the continuity of an
organisation; thus, further research is required.

Work—family conflict is a form of dual role conflict in which
the role pressures in work and family are not aligned in
several ways. Meanwhile, work-life balance is a balance
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between individual life in carrying out each role, both work
life and personal life. The lack of conflicts that occur makes
employees more capable to manage themselves to balance
the various roles they have, so they can achieve work-life
balance, thereby increasing productivity or performance. The
main objective of this study is to analyse the effect of work-
family conflict on employee performance through work-life
balance as an intervening variable.

Theoretical framework
Employee performance

Sapada (2017) and Sarini et al. (2020) define employee
performance as the result of an individual’s work in terms of
quality and quantity during a particular period of working
according to the assigned responsibilities. According to Sopiah
(2016), performance is work achieved by a person in carrying
out the tasks assigned to him or her based on skills, experience,
keenness and time. Performance is an actual behaviour
displayed by an individual as work performance by employees
according to his or her role in the agency. The success of the
organisation relies on the performance of the actors within the
organisation. Each work unit in an organisation must be
assessed for its performance so that the performance of human
resources in the units of an organisation can be assessed
objectively. Based on Samwel (2018) interpretation,
performance is defined as a level in which employees meet or
achieve the specified work requirements, while performance
appraisal is a process in which employee contributions to the
organisation are assessed over a period of time.

Based on several definitions of performance, it can be
determined that performance is the result of work achieved
by an employee or worker in carrying out his or her
functions given the assigned responsibilities. Maryani,
Entang and Tukiran (2021) suggest that performance
appraisal is done by taking into account several aspects,
comprising the following:

1. Quality of work is the work accuracy, work thoroughness
and work competence to achieve results without
neglecting the workload. Good work quality minimises
the error rate in completing work and produces beneficial
work productivity for the success and progress of the
organisation.

2. The quantity of work is the workload completed under
normal circumstances. The quantity of work is perceived
from the types of work carried out simultaneously with
effective and efficient fashion according to organisational
goals.

3. Responsibility can be viewed based on employee
responsibility for the results of their work, the
infrastructure at work and employee behaviour at work.

4. Initiative is the employee’s ability to analyse a problem,
assess, create and make decisions in the face of problems.

5. Cooperation is the employee’s ability to actively
participate and be ready to work with peers, either with
superiors or with coworkers, in order to achieve better
results.
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6. Compliance is the employee’s ability to abide by all
regulations in the organisation and work according to the
instructions.

There are four indicators to measure performance (Alexandro,
2021), which include the following:

1. Quantity: This is measured from employee perception of
the assigned activities and their results.

2. Quality: It is measured by employee perception of the
quality of the work produced and the perfection of tasks
on employee skill and ability. The results of the work that
has been completed are almost perfect or close to expected
work goals.

3. Punctuality: It is measured from the employee perception
of an activity completed from the beginning to output —
completing the task successfully in the designated time
and optimising available time for other activities.

4. Effectiveness: This means optimising the use of resources
and time available to the organisation in order to increase
profits and reduce losses.

Work-family conflict

Chang, Zhou, Wang and Heredero (2017) state that work-
family conflict is a role conflict between two significant
domains. These domains are family domain and work domain.
Work—family conflict is a result of a dual role between role as
a worker at work and role as spouse or parents in the family.

Those who have roles at work and in the family encounter
two different role demands. Netemeyer, Boles and
McMurrian (1996) further explain that there are five main
demands in a role that each individual possesses. The five
demands are responsibility, requirements, expectations,
duties and commitments. Roles in the family have different
responsibilities, requirements, expectations, duties and
commitments compared to those of work.

Chang et al. (2017) suggest that every individual requires
physical and psychological resources to fulfil these demands.
Therefore, when they feel that resources cannot guarantee
these demands, there will be a conflict arising between
work and family.

