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ABSTRACT: This research was conducted at Pertiwi Resort and Spa Ubud. The number of samples taken was 

67 respondents, using the technique of determining the sample saturation because all members of the population 

were used as samples. Data collection was obtained from the distribution of questionnaires. Data analysis using 

path analysis, multiple analysis, and VAF analysis. The results showed that (1) Work-family conflict had a 

negative and significant effect on job satisfaction, (2) Work-family conflict had a negative and significant effect 

on employee performance, (3) Job satisfaction had a positive and significant effect on employee performance, 

(4) Job satisfaction can mediate the relationship between work family conflict on employee performance. 

Managerial implications of the results of this study are to improve the performance of employees, companies or 

institutions must reduce the level of work-family conflict and increase job satisfaction. Suggestions from the 

results of this study are for the company's management to pay more attention to the time needed by employees 
to complete their work to be able to minimize the level of work-family conflict. 
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I. INTRODUCTION 
Employee performance is important for the survival of an organization. Performance is a central 

problem in the life of an organization because an organization will be able to achieve its goals or not, depending 

on how well the performance shown by its employees. It is the employee who determines whether other 

organizational resources, such as buildings, machinery, work equipment, money, raw materials, etc. can make 
an optimal contribution or not in achieving organizational goals. Whatever strategy is chosen by the 

organization in running its business, especially if the chosen strategy is differentiation or service business, then 

the elements of employees have a central position, they become a determinant of the success of the business 

being run (Suparyadi, 2015: 300). 

Consumptive lifestyle of society as a result of globalization today requires them to seek a higher 

income. Likewise in domestic life where needs are increasing along with current economic development, 

especially in Indonesia. In the past, generally only the husband was in charge of working and earning a living to 

meet the needs of household life, while the wife's duty was to take care of all household tasks. But in the current 

era of globalization, the tendency of married couples is that both work. This is certainly due to one of them by 

the high level of expenditure required for the survival of today's household. This pattern of household life results 

in the difficulty of dividing time between work and family demands. 
Economically, a couple who works (two-worker family) causes an increase in family and community 

welfare. Double income is expected to be able to meet all family needs, including children's education costs. 

However, on the other hand, dual role conflict between married couples who work is one of the negative 

consequences that can be caused. Work besides being a demand for economic needs is also due to social factors 

created by the environment. Shifting the role of women from a housewife to working woman makes many 

families have a career duel (Wirakristama, 2011). 

The gap between work and family that will have a negative effect on performance and family is 

called work-family conflict Work-family conflict often arises when one of the roles in work demands more or 

requires more attention than the role in the family. No doubt, this conflict raises various problems that affect the 

lives of families and the work of these workers, on the one hand is required to be responsible for caring for and 

nurturing the family well, on the other hand as a worker is required to work in accordance with good 

performance standards. However, not all of them can harmonize roles in work with roles in the family, which 
results in work-family conflict. 

http://www.ajhssr.com/
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Work-family conflict is considered to have become a serious problem in today's business world 

(Roboth, 2015). Work-family conflict is one form of interrole conflict pressure or imbalance of roles between 

roles at work and roles in the family. Work-family conflict can be defined as a form of role conflict in which the 

demands of the role of work and family are mutually incompatible in several respects (Buhali and Margaretha, 

2013). Asfahyadin et al. (2017) states that work-family conflict has a negative and significant effect on 

employee performance. The higher the level of work-family conflict the employee has, the lower the employee's 

performance in a company. 

Job satisfaction felt by employees also becomes important in influencing employee performance. In a 

study conducted by Anwar et al. (2015) in addition to job stress, job satisfaction is a variable that has a 

significant effect on employee performance. According to Luthans (2006: 243), job satisfaction is the result of 
employee perceptions about how well their work provides what is considered important. 

Satisfied workers tend to stay working for the organization. Satisfied workers also tend to engage in 

organizational behavior that goes beyond their job descriptions and roles, and helps reduce workload and stress 

levels of members in the organization. Dissatisfied workers tend to be resistant in relation to leadership and 

engage in counterproductive behaviors. 

 

II. LITERATURE STUDY AND HYPOTHESIS DEVELOPMENT 
Asfahyadin et al. (2017) states that work-family conflict has a negative and significant effect on 

employee performance. This is consistent with the results of research conducted by Amelia (2010), Li et al. 
(2013), Roboth (2015), Retnaningrum and Musadieq (2016), and Jackson and Arianto (2017) who stated that 

work-family conflict negatively and significantly affected employee performance. This is contrary to Nart and 

Batur (2013) and Warokka and Febrilia (2015) which states that work-family conflict does not significantly 

affect employee performance. 

