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 This research aims to analyze the influence of work-family conflict and work 

stress on performance with job satisfaction as a mediating variable using 
quantitative research methods and SMART PLS analysis tools. 4 of the 

population in this study are female nurses working shifts in the ward and 

emergency room using a purposive sampling approach. with a sample size of 

89 according to the criteria. The results of this study show that work-family 

conflict has a negative and insignificant effect on performance, work-family 

conflict has a negative and significant effect on job satisfaction, work stress 

has a negative and insignificant effect on performance, work stress has a 

negative and insignificant effect on job satisfaction, job satisfaction. work 
has a positive and significant effect on performance, work-family conflict has 

a negative and significant effect which is mediated by job satisfaction and 

work stress has a negative and insignificant effect on performance which is 

mediated by job satisfaction. 
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1. INTRODUCTION  

Human Resource Management plays an increasingly crucial role in various organizations including 

hospitals. Hospitals as health care providers have an important responsibility in meeting the community's 

medical service needs. In an effort to achieve optimal quality of health services, the performance of hospital 

employees is key. High performance of employees contributes to safe, efficient and quality patient care. 

Therefore, effective human resource management in hospitals becomes essential. According to [1] human 

resource management is the attraction, selection, development, maintenance and use of human resources to 

achieve individual and organizational goals. 

According to [2] performance is an achievement, namely the value of the difference between the 

work results achieved in a work activity and the standards or expectations set. Performance is the result of the 

quantity and quality of something obtained through products or services provided by someone in work 

activities [3]. Meanwhile, according to [4] performance is also the result of activities in the work process, 

both in terms of quality and quantity that can be obtained by someone in carrying out tasks according to the 

responsibilities given. Therefore, sustainable success is the goal of an organization and can be seen from the 

performance of an individual or team. 

According to [5] job satisfaction is defined as a positive feeling about a person's job which is the 

result of an evaluation of its characteristics. [30] that job satisfaction is a pleasant and positive feeling 

resulting from a person's evaluation of their work or overall work experience. We can conclude that when 

workers enjoy their work, positive feelings towards the work will be created so that workers are able to feel 

satisfied with their work, and vice versa, if workers do not enjoy their work, negative feelings will be created 

towards the work so that workers do not feel satisfied with their work. So this will have an impact on 

performance, how workers will treat their work. 

According to [6] work family conflict is a mismatch between the worker's role and the family role 

which can create tension between the demands of the two roles, while [7] identifies two types of work-family 

conflict, namely work-to-family conflict. from work to family) and family-to-work conflict (conflict from 

family to work). He states that work-family conflict occurs "when the demands of one role (work or family) 

make it difficult to meet the demands of another role. For example, when a woman who already has children 
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is obliged to take care of the children at home but also chooses to Being a career woman, there will be a role 

conflict where the demands of the roles as a mother and a career woman are different. Women who can meet 

the demands of work are also influenced by their ability to fulfill the demands of being a mother. Work 

family conflict often occurs in workers who have pressure from their work or family. from the role they have. 

Work family conflict can occur in both women and men. Research [8] entitled Women Managers and the 

Experience of Work-Family Conflict found that there are several differences in the level of work-family 

conflict between men and women , that women experience work-family conflict at a higher level than men. 

According to [29] work stress is a condition that arises as a result of changes in work demands, 

constraints and influences that threaten individual goals at work. Work stress is a condition where the burden 

and pressure of work exceeds the individual's ability to overcome or manage it [10], therefore if workers are 

given excessive work, sometimes workers will see the work as stressful in itself so that the positive emotions 

that workers have will decrease and the worker will will have complaints in doing their work. Research 

results from [11] show that work stress has a positive effect on job satisfaction. Research from Rajeshwaran 

and [12] also shows the results that work stress has a significant influence on job satisfaction and 

performance. This is also proven from research results that there is a relationship between aspects of job 

satisfaction and employee work performance [13] 

A hospital is a health facility that provides health services evenly by prioritizing efforts to cure 

disease and restore health which are carried out in a harmonious and integrated manner with efforts to 

improve health and prevent disease in a referral setting and can be used for the education of research 

personnel. RSU PKU Muhammadiyah Delanggu which is located at Jl. Raya Delanggu Utara No 19 is one of 

the hospitals that provides health services in Klaten district. This hospital has several types of inpatient 

rooms, including (Ward Ahmad Dahlan class VIP, I, & 2, Ward Hamka class VIP, 1, 2, 3, Ward Ar Fahrudin 

class 3 & Isolation, Ward BB class VVIP, VIP, I , BA Ward class 2 & 3, Ward Aisyah class VIP & 1, Ward 