Frone, Russell and Cooper (1994) elaborate that married
people will prioritise their roles in the family over work. Those
who focus more on roles in the family than roles in work will
devote more time, energy and thoughts to perform their roles
in the family. Problems may emerge when the role at work
also demands time, energy and thought from them. This
happens as an outcome of roles at work and in the family not
supporting one another, or in the worst case, they contradict
each other (Frone et al.,, 1994). Meanwhile, the resources
owned by individuals in the form of time, energy and thoughts
to meet the demands of work and family are limited.

Amran et al. (2021) assert that there are three main forms of
work-family conflict, which include the following (see Table 1):
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1. Time-based conflict. This is a conflict because the time
spent in one role interferes with the time that should be
allocated in another role. For example, the night shift will
force a person not to attend to family events at night.

2. Strain-based conflict. This is a conflict due to the tension
experienced by the individual in carrying out one role
which affects other roles negatively. For instance, a person
who has just received a strong reprimand or complaint
from a customer at work will feel depressed or tense, so
that once a person reaches home it will be difficult for him
or her to act casually with the spouse or children.

3. Behaviour-based conflict. This is a conflict because of
differences in behavioural demands between roles in
work and family. For example, a police officer who faces
a crime must behave firmly and even ruthlessly, which
may trigger conflict when this behaviour is brought into
the family context.

According to Chang et al. (2017), each of the three forms of
work—family conflicts entails two directions: (1) conflict
arises because work interferes with family, known as work
interfering with family (WIF) and (2) conflict arises because
family interferes with work, or family interfering with work
(FIW). The combination of the three forms and the two
directions will yield six dimensions of work—family conflict,
which are as follows: (a) time-based WIF, (b) time-based
FIW, (c) strain-based WIF, (d) strain-based FIW, (e)
behaviour-based WIF and (f) behaviour-based FIW.

Work-life balance

Daipuria and Kakar (2013) state that work-life balance is
a balance between work and life, feeling comfortable at
work and having a commitment to family. The concept of
work-life balance implies that work life and personal life must
complement each other and must be balanced in order to
avoid work-life conflicts. Yuile, Chang, Gudmundsson and
Sawang (2011) define work-life balance as the state of an
individual who can manage real or potential conflicts in
various demands of different roles using time and energy they
have so that they can achieve prosperity and self-fulfilment.

According to Johari et al. (2018), someone who has good
potential expects to work in a reputable company or
institution and applies the concept of work-life balance. The
balance between time and energy for work and personal
activities by a person is an effort to achieve harmonious life
in connection with work-life balance. Lazar, Osoian and
Ratiu (2010) argue that work-life balance is the achievement
of meaningful enjoyment of life; a better work-life balance is
when all work is done perceptively, making more work
completed in a brief time. In the most scope of business,
work-life balance is perceived as a new opportunity in
human resource management (Osorio et al, 2014).
Organisations must be conscious of employee needs and
provide them with flexibility, allowing them to combine
work and personal spheres to meet professional and personal
goals (Osorio et al., 2014).
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TABLE 1: Dimensions of work—family conflict.
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Variable/Dimension

Directions of work—family conflict

Work interfering with family (WIF)

Family interfering with work (FIW)

Forms of work—family conflict

Time Time-based work interfering with family
Strain Strain-based work interfering with family
Behavioural Behavioural-based work interfering with family

Time-based family interfering with work
Strain-based family interfering with work

Behavioural-based family interfering with work

Source: Chang, X., Zhou, Y., Wang, C. & Heredero, C.D.P. (2017). How do work-family balance practices affect work-family conflict? The differential roles of work stress. Frontiers of

Business Research in China, 11(8), 1-22. https://doi.org/10.1186/s11782-017-0008-4

The application of the right work-life balance policy provides
greater autonomy for employees to manage the work and
nonwork domains in their lives (Wheatley, 2012). Byrne
(2005) also explains that someone who achieves work-life
balance will rarely experience conflict between the ‘work’
and ‘nonwork” domains and will find satisfaction in their life,
be it in work roles or other roles, so their motivation and
productivity at work will improve. Based on the
understanding, it can be determined that work-life balance is
a balance between individual live in carrying out each role,
both work life and personal life, to avoid conflicts between
roles and achieve life satisfaction in each role.