H1: Work-family conflict has a negative and significant effect on employee performance 

In a study conducted by Warokka and Febrilia (2015), it was stated that work-family conflict had a 

negative and significant effect on job satisfaction. In other words, employees with work-family conflicts will 

have lower job satisfaction. The higher the work-family conflict felt by an employee, the lower the job 

satisfaction, and the lower the perceived work-family conflict, the higher the job satisfaction. 

Bruck et al. (2002) states that work-family conflict has a significant effect on job satisfaction. This is supported 

by the results of research conducted by Amelia (2010), Ahmed et al. (2012), Boles et al. (2014), Goodarzi and 
Hatami (2015), and Retnaningrum and Musadieq (2016) which stated that work-family conflict had a significant 

effect on job satisfaction. 

H2: Work-family conflict has a negative and significant effect on job satisfaction. 

Talasaz et al. (2014) states that job satisfaction has a positive and significant effect on employee 

performance, which means that the higher job satisfaction will be followed by an increase in employee 

performance. This is consistent with research conducted by Shahu and Gole (2008), Riyadi (2015), Anwar et al 

(2015), Goodarzi and Hatami (2015), Noermijati and Primasari (2015), and Retnaningrum and Musadieq (2016) 

which stated that job satisfaction has a significant effect on employee performance. This is contrary to the 

results of research conducted by Than et al. (2016) which states that job satisfaction does not significantly 

influence employee performance. 

H3: Job satisfaction has a positive and significant effect on employee performance 

Asfahyadin et al. (2017) states that work-family conflict has a negative and significant effect on 
employee performance. This is consistent with the results of research conducted by Amelia (2010) and Li et al. 

(2013) which states that work-family conflict negatively and significantly influences employee performance. 

Bruck et al. (2002) states that work-family conflict has a significant effect on job satisfaction. This is supported 

by the results of research conducted by Amelia (2010) and Ahmed et al. (2012) which states that work-family 

conflict has a significant effect on job satisfaction. 

Talasaz et al. (2014) states that job satisfaction has a positive and significant effect on employee performance. 

This is consistent with research conducted by Shahu and Gole (2008) and Riyadi (2015) which states that job 

satisfaction has a significant effect on employee performance. 

H4: Job satisfaction mediates the relationship between work family conflict and employee performance. 

 

III. METHODS 
This research was conducted at Pertiwi Resort and Spa located in Ubud. This location was chosen 

because found problems associated with work-family conflict, and job satisfaction that affect employee 

performance. In addition, the choice of location is based on the availability of adequate and capable data for 

processing.The population in this study were 67 employees of Pertiwi Resort and Spa Ubud. The sampling 

method used in this study is saturated sample. The sample in this study were all employees who worked at 

Pertiwi Resort and Spa Ubud who were married, as many as 67 people.The data analysis technique in this 
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research is Path Analysis is an extension of the multiple linear regression analysis in estimating the causality 

relationship between variables. 

 

IV. RESULT AND DISCUSSION 
The basis for calculating path coefficients is correlation analysis and regression in calculations using the SPSS 

24.0 for windows program. 

Table 1 

  Path Analysis Results 1 

Variabel Unstandardized Coefficients Standardized Coefficients t hitung Sig. uji t 

 B Std. Error Beta   

(Constant) 38.166 1.441  26.483 .000 

Work-Family Conflict (X) -.141 .115 -.150 -1.222 .226 

R Square 

F Statistic 

F significant 

0,022 

1,493 

0,226 

    

Primary Data, 2019 

Tabel2. 

Path Analysis Results 2 

Variabel Unstandardized Coefficients Standardized Coefficients t hitung Sig. uji t 

 B Std. Error Beta   

(Constant) 10.400 5.248  1.982 .052 

Work-Family Conflict (X) -.197 .124 -.168 -1.595 .116 

Job Satisfaction (M) .623 .132 .500 4.733 .000 

R Square 

F Statistic 

F significant 

0,303 

13,917 

0,000 

    

Primary Data, 2019 

 

The effect of work-family conflict on employee performance obtained a Significance value of 0,000 

with a beta coefficient of -0,388. Significance value of 0,000 <0.05 means that work-family conflict has a 

negative and significant effect on employee performance. This means that the high level of work-family conflict 
felt by employees causes the performance of employees at Pertiwi Resort and Spa Ubud to be lower. The results 

of this study are in accordance with the proposed hypothesis and also in accordance with the results of previous 

studies conducted by Asfahyadin et al. (2017) which states that work-family conflict has a negative and 

significant effect on employee performance. This is consistent with the results of research conducted by Amelia 

(2010), Li et al. (2013), Roboth (2015), Retnaningrum and Musadieq (2016), and Jackson and Arianto (2017) 

who stated that work-family conflict negatively and significantly affected employee performance. This is 

contrary to Nart and Batur (2013) and Warokka and Febrilia (2015) which states that work-family conflict does 

not significantly affect employee performance. 