Khadijah class 2, Ward Fatimah class 3, Ward Aminah class 3, ICU, PICUNICU, KBRT, VK, IGD) The 

focus of this research is on female nurses in inpatient installations and IGD because it has a shift work 

system, namely a work system that divides groups of nurses based on working hours consisting of morning, 

afternoon and evening. According to Robert and Michael in [14] that the shift work system is related to the 

occurrence of work-family conflict. A woman with a profession as a nurse has very busy responsibilities. A 

female nurse who has a dual role is certainly a very difficult thing, because it requires high concentration. 

Based on the description above, researchers are interested in conducting research with the title "The influence 

of work-family conflict and work stress on performance with job satisfaction as a mediating variable" 

 

 

2. RESEARCH METHOD 

This research is a quantitative analysis using an associative approach, [12] Associative is research 

that asks for cause and effect between two or more variables. Data collection was carried out by distributing 

questionnaires to female nurses who worked shifts in the wards and igd of RSU PKU Muhammadiyah 

Delanggu as primary data. In this research, the independent variable or variable X is work-family conflict and 

work stress, the dependent variable or variable Y is performance and the mediating variable or Z is job 

satisfaction. The research population was female nurses who worked shifts in the wards and emergency room 

of RSU PKU Muhammadiyah Delanggu, with a sample of 89 respondents using the purposive sampling 

method. The framework for this research is as follows: 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Research Model 

 

Based on the framework above, the hypothesis of this research is: 

2.1. Work-family conflict and performance 

The difficulties experienced by employees in balancing work life cause family conditions to be less 

harmonious, thereby reducing the quality of relationships within the family which can affect employee 

performance, because it can cause work implementation to be disrupted which can ultimately reduce 

company performance [15]. The results of previous research conducted by [16] show that Work Family 

Conflict has a positive effect on employee performance. This is also supported by research [17] which shows 
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the results that work-family conflict has a positive and significant effect on the performance of female 

employees. From the description above, a hypothesis emerges about the influence of work family conflict 

variables on performance variables 

H1: Work-family conflict influences performance 

 

2.2. Job Stress and Performance 

The research results studied by [19] confirmed that job stress and job satisfaction are important 

factors that influence employee performance and productivity. This is also supported by [18] which shows 

the results that there is an influence of work stress on performance. From the research above, a hypothesis 

emerged about the influence of work stress variables on performance variables. 

H2: work stress has an effect on performance 

 

2.3. Work-family conflict and job satisfaction 

This hypothesis was created based on previous research conducted by [20]. The results of this 

research show that work-family conflict has a direct influence on turnover intention, job satisfaction and job 

stress. Research conducted by [18] shows the results that there is an influence of the work family conflict 

variable on job satisfaction. This is also supported by research from [21], the results of which show that 

work-family conflict has a significant effect on employee satisfaction. From the research above, a hypothesis 

emerged about the influence of the work family conflict variable on the job satisfaction variable 

H3: work-family conflict influences job satisfaction. 

 

2.4. Job stress and job satisfaction 

This hypothesis was created based on previous research conducted [20]. The results of this research 

showed that job stress had a direct effect on turnover intention and job satisfaction. From the research above, 

a hypothesis emerged about the influence of the work stress variable on the job satisfaction variable. 

H4: work stress has an influence on job satisfaction. 

 

2.5. Job satisfaction and performance 

Research conducted by [22] shows that job satisfaction has a positive effect on seafarers' job 

performance. Research conducted by [16] also shows the results that job satisfaction has a positive effect on 

employee performance. Likewise, research conducted by [28] resulted in job satisfaction having a significant 

positive effect on employee performance. This is also supported by research from Masduki [31] whose 

results show that job satisfaction has a positive and significant effect on employee performance. From the 

research above, a hypothesis emerged about the influence of job satisfaction variables on performance 

variables. 

H5: job satisfaction has an influence on performance. 