Research conducted by Aryateja, Susita and Sebayang (2021)
proved a more relevant and valid measure in assessing
work-life balance based on four dimensions, including:

1. Work Interference with Personal Life (WIPL). Based on
role theory and resource conservation theory, WIPL is a
work stressor. This dimension is assessed from how a job
interferes with personal life. For example, frequent extra
working hours will impede a person’s ability to manage
time to do things outside of their work or personal life.

2. Personal Life Interference with Work (PLIW). This
dimension is seen from how personal life interferes with
one’s work life. For example, personal problems make a
person unable to concentrate at work, resulting in poor
performance at work.

3. Work Enhancement of Personal Life (WEPL). This
dimension is viewed from how work improves the
quality of a personal life. For example, the skills and
experience gained in the work setting are used to deal
with problems in personal life.

4. Personal Life Enhancement of Work (PLEW). This
dimension is seen from how personal life increases one’s
ability to work. For example, pleasant things that happen
in one’s personal life will add to one’s enthusiasm to
perform better.

Research methods

This research is quantitative in nature. Creswell and Plano
(2018) interpret quantitative research as the process of
collecting and analysing numerical data. It is used to find
patterns and means, make prediction, test causal relationships
and generalise research results to a wider population. In
quantitative research, the researcher analyses data by
considering symptoms that have certain characteristics in
human life called variables.
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The population of this research was all tax civil services
in the Greater Solo area, totalling 694 participants.
The sample in this study involved 254 participants who
were selected based on the calculation of Slovin’s formula. This
study employed primary data obtained from survey results
through the questionnaire distributed to respondents.

This research uses the partial least square (PLS) analysis
method with the SmartPLS program. The PLS is one of the
structural equation modelling (SEM) techniques that can
analyse latent variables, indicators and measurement errors
directly. Partial least square analysis is a combination of
confirmatory factor analysis (CFA), regression analysis and
path analysis. (Hair, Howard and Nitzl 2020).

Research results and discussion

The number of respondents in this study was 254 employees,
of which 65.35% were male and 34.65% were female. As
many as 72.44% were implementers and 27.56% of
respondents worked as functional employees. Based on the
age category, 7.09% were 25 years or younger, 11.42% were
26-30 years, 20.08% were 31-35 years, 23.62% were 36—40
years, 16.54% fell between the 41 and 45 years age range,
12.99% were 46-50 years and 8.27% were over 50 years of age.

As many as 87.80% of respondents were married, and 12.20%
were single. Of those who were married, 85.83% had children,
and the remaining 14.17% did not have children. Furthermore,
61.81% of respondents lived with family, parents or siblings,
and 38.19% did not live with family, parents or siblings. A total
of 47.64% of respondents had employed partners (husband or
wife), and 52.36% had unemployed partners (husband or wife).
A total of 17.32% of respondents had other sources of income,
and the majority of 82.68% did not have other sources of income.
A total of 43.70% were active in community activities, and the
other 56.30% were not active in community activities.

Only 24.41% of respondents obtained a diploma, 52.36% had
undergraduate degrees (S-1), 21.26% obtained master’s
degrees (5-2) and 1.97% had other educational backgrounds.
A total of 7.87% of respondents worked for less than 5 years,
17.72% for 5-10 years, 24.02% for 11-15 years, 20.87% for
16-20 years and 29.53% more than 20 years.

Path diagram

The path diagram of the effect of work—family conflict on
work-life balance and employee performance is illustrated in
Figure 1.
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FIGURE 1: Path diagram.

Evaluation of measurement model

Convergent validity

Convergent Validity is to determine whether the dimension
is valid in measuring variables. A dimension is deemed valid
in measuring the variable if the loading factor is positive and
greater than 0.6.

The results of the measurement of the work-family conflict
variable using six dimensions indicate that all dimensions
had a loading factor greater than 0.6; thus, the dimensions
are valid (see Table 2). The strain-based work interfering
with the family (X3) dimension yielded the largest loading
factor, which was 0.819. It means that the strain-based work
interfering with the family (X3) dimension is the most
dominant dimension in measuring the work-family conflict
variable with a representation level of 81.9%.