The effect of job satisfaction on employee performance obtained a Significance value of 0,000 with a 

beta coefficient of 0.612. Significance value of 0,000 <0.05 means that job satisfaction has a positive and 

significant effect on employee performance. This means that the high level of job satisfaction felt by employees 

causes the performance of employees at Pertiwi Resort and Spa Ubud to be higher. The results of this study are 
in accordance with the proposed hypothesis and also in accordance with the results of previous studies 

conducted by Talasaz et al. (2014) states that job satisfaction has a positive and significant effect on employee 

performance, which means that the higher job satisfaction will be followed by an increase in employee 

performance. This is consistent with research conducted by Shahu and Gole (2008), Riyadi (2015), Anwar et al 

(2015), Goodarzi and Hatami (2015), Noermijati and Primasari (2015), and Retnaningrum and Musadieq (2016) 

which stated that job satisfaction has a significant effect on employee performance. This is contrary to the 

results of research conducted by Than et al. (2016) which states that job satisfaction does not significantly 

influence employee performance. 

The effect of work-family conflict on job satisfaction obtained significance value of 0.226 with a beta 

coefficient of -0.150. Significance value of 0.226> 0.05 means that work-family conflict has a negative and not 

significant effect on job satisfaction. This means that the high level of work-family conflict felt by employees 
does not significantly influence employee job satisfaction at Pertiwi Resort and Spa Ubud. The results of this 

study are not in accordance with the proposed hypothesis and also contradict the results of previous studies 

conducted by Warokka and Febrilia (2015), which stated that work-family conflict had a negative and 

significant effect on job satisfaction. In other words, employees with work-family conflicts will have lower job 
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satisfaction. The higher the work-family conflict felt by an employee, the lower the job satisfaction, and the 

lower the perceived work-family conflict, the higher the job satisfaction. 

Bruck et al. (2002) states that work-family conflict has a significant effect on job satisfaction. This is 

consistent with the results of research conducted by Amelia (2010) which states work-family conflict has a 

negative and significant effect on job satisfaction. Ahmed et al. (2012) states that work-family conflict has a 

negative and significant effect on job satisfaction. Boles et al. (2014) states that work-family conflict has a 

negative and significant effect on job satisfaction. Goodarzi and Hatami (2015) stated that work-family conflict 

had a negative and significant effect on job satisfaction. Retnaningrum and Musadieq (2016) stated that work-

family conflict had a significant effect on job satisfaction. 

The effect of work-family conflict on employee performance obtained a Significance value of 0.116 
with a beta coefficient of -0.168. Significance value of 0.116 <0.05 means that work-family conflict has a 

negative and not significant effect on employee performance. This means that the high level of work-family 

conflict felt by employees does not significantly influence the level of employee performance at Pertiwi Resort 

and Spa Ubud. The results of this study are not in accordance with the proposed hypothesis, but in accordance 

with the results of previous studies conducted by Nart and Batur (2013) and Warokka and Febrilia (2015) 

studies which stated that work-family conflict had no significant effect on employee performance. 

The results of this study contradict the research conducted by Asfahyadin et al. (2017), which states 

that work-family conflict has a negative and significant effect on employee performance. This is consistent with 

the results of research conducted by Amelia (2010), Li et al. (2013), Roboth (2015), Retnaningrum and 

Musadieq (2016), and Jackson and Arianto (2017) who stated that work-family conflict negatively and 

significantly affected employee performance. 
The effect of job satisfaction on employee performance obtained a Significance value of 0,000 with a 

beta coefficient of 0.500. Significance value of 0,000 <0.05 means that job satisfaction has a positive and 

significant effect on employee performance. This means that the high level of job satisfaction felt by employees 

causes the performance of employees at Pertiwi Resort and Spa Ubud to be higher. The results of this study are 

in accordance with the proposed hypothesis and also in accordance with the results of previous studies 

conducted by Talasaz et al. (2014) states that job satisfaction has a positive and significant effect on employee 

performance, which means that the higher job satisfaction will be followed by an increase in employee 

performance. This is consistent with research conducted by Shahu and Gole (2008), Riyadi (2015), Anwar et al 