 

2.6. Job satisfactionin mediating work-family conflict on performance 

This hypothesis was created based on previous research conducted by [21], the results of which 

were that employee satisfaction as an intervening variable influenced the relationship between work-family 

conflict and work performance. Likewise, research conducted by [23] states that work-family conflict has a 

significant influence on employee performance through job satisfaction as a mediating variable. This is also 

supported by research [22] showing that job satisfaction plays a moderating role in the relationship between 

work-family conflict, work stress and seafarer performance. From the above research, a hypothesis emerged 

that the influence of the work family conflict variable on performance variables through the job satisfaction 

variable as a mediating variable. 

H6: job satisfaction has a mediating effectwork-family conflict on performance. 

 

2.7. Job satisfactionin mediating work stress on performance 

Research examined by [24] Work stress and work-family conflict on employee performance with 

job satisfaction as an intervening variable has a significant positive effect. Similarly, research from [22] 

shows that job satisfaction plays a moderating role in the relationship between work-family conflict, job 

stress and seafarer performance. From the research above, a hypothesis emerged that the influence of work 

stress variables on performance variables through job satisfaction variables as a mediating variable. 

H6: job satisfaction has a mediating effectwork stress on performance. 

 

 

3. RESULTS AND ANALYSIS 

This research uses two models, namely (1) Data Quality Testing (outer model) and (2) Evaluation of 

the structural model (Inner model), the results are as follows: 

3.1. Data quality testing (OuterModel) 

The outer model describes the relationship between indicators and constructs. This initial evaluation 

or measurement test is reflective between convergent validity and construct validity. 
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3.1.1. Discriminant Validity 

3.1.1.1. Loading Factor 

An indicator can be said to meet convergent validity criteria if it has an outer loading value greater 

than 0.70. In the attached table, after testing, there is 1 indicator that has a value below 0.7, among these 

indicators is EL 3. 

After eliminating 1 indicator that is below the standard value, it is tested and attached to the 

indicator that is above the value 7.0 as follows: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. Outer model 

 

3.1.1.2. Cross Loading 

The Cross Loading test shows that the loading value of each indicator item on the construct (X1, 

X2, Z and Y) is greater than the cross loading value. Thus, it can be concluded that all constructs or latent 

variables have good discriminant validity, where the indicators in the construct indicator block are better than 

the indicators in other blocks. From the results of the cross loading analysis, it appears that there are no 

discriminant validity problems. 

 

3.1.2. Reliability Test 

Table 1. Reliability 

Variable 
Cronbach's 

Alpha 

Composite 

Reliability 

AverageVariance 

Extracted (AVE) 
Information 

Work family conflict 0.709 0.819 0.533 Reliable 

Work stress 0.728 0.880 0.785 Reliable 

Performance 0.780 0.834 0.504 Reliable 

Job satisfaction 0.660 0.813 0.594 Reliable 

 

Based on the results of table 1, it shows that the Cronbach's alpha and composite reliability values 

for each variable have a value of >0.60, while the average variance extracted (AVE) value has a variable 

value of >0.50, so it can be concluded that all variables based on the composite reliability test can be declared 

reliable. 

 

3.2. Inner Model Analysis 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3. Inner model 
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3.2.1. Goodness of Fit 

3.2.1.1. R Square (R2) 

The results of the R Square test carried out are described in the following table: 

 

Table 2. R Square (R2) 

Variable R Square Information 

Performance(Y) 0.215 Light 

Job satisfaction(Z) 0.173 Light 

 

Based on table 2 regarding R - Square, there is a performance value of 0.215, meaning that the 

obtained value explains that performance can be influenced by work-family conflict and work stress by 

21.5%, the remaining 78.5% is influenced by other variables that were not studied by researchers. The job 

satisfaction variable has a value of 0.173, meaning that the obtained value explains that job satisfaction can 

be influenced by work-family conflict and work stress by 17.3%, the remaining 82.7% is influenced by other 

variables not examined by the researchers. 

 

3.2.1.2. Predictive Relevance (Q2) 

Predictive Relevance (Q2) calculation results 

Q-Square  = 1 – [(1 – R21) x (1 – R22)] 

   = 1 – [(1 – 0.215) x (1 – 0.173] 

   = 1 – (0.785 x 0.827) 

   = 1 – 0.65 

   = 0.35 

Based on the research results above, the Q-Square value is 0.35. This value explains that 35% of the 

diversity of research data can be explained by the research model, while the remaining 65% is explained by 

other factors that are outside this research model. 