The results of the measurement of the work-life balance
variable using four dimensions denote that all dimensions had
a loading factor greater than 0.6, thus showing that the
dimensions are valid. The dimension of WEPL (Z3) obtained
the largest loading factor, which was 0.791. It implies that the
dimension of WEPL (Z3) is the most dominant dimension
in measuring the work-life balance variable with a
representation level of 79.1%.

The results of measuring employee performance variables
using seven dimensions show that the entire dimensions
measuring employee performance variables produced a
loading factor greater than 0.6; hence, it is deemed valid
(see Table 4). The dimension of work quality (Y2) produced
the largest loading factor, which was 0.908. It implies that the
dimension of work quality (Y2) was the most dominant
dimension in measuring employee performance variables,
with a representation level of 90.8%.

Besides using loading factors, the assessment can be seen
through the average variance extracted (AVE). An instrument
is declared to meet the convergent validity test if it has an
AVE above 0.5 (see Table 3).
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TABLE 2: Convergent validity test results.

Variable Dimension Loading factor Standard error T-Statistics
Work—family X1 0.784 0.031 25.441
conflict
X2 0.796 0.034 23.770
X3 0.819 0.022 36.616
X4 0.777 0.031 24.710
X5 0.804 0.031 26.225
X6 0.782 0.037 20.913
Work-life 71 0.744 0.054 13.742
balance
72 0.746 0.035 21.537
z3 0.791 0.031 25.853
z4 0.726 0.041 17.593
Employee Y1 0.878 0.018 48.455
performance
Y2 0.908 0.020 45.090
Y3 0.828 0.041 20.171
Y4 0.786 0.031 24.969
Y5 0.735 0.050 14.796
Y6 0.833 0.031 27.231
Y7 0.782 0.041 19.160

The value of AVE on the variables of work—family conflict,
work-life balance and employee performance was greater
than 0.5. Based on the calculation of AVE, all dimensions
measuring work—family conflict, work-life balance and
employee performance variables are declared valid.

Discriminant validity

Discriminant validity is calculated using cross-loading, with
the criteria that if the loading factor value is greater than the
correlation between the dimensions and other variables, then
the dimension is valid.

Overall, the dimensions that measure the variables of
work—family conflict, work-life balance, and employee
performance obtained a loading factor greater than the
cross-loading of other variables. Therefore, the dimensions
are valid.

Reliability test

The calculations used to test the reliability of the constructs
are Cronbach’s alpha and composite reliability. The test
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TABLE 3: Average variance extracted.
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TABLE 5: Composite reliability and Cronbach’s alpha calculation results.

Variable AVE Variable Composite reliability Cronbach’s alpha
Work—family conflict 0.630 Work—family conflict 0.911 0.883
Work-life balance 0.566 Work-life balance 0.839 0.744
Employee performance 0.678 Employee performance 0.936 0.920

AVE, average variance extracted.

TABLE 4: Cross-loading calculation results.

Indicator Employee performance Work-life balance  Work—family conflict

X1 -0.326 -0.544 0.784
X2 -0.300 -0.528 0.796
X3 -0.362 -0.625 0.819
X4 -0.308 -0.494 0.777
X5 -0.424 -0.493 0.804
X6 -0.409 -0.469 0.782
71 0.164 0.744 -0.572
72 0.296 0.746 -0.542
73 0.379 0.791 -0.506
4 0.471 0.726 -0.380
Y1 0.878 0.375 -0.378
Y2 0.908 0.422 -0.418
Y3 0.828 0.351 -0.367
Y4 0.786 0.304 -0.261
Y5 0.735 0.325 -0.381
Y6 0.833 0.365 -0.381
Y7 0.782 0.356 -0.369

Note: The values in bold in table 4 show a set of indicators representing one latent variable
and the underlying variable.

criteria state that if the composite reliability is greater than
0.7 and Cronbach’s alpha is greater than 0.6, then the
construct is reliable (see Table 5).