(2015), Goodarzi and Hatami (2015), Noermijati and Primasari (2015), and Retnaningrum and Musadieq (2016) 

which stated that job satisfaction has a significant effect on employee performance. This is contrary to the 

results of research conducted by Than et al. (2016) which states that job satisfaction does not significantly 

influence employee performance. 
The role of job satisfaction in mediating the effect of work-family conflict on employee performance 

shows that the direct effect of work-family conflict on job satisfaction is -0,150. The direct effect of work-

family conflict variables on employee performance is -0,168. The direct effect of job satisfaction variables on 

employee performance amounted to 0.500. This means that employee performance variables are more 

influenced by job satisfaction than work-family conflict. While the indirect effect of work-family conflict 

variables on employee performance through job satisfaction is -0.075. So the total effect of work-family conflict 

variables on employee performance through job satisfaction is -0,243. So it can be concluded that the greater the 

total effect of work-family conflict on employee performance through job satisfaction, than the direct effect of 

work-family conflict on employee performance without going through job satisfaction variables. 

The results of this study have shown that work-family conflict has a negative and not significant 

effect on job satisfaction, work-family conflict has a negative and not significant effect on employee 
performance, and job satisfaction has a positive and significant effect on employee performance. Based on these 

findings, the results of this study are able to enrich the development of human resource management science, 

especially related to organizational behavior and support other empirical studies related to the effect of work-

family conflict on job satisfaction, work-family conflict on employee performance, job satisfaction on 

performance employees, and the mediating role of job satisfaction variables on the effect of work-family 

conflict on employee performance. 

Work-family conflict is a factor that is not so important that affects employee job satisfaction and 

work-family conflict is a factor that is not so important that affects employee performance. Employees who 

experience work-family conflict tend to feel job satisfaction that remains high and performance that remains 

high. This implies that dual role conflict felt by employees does not have a major effect on job satisfaction and 

employee performance, but in the future management must continue to pay more attention to the dual role 

conflict felt by employees so that it can be used as a consideration to provide workload, work time, 
responsibility work responsibilities that do not cause dual role conflict for their employees. 
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Job satisfaction is an important factor affecting employee performance. Employees with high levels 

of job satisfaction tend to show high performance. This implies that the management in the future can form a 

high job satisfaction for employees so as to further maximize employee performance. 

Employee performance is the work produced by an individual both in terms of quality and quantity of 

work and can be accounted for with the work produced by employees in accordance with the position occupied 

in the company. This implies that in the future leaders can stimulate employees to maximize the performance of 

each individual employee so as to achieve the company's vision, mission and goals. 

 

V. CONCLUSION 
Based on the results of the research analysis and the results of the discussion in the previous chapter, 

the conclusion of this study is that Work-Family Conflict has a negative effect and is not significant to the 

employee's job satisfaction. This shows that the level of Work-Family Conflict does not really affect the level of 

employee job satisfaction. 

Work-Family Conflict has a negative and not significant effect on employee performance. This shows that the 

level of Work-Family Conflict does not significantly affect the level of employee performance. 

Job Satisfaction has a positive and significant effect on employee performance. This shows that the higher 

employee job satisfaction can improve employee performance. 

Job satisfaction as a mediating variable the indirect effect of work-family conflict variables on 

employee performance. This shows that Work-Family Conflict has a significant impact on employee 
performance if mediated by Job Satisfaction, which means that employee performance is highly dependent on 

the level of Job Satisfaction of the employee and also the level of Work-Family Conflict of employees. 

Work family conflict has a negative and significant effect on job satisfaction. Based on the description of 

respondents' answers to the work-family conflict variable, the indicator "my work requires completion time 

which makes it difficult for me to fulfill my family responsibilities" shows the highest results. Thus, it is 

recommended for company management to pay more attention to the time needed by employees to complete 

their work in order to minimize the level of work-family conflict so as to maximize the level of job satisfaction 

felt by employees. 

Further research is expected to be carried out in a wider population scope, different types of business industries, 

and different regions, thus the findings are likely to be different as well. 

The research data was taken in a certain time (cross section), it is suggested that in the future future research can 
use time series data or research with longitudinal data to produce better research. 

Further research can add constructs other than work-family conflict and job satisfaction to be able to identify 

more deeply about employee performance. 
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