 

3.2.1.3. Effect Size (F2) 

Effect Size testing is carried out and described in the following table: 

 

Table 4. Effect Size (F2) 

X1  Y Z X2 

Work-family conflict (X1)  0.002 0.145  

Performance(Y)     

Job satisfaction(Z)  0.195   

Work stress(X2)  0.002 0.028  

 

Based on Table 4, it shows that the effect size with a small value is the influence of X1 on Z, X2 on 

Z. The influence with a medium value is Z on Y. 

 

3.2.1.4. Normed Fit Index (NFI) 

Normed Fit Index testing is carried out and described in the following table: 

 

Table 5. Normed Fix Index (NFI) 

 Saturated Model Estimated Model 

SRMR 0.110 0.110 

d_ULS 1,268 1,268 

d_G 0.405 0.405 

Chi-Square 208,589 208,589 

NFI 0.488 0.488 

 

In table 5, NFI has values ranging from 0 to 1. The NFI value is below 0.90, namely an NFI value of 

0.488, which means the model is marginally fit. 

 

3.3. Hypothesis Testing 

The research data used in testing this hypothesis are the values contained in the output coefficients. 

The following is a table of test results: 
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Table7. Hypothesis test 

 Original Sample P Values Significance 

Work family conflict-

>Performance -0.048 0.712 

Not 

significant 

 

Work family conflict->Job 

satisfaction -0.355 0.006 

 

Negative 

Significant 

 

Work stress->Performance -0.043 0.731 

 

Not 

significant 

 

Work stress->Job 

satisfaction -0.154 0.255 

 

Not 

significant 

 

Job satisfaction-

>performance 0.430 0,000 

 

Positive 

Significant 

 

Work family conflict->Job 

satisfaction->Performance -0.153 0.046 

 

Negative 

Significant 

 

Work stress->Job 

satisfaction->Performance -0.066 0.287 

 

No 

Significant 

 

3.3.1. Effect of work-family conflict on performance 

In this study, the results of the t-statistic analysis were 0.369 with a large effect of -0.048 and a p-

value of 0.712. With a t-statistic value of <1.971 and a p value of >0.05, this means that there is no influence 

between work-family conflict on performance. 

The results of this research are different from research conducted by [16] showing that Work Family 

Conflict has a positive effect on employee performance. So this research does not support previous research. 

The influence of work-family conflict on job satisfaction is negative, meaning that every increase in work-

family conflict has an impact on decreasing performance, and vice versa, the lower the work-family conflict 

among employees, the higher their performance. Based on the results of research by female nursing staff at 

RSU PKU Muhammadiyah Delanggu, the work-family conflict that occurred did not affect the performance 

of the nurses because they focused on their duties which required full concentration and directly provided 

services to patients. 

 

3.3.2. The influence of work-family conflict on job satisfaction 

In this study, the analysis results obtained a t-statistic value of 2.734 with a large effect of -0.355 

and a p-value of 0.006. With a t-statistic value > 1.971 and a p value < 0.05, this means that there is a 

negative influence between work-family conflict on job satisfaction. This means that if the level of work-

family conflict is low, the job satisfaction of nurses will be higher. Conversely, if the level of work-family 

conflict is high, the nurses' job satisfaction will be lower. Therefore, it is important for hospital management 

to always pay attention to things that cause employee work-family conflict so that they can prevent role 

pressures that arise from the workplace and influence conflicting family spheres. 

The results of this study are different from research conducted by [20]. The results of this study 

show that work-family conflict has a direct influence on turnover intention, job satisfaction and job stress. 

Therefore, it can be concluded that this research does not support previous research. 

 

3.3.3. Effect of work stress on performance 

In this study, the results of the analysis showed a t-statistic value of 0.343 with a large effect of -

0.043 and a p-value of 0.731. With a t-statistic value < 1.971 and a p value > 0.05, it means that there is no 

influence between work stress and performance. 