The value of composite reliability on the variables of work-
family conflict, work-life balance, and employee performance
was greater than 0.7, so all dimensions are reliable.
Furthermore, the value of Cronbach’s alpha on the variables
of work—family conflict, work-life balance and employee
performance was greater than 0.6, meaning all dimensions
are deemed reliable.

Goodness-of-fit model

The goodness-of-fit model is used to determine the ability of
endogenous variables to explain the heterogeneity of exogenous
variables, or in other words, to determine the significance of the
contribution of exogenous variables to endogenous variables.
The goodness-of-fit model in PLS analysis was performed
using R-square and O-square predictive relevance (Q2).

The R-square of the work-life balance variable was 0.442. It
signifies that the heterogeneity of work-life balance variable
can be explained by the work-family conflict variable with
44.2%. In other words, the contribution of work-family
conflict to work-life balance was 44.2%, while the remaining
55.8% was the contribution of other variables that were not
discussed in this study (see Table 6).

Next, the R-square of the employee performance variable
was 0.235. This indicates that the heterogeneity of employee
performance variable can be explained by the work-family

http://www.sajhrm.co.za . Open Access

TABLE 6: Goodness-of-fit model results.

Endogenous R-Square
Work-life balance 0.442
Employee performance 0.235

O-Square =1-[(1-R?) (1-R )]
0-Square = 1 —[(1-0.442) (1-0.235)] = 0.573

conflict and work-life balance variables with 23.5%. In other
words, the contribution of work—family conflict and work-
life balance to employee performance was 23.5%, while the
remaining 76.5% were the contribution of other variables that
were not discussed in this study.

The Q-square predictive relevance value obtained was 0.573.
This implies that the heterogeneity of employee performance
variable can be explained by the work-family conflict and
work-life balance variables (direct effect and indirect effect)
of 57.3%. In other words, the contribution of work-family
conflict and work-life balance to employee performance was
57.3%, while the remaining 42.7% was the contribution of
other variables that were not discussed in this study.

Direct effect hypothesis testing

Testing the direct effect hypothesis is employed to test
whether there is an effect of exogenous variables on
endogenous variables. The test criteria state that if the
probability level of significance (alpha = 5%), then there is a
significant effect of exogenous variables on endogenous
variables.

The structural model of the effect of work—-family conflict on
work-life balance is as follows (see Table 7):

Z=-0.665X [Eqn1]

The effect of work—family conflict on work-life balance
earned a probability of 0.000. The test results show the
probability <level of significance (Alpha (a) = 5%). Therefore,
work-family conflict had a significant effect on work-life
balance. The path coefficient of the effect of work—family
conflict on work-life balance was -0.665, indicating that
work-family conflict had a negative and significant effect on
work-life balance. It implies that the higher the work—-family
conflict, the lower the work-life balance will be.

The structural model of the effect of work—family conflict and
work-life balance on employee performance is as follows:

Y=—-0.283 X+0.248 Z [Eqn 2]

The effect of work—family conflict on employee performance
generated a probability of 0.010. The test results show the
probability < level of significance (alpha = 5%). Thus, work-
family conflict had a significant effect on employee
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TABLE 7: Hypothesis testing results.
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Exogenous Endogenous Path coefficient Standard error T statistics Probability
Work—family conflict Work-life balance -0.665 0.089 7.459 0.000
Work—family conflict Employee performance -0.283 0.104 2.708 0.010
Work-life balance Employee performance 0.248 0.104 2.390 0.023
TABLE 8: Indirect effect hypothesis testing results.

Exogenous Intervening Endogenous Indirect coefficient T statistics Probability
Work—family conflict Work-life balance Employee performance -0.165 2.276 0.030

TABLE 9: Total variable coefficient.

Exogenous Endogenous Total coefficient
Work—family conflict Work-life balance -0.665
Work—family conflict Employee performance -0.448
Work-life balance Employee performance 0.248

performance. The path coefficient of the effect of work—family
conflict on employee performance was —0.283, denoting that
work-family conflict had a negative and significant effect on
employee performance. So the higher the work-family
conflict, the lower the employee performance will be.