The results of this study are different from research conducted by [18] which showed that there was 

an influence of work stress on performance. According to Danang (2012) explains that not all stress is 

negative. Therefore, management may not worry if employees experience mild stress, which at a certain level 

of stress will have positive consequences or improve their performance because this will encourage or urge 

employees to perform their tasks better. Light stress can be given to employees in order to encourage faster 

performance and can encourage critical thinking where when under pressure, the brain will work more to 

look for opportunities to quickly solve the work or problem given. Based on the results of this research, 

nurses at RSU PKU Muhammadiyah Delanggu feel that the work stress they experience does not affect 

employee performance in completing work because the workload in hospitals is indeed higher and requires 

high concentration to reduce errors and is felt to have become a normal situation for female nurses. to work in 

tough conditions like this. The researcher's view for nurses is that high work stress is a risk of working in a 
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hospital so it is normal to have high work stress in this job position. Apart from that, as nurses who have to 

care for or serve patients, of course nurses must have a steadfast spirit and a strong intention to always 

perform excellently in whatever conditions they experience because it is their obligation to care for and serve 

patients, this may be one of the reasons why high work stress does not affect the performance of nurses which 

is also always high. 

 

3.3.4. The influence of job stress on job satisfaction 

In this study, the results of the analysis showed a t-statistic value of 1.139 with a large influence of -

0.154 and a p-value of 0.255. With a t-statistic value < 1.971 and a p value > 0.05, it means that there is no 

influence between work stress and job satisfaction. 

The negative effect of work stress on job satisfaction means that every increase in work stress has an 

impact on reducing employee job satisfaction, and vice versa, the lower the level of stress among employees, 

the higher the level of job satisfaction. The results of this study show that work stress has a negative and 

insignificant effect on job satisfaction, so it can be concluded that the high level of work stress felt by 

employees does not affect job satisfaction. This can happen because with stress, employees are increasingly 

motivated to provide all their abilities and resources, so that they can fulfill work requirements and needs. 

The results of this research are in accordance with attribution theory, where this theory cannot function to 

study the process of how someone interprets a job they have obtained. Each employee is able to interpret 

their job satisfaction in accordance with the provisions set by the company [27]. Where this theory exists as 

an illustration of understanding related to a person's ability to deal with work stress that occurs in companies, 

but it has not yet been realized. 

The results of this study are different from research conducted by [20]. The results of this research 

show that job stress has a direct effect on turnover intention and job satisfaction. So, this research does not 

support previous research. 

 

3.3.5. The influence of job satisfaction on performance 

In this study, the analysis results obtained a t-statistic value of 3.504 with a large influence of 0.430 

and a p-value of 0.000. With a t-statistic value > 1.971 and a p value < 0.05, this means that there is an 

influence between job satisfaction and performance. 

This supports research conducted by [22] The results of this research show that job satisfaction has a 

positive effect on seafarers' job performance. So, this research supports previous research. This means that if 

nurses' job satisfaction is met, their performance will also increase, where job satisfaction is an important 

factor for improving performance, if nurses have job satisfaction, they will dedicate themselves to the 

hospital with full responsibility and optimal work enthusiasm. 

 

3.3.6. The effect of job satisfaction in mediating work-family conflict on performance 

In this study, the results of the analysis showed a t-statistic value of 1.993 with a large effect of -

0.153 and a p-value of 0.046. With a t-statistic value > 1.971 and a p value < 0.05, this means that there is a 

negative influence of job satisfaction as a mediating variable that mediates work-family conflict on 

performance. 

The results of this study are different from research conducted by [23] which states that work-family 

conflict has a significant influence on employee performance through job satisfaction as a mediating variable. 

The test results also show that the job satisfaction variable mediates the influence of work-family conflict on 

the performance of female nurses at RSU PKU Muhammadiyah Delanggu. This means that the more 

balanced there is between work-family conflict, the chances of job satisfaction for female nurses who work at 

RSU PKU Muhammadiyah Delanggu will also increase. This means that there is an influence between job 

satisfaction mediating the influence of work-family conflict on performance in female nurses who work in 

hospitals. 

 

3.3.7. The effect of job satisfaction in mediating job stress on performance 

In this study, the analysis results obtained a t-statistic value of 1.065 with a large influence of -0.066 

and a p-value of 0.287. With a t-statistic value of <1.971 and a p value of >0.05, this means that there is no 

influence of work stress on performance with job satisfaction as a mediating variable. 

The results of this study differ from research conducted by [22] showing that job satisfaction plays a 

moderating role in the relationship between work-family conflict, work stress and seafarer performance. 

The indirect influence of work stress on performance through job satisfaction shows that even 

though there is work stress, but supported by high job satisfaction, the performance of female nurses will be 

optimal at work. In accordance with research results [26], even though employees experience work stress, 

employee performance still remains high. employees are able to meet the targets set by the company, 

employee attendance is high, employees are able to collaborate with co-workers in completing work and 

employees are able to appreciate the work done by co-workers. 
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4. CONCLUSION 

Based on the results of research and discussion, it was found that the work-family conflict that 

occurred did not affect the performance of nurses because they focused on their duties which required full 

concentration and directly provided services to patients..Nurses at RSU PKU Muhammadiyah Delanggu feel 

that the work stress they experience does not affect their performance in completing work because the 

workload at the hospital is higher and requires high concentration to reduce errors. The researcher's view for 

nurses is that high work stress is a risk of working in a hospital so it is normal to have high work stress in this 

job position. Apart from that, as nurses who have to care for or serve patients, of course nurses must have a 

steadfast spirit and a strong intention to always perform excellently in any condition, because it is their 

obligation to care for and serve patients, this may be one of the reasons why High work stress does not affect 

performance. The results of this study show that work stress has a negative and insignificant effect on job 

satisfaction, so it can be concluded that the high level of work stress felt by employees does not affect job 

satisfaction. This can happen because with stress, employees are increasingly motivated to provide all their 

abilities and resources, so that they can fulfill work requirements and needs. The results of this research are in 

accordance with attribution theory, where this theory cannot function to study the process of how someone 

interprets the work they get. Every employee is able to interpret their job satisfaction in accordance with the 

provisions set by the company. If nurses' job satisfaction is met then their performance will also increase, 

where job satisfaction is an important factor for improving performance, if nurses have job satisfaction they 

will dedicate themselves to the hospital with full responsibility and enthusiasm. optimal work. 

 

 

REFERENCES  

[1] Handoko, T. Hani. (2014). Personnel and Human Resources Management. BPFE, Yogyakarta. 

[2] Dessler, G (2000). Human Resource Management. 8th edition. New Jersey: Prentice-Hall,. Inc. 

[3] Luthans, F. (2005). Organizational Behavior. New York: McGraw Hill. 

[4] Prabu, MA. (2005). Human Resource Management. Rosdakarya Teenager. Bandung. 

[5] Robbins, P. Stephen and Timothy A. Judge. (2009). Organizational behavior. Jakarta. Salemba Four. 

[6] Greenhaus, J. H., & Beutell, N. J. (1985). Sources of Conflict between Work and Family Roles. 

Academy of Management Review, 10, 76-88. 

[7] Frone, M.R. (2003). Work-family balance. Handbook of occupational health psychology, 143-162. 

[8] Apperson et al. (2002). "Women Managers and the Experience of Work-Family Conflict". American 

Journal of Undergraduate Research. Vol.1.No.3. 

[9] Handoko, TH (2005). "Personnel and Human Resources Management." Yogyakarta: BPFE. 

[10] Budimanta. (2006). Job Stress and Its Impact on Employee Performance. Journal of Management and 

Entrepreneurship, 8(1), 1-10. 

[11] Riaz, M., Ahmad, N., Riaz, M., Murtaza, G., Khan, T., and Firdous, H. (2016). Impact of Job Stress 

on Employee Job Satisfaction. International Review of Management and Business Research. 5(4). 

Page: 1370-1382. 

[12] Rajeshwaran and Aktharsha (2017). Job Stress, Job Performance, and Job Satisfaction: An Empirical 

Study in IT Organization. IOSR Journal of Business and Management. Volume 19, No. 8. 

[13] Valaei and Jiroudi, (2016). Job Satisfaction and Job Performance in the Media Industry. Asia Pacific 

Journal of Marketing and Logistics. Volume 28, No. 5. 

[14] Asra, A. (2012). The Influence of Work-Family Conflict on the Performance of Female Employees in 

Samarinda. Samarinda University Student Scientific Journal, 1(1), 1-10. 

[15] Guest, D. (2001). Work-family balance and work-life spillover effects on work and family life. 

Journal of Applied Psychology, 93(1), 31-44. 

[16] Usman, DTS, & Nasrul. (2021). The Effect of Work Family Conflict, Teamwork and Job Satisfaction 

on Employee Performance at Basarnas Office Kendari. International Journal of Management, 

Economics and Humanities, 5(1), 1-10. doi: 10.30656/ijmehd.v5i1.168. 