The effect of work-life balance on employee performance
produced a probability of 0.023. The test results show the
probability < level of significance (alpha = 5%). This means
that work-life balance had a significant effect on employee
performance. The path coefficient of the effect of work-life
balance on employee performance was 0.248, meaning that
work-life balance had a positive and significant effect on
employee performance. Hence, the higher the work-life
balance, the higher the employee performance will be.

Testing of indirect effect hypothesis

The testing of the indirect effect hypothesis was conducted
to determine whether there is an indirect effect of
exogenous variables on endogenous variables through
intervening variables. The test criteria assert that if the
p-value level of significance (alpha = 5%), then there is a
significant effect of exogenous variables on endogenous
variables through intervening variables of testing of
indirect effect hypothesis results.

The effect of work—family conflict on employee performance
through work-life balance obtained a probability of 0.030.
The test results imply the probability < level of significance
(alpha = 5%). It implies that work—family conflict had a
significant effect on employee performance through work-
life balance. The path coefficient of the effect of work—family
conflict on employee performance through work-life balance
was —0.165, indicating that work—family conflict had a
negative and significant effect on employee performance
through work-life balance. In other words, the lower the
work-life balance due to a higher work—family conflict, the
lower the employee performance will be (see Table 8).

Dominance

Exogenous variables with a dominant effect on endogenous
variables were discovered through the largest total
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coefficient, regardless of the sign of the positive or negative
coefficient.

The analysis results inform that the variable with the largest
total coefficient on the employee performance variable was
the work—family conflict variable, with a total coefficient of
—0.448. Work—family conflict is the variable with the most
dominant effect on employee performance.

Based on the results of data analysis, the following issues
shall be discussed (see Table 9):

1. The effect of work—family conflict on work-life balance
produced a probability of 0.000. The test results show the
probability < level of significance (alpha = 5%). This
implies that work—family conflict had a significant effect
on work-life balance. The path coefficient of the effect of
work—family conflict on work-life balance was -0.665,
indicating that work—family conflict had a negative and
significant effect on work-life balance. Based on the
results of hypothesis testing, it can be said that the higher
the work—family conflict experienced by an employee,
the lower the employee’s work-life balance will be.
Similarly, the lower the work-family conflict experienced
by an employee, the higher the employee’s work-life
balance will be.

2. The effect of work-family conflict on employee
performance generated a probability of 0.010. The test
results show the probability < level of significance (alpha
= 5%). This denotes that work—family conflict had a
significant effect on employee performance. The path
coefficient of the effect of work—family conflict on
employee performance was —0.283, signifying that work-
family conflict had a negative and significant effect on
employee performance. Based on the results of hypothesis
testing, it can be concluded that the higher the work-
family conflict experienced by an employee, the lower the
employee performance will be. Likewise, the lower the
work—family conflict experienced by an employee, the
higher the employee performance will be.

3. The effect of work-life balance on employee performance
attained a probability of 0.023. The test results show the
probability < level of significance (alpha = 5%). This
implies that work-life balance had a significant effect on
employee performance. The path coefficient of the effect
of work-life balance on employee performance was 0.248,
indicating that work-life balance had a positive and
significant effect on employee performance. Based on the
results of hypothesis testing, it can be said that the higher
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the work-life balance of an employee, the higher the
employee performance will be. In the same way, the
lower the work-life balance of an employee, the lower the
employee performance will be.

4. The effect of work—family conflict on employee
performance through work-life balance acquired a
probability of 0.030. The test results show the probability
< level of significance (alpha = 5%). This means that
work—family conflict had a significant effect on employee
performance through work-life balance. The path
coefficient of the effect of work—family conflict on
employee performance through work-life balance was
-0.165, thus indicating that work—family conflict had a
negative and significant effect on employee performance
through work-life balance. Based on the results of
hypothesis testing, it can be said that a lower work-life
balance because of a higher work—family conflict
experienced by an employee will reduce the employee
performance. Similarly, a higher work-life balance
because of lower work-family conflict experienced by an
employee will improve employee performance.