[17] Safitri, ELD, & Wildan, MA (2021). “The Effect of Work Family Conflict and Work Stress on 

Employee Performance at PT. Warahma Biki Makmur Tuban Regency (Study of Female Employees 

of Gulung Division)" Journal of Management Science Studies Vol. 1 No.4 December 2021, p. 429-

436https://journal.trunojoyo.ac.id/jkim. 

[18] Wijayanti, FNS (2018). The Effect of Job Stress and Work Family Conflict on Performance with Job 

Satisfaction as an Intervening Variable for Employees. Thesis. Indonesian Islamic University. 

[19] Dwaikat, N. (2023). The impact of job stress and job satisfaction on employee performance: The case 

of the Software Companies in Palestine. An-Najah University Journal for Research-B (Humanities), 

37(4), Article 7.https://digitalcommons.aaru.edu.jo/anujr_b/vol37/iss4/7. 



   

 

 International Journal of Management Science and Information Technology (IJMSIT), Vol. 4, No. 1, January – June 2024 

 

55 

[20] Lu, Y., Hu, X., Huang, X., Zhuang, X., Guo, P., & Feng, L. (2017). The relationship between job 

satisfaction, work stress, work-family conflict, and turnover intention among physicians in 

Guangdong, China. a cross-sectional study. BMJ Open, 7(5), e014894. doi: 10.1136/bmjopen-2016-

014894. 

[21] Sulistyowati, CM, & Hadi, HK (2021). "The Effect of Work Family Conflict on Job Performance with 

Employee Satisfaction as an Intervening Variable" Journal of Management Science Volume 9 

Number 3. 

[22] Ji An, Yun Liu, Yujie Sun, and Chen Liu (2020). "Impact of Work-Family Conflict, Job Stress and 

Job Satisfaction on Seafarer Performance". International Journal of Environmental Research and 

Public Health, March 2020 

[23] Asbari, M., et al. (2020b). The effect of work-family conflict on job satisfaction and performance: A 

study of Indonesian female employees. International Journal of Advanced Science and Technology, 

29(3), 6724–6748.http://sersc.org/journals/index.php/IJAST/article/view/7325. 

[24] Huda, K., & Rahardja, E. (2021). "The Effect of Work Stress and Work-Family Conflict on Employee 

Performance through Job Satisfaction as an Intervening Study on BPJS Employment Banda Aceh 

Employees" Diponegoro Journal of Management Volume 10, Number 5, 2021, Page 1 http://ejournal-

s1.undip.ac .id/index.php/dbr ISSN (Online): 2337-3792 

[25] Danang Sunyoto, (2012), Theory, Questionnaires and Analysis of Human Resources Data, 1st edition, 

Center for Academic Publishing Service (CAPS), Yogyakarta. 

[26] Sanjaya, (2012). The Moderating Role of Emotional Intelligence in Marketing and Collection Work 

Stress at PT Summit Oto Finance Kudus. JMD Journal of Management Dynamics Vol. 3, no. 2, 2012, 

pp 155-163 http://journal.unnes.ac.id/nju/index.php/jdm. 

[27] Umar, R. (2015). Causal associative research: A study of the influence of variablesin social research. 

Journal of Social Sciences, 7(1), 47-60. 

[28] Radita, FR, et al, (2021). Work-Family Conflict among Employees: What is the Role of Religiosity on 

Job Satisfaction and Performance International Journal of Science and Management Studies (IJSMS) 

E-ISSN: 2581-5946 DOI: 10.51386/25815946/ijsms-v4i1p105 Volume: 4 Issue: 1 

[29] Handoko, TH (2005). Personnel and Human Resources Management. Yogyakarta: BPFE. 

[30] Luthans, F. (2011). Organizational Behavior: An Evidence-Based Approach. McGraw-Hill. 

[31] Asbari, M., Bernardo, I., Pramono, R., Purwanto, A., Hidayat, D., Sopa, A., Alamsyah, VU, Senjaya, 

P., Fayzhall, M., & Mustofa. (2020). The effect of work-family conflict on job satisfaction and 

performance: A study of Indonesian female employees. International Journal of Advanced Science 

and Technology, 29(3), 6724–6748. 