The results of this study correspond to the previous theory
that events occurring at work are related to events at home
and vice versa (Clark, 2000). Fundamentally, family life and
work life are interrelated. When conflict occurs because work
life interferes with family life, performance and satisfaction
in family roles will be compromised. Conversely, if family
life interferes with work life, performance will decrease
(Tiroina & Mahdani, 2021, Aryateja et al., 2021).

The reality now is that many people have dual roles as
workers as well as parents, spouses and children, and
sometimes these roles conflict with each other and become
the roots of conflict. On the other hand, human life is not
solely built upon work and family life, but demands in other
life aspects also lead to conflict. Counterbalancing various
roles requires one to control the tension arising as a result of
inter-role conflict that occurs due to the demands in those
roles (Yuile et al., 2011). Likewise, along with their role as
employees in the office, they also function as parents, spouses
and children in their family. Indeed, it will trigger a conflict
between work life and family life.

Conflicts between these roles can be minimised by fully and
effectively participating in each role undertaken so that
individuals have a balanced state in performing each role.
This is the concept of work-life balance. Work-life balance is
an essential aspect of human life. Yet achieving such balance
is easier said than done. In the process of attaining a balance
between work life and personal life, various conflicts and
problems will arise and should be accepted by individuals.
When employees in the office experience work-family
conflict, the fulfilment of one role will eventually interfere
with the fulfilment of other roles, affecting their performance
as an employee. If functional and implementers experience
work—family conflict, a solution should be sought so that
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they continue to carry out their roles properly. In this way, a
work-life balance will be achieved.

Work-life balance is very important for organisations and
individuals. Work-life balance is a major factor in increasing
employee productivity, and this has a positive impact on the
general performance of the organisation (Ainapur, Vidyavathi,
Kulkarni & Mamata, 2016, Semlali & Hassi, 2016, Garg &
Yajuverdi, 2018). Bataineh (2019) stated that work-life balance
creates a superior work ethic. When the balance between work
and life is at a high level of satisfaction, the work ethic will
improve in order to provide the best contribution and service.
With a superior work ethic, it is expected that it will facilitate
employees in carrying out their duties and responsibilities.

Conclusion

Work—family conflict had a negative and significant effect on
work-life balance and performance. The higher the employee
work—family conflict, the lower the work-life balance and
employee performance will be and vice versa. Work-life
balance had a positive and significant effect on employee
performance. Work-family conflict had a negative and
significant effect on employee performance through work-life
balance. This means that the lower the work-life balance due
to the higher work-family conflict experienced by an
employee, the lower the employee performance will be and
vice versa.

Work—family conflict is a stressor that leads to a decrease in
employee welfare, thus affecting employee performance and
ultimately organisational performance. In an effort to
minimise the possibility of work—family conflict, employees
should remain knowledgeable in balancing the fulfilment of
role demands in work and life domains, in other words,
without putting aside other important aspects of life,
including work, family, personal, social and spiritual.
Furthermore, employees should never cease to establish
good teamwork with colleagues and superiors to create a
positive work atmosphere that will increase performance
productivity. Employees should have good time management
skills in order to carry out each role optimally.

If employees often experience work—family conflicts that forbid
them to achieve work-life balance, the consequences are
reduced job satisfaction, poor productivity and performance,
lower organisational commitment, inferior career ambitions
and success, increased absenteeism, intention to resign, burnout,
work stress, poor physiological and psychological health and
decreased performance in personal and family life. These
consequences will eventually affect the productivity of
organisational performance. The organisation is expected to
create a comfortable and conducive work environment and to
sustain a positive and supportive work atmosphere to help
minimise the occurrence of conflict in the roles of employees.

Moreover, the government should maintain existing work-
life balance policies, such as a flexitime policy for going to
and leaving the office, maternity and paternity leaves,
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lactation room facilities, work from home policy during the
coronavirus disease 2019 (COVID-19) pandemic and
immediate implementation of remote work plans and other
policies that support work-life balance practices. These
policies aim to make employees happier, which in turn will
make them more productive at work and ultimately improve
organisational performance. Many other factors can affect
employee performance. Further research is encouraged to
add several other variables such as workload, happiness at
work, flexibility working, job satisfaction, motivation,
organisational commitment and so on.
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