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ABSTRACT : This study aims to determine and analyze the direct effect of job stress and work-family 

conflict on employee job satisfaction, as well as to determine and analyze the role of job stress in the work-

family conflict relationship on job satisfaction at Maspion Bank Bali Branch. This research was conducted on 

Maspion Bank Bali branch employees who are married and have children. The number of samples in this study 

were 30 respondents. The sampling technique was purposive sampling. Data collection was obtained from the 

results of distributing questionnaires directly to Maspion Bank Bali branch employees. Analysis of the data in 

this study using descriptive analysis, path analysis or path analysis, sobel test. The results showed that work-

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

significant effect on job stress, job stress has a negative and significant effect on job satisfaction, job stress acts 

as a mediator in the work-family conflict relationship with job satisfaction of Maspion Bank Bali branch 

employees. 
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I. INTRODUCTION 
Job satisfaction is the main key to retaining employees (Paoline&Gua, 2019). Employees are competing to show 

their skills, excellence, and have an important role in their work so that good performance at work will reflect a 

high level of job satisfaction. Job satisfaction is a positive feeling towards work that results from an evaluation 

of its characteristics (Robbins & Judge, 2015: 170). Job satisfaction is an important thing that individuals have 

at work. Each individual worker has different characteristics - different, so the level of job satisfaction is 

different - different levels of job satisfaction can have different impacts (Robbins & Judge, 2015: 170). The 

measure of satisfaction is very much based on the reality faced and accepted as compensation for the effort and 

energy given (Robbins & Judge, 2015: 180). Generating a sense of satisfaction when they work will be very 

beneficial for employees, because employees will feel at home and will not think of leaving or resigning from 

the company (Ardiani& Putra, 2017). Increased stress levels for employees can lead to decreased job 

satisfaction. Job stress has a negative and significant effect on job satisfaction (Prayogi et al., 2019). Job stress 

has a negative and significant effect on job satisfaction, this indicates that the higher job stress will reduce 

employee job satisfaction (Utama, 2015). 

The factors that influence job satisfaction include psychological factors, social factors, physical factors, and 

financial factors. Psychological factors are factors that include and relate to employee psychology. Social factors 

are factors related to a person's or employee's social interactions, be it relationships with superiors or 

relationships with colleagues. Physical factors are factors related to the physical condition of the employees and 

the physical conditions of the employees' environment. Financial factors are factors related to employee welfare 

(Chehrazi&Shafizadeh, 2016). The workload is too excessive compared to colleagues, resulting in employees at 

Maspion Bank feeling unfairly treated by the company which can affect job satisfaction. 

A decrease in job satisfaction can also occur due to the dual role problem felt by employees. Based on research 

conducted by Afrilia&Utami (2018), work-family conflict has a significant negative effect on job satisfaction. 

Work-family conflict can be experienced by both men and women, but basically women who work experience 

more conflict than men, because women have different roles in the family (Handayani et al., 2015) because 

women are someone who is seen as having an obligation. primary in taking care of his family, and he is required 

to pay more attention to his family than to his job. Lack of family togetherness and the existence of a conflict 

between commitment and responsibility to the family are the biggest reasons employees experience work-family 

conflicts (Liftyawan et al., 2020). 

Greenhaus&Beutell (1985) identified 3 (three) main types of work-family conflict, namely time-based conflict 

(Time-Based Conflict), tension-based conflict (Strained-Based Conflict), and behavior-based conflict (Behavior-
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Based Conflict). . The occurrence of work-family conflicts causes employees to experience excessive pressure 

which can lead to job stress. Conflict has a positive effect on job stress. A positive value defines a unidirectional 

influence, that is, if the conflict increases, it will be followed by an increase in job stress (Han, 2014). Job stress 

is a dynamic condition in which individuals are confronted with opportunities, demands, or resources related to 

what the individual wants and which results are seen to be uncertain and important (Robbins & Judge, 2015: 

429). Susono (2004: 5) states that stress has a positive impact and a negative impact. The positive impact of 

stress at low to moderate levels is functional in the sense that it acts as a driver for improving employee 

performance. Meanwhile, the negative impact of high level stress is a drastic decrease in employee performance. 

Stress is a big problem for employees and companies because it is directly related to company productivity. 

Stress can be experienced by employees due to workloads or long working hours. According to Wong (2010), it 

is found that managers or employees who experience high stress are associated with high workloads, do not 

have a good balance between home and work, lack of recognition from organizations, lack of good relationships 

in the workplace. Job stress has an impact on job satisfaction (Venkataraman & Ganapathi, 2013). The higher 

the stress felt by employees will affect their job satisfaction. based on research conducted by Yulianto&Harnani 

(2019) job stress experienced by individuals has an effect on job satisfaction, absence, asking to quit, productive, 

and attacking. Job stress has a significant negative effect on job satisfaction, which means that if job stress is 

high, employee satisfaction will be low (Pradita, 2020). Previous research conducted by Sing & Kumar (2015) 

stated that job stress mediates the relationship between work-family conflict and job satisfaction. This means 

that job stress affects the relationship between work-family conflict and job satisfaction. 

Employees who have their basic values and competencies will feel more satisfied with their work compared to 

employees who do not have confidence in their values and basic competencies (Robbins & Judge, 2015: 52). 

The existence of complaints or problems from employees is one response from an employee to dissatisfaction 

with their work. The consequence of job dissatisfaction is exit (Robbins & Judge, 2015: 52). Maspion bank has 

a turnovert ratio of 10.6 in 2018 and 10.9 in 2019. Employee turnover is said to be normal in the range of 5 - 

10% per year and is said to be high if it is more than 10% per year. This means that employee turnover at 

Maspion bank is quite high. In addition to showing the consequences of dissatisfaction, going out on guard 

shows that there are personal problems felt by employees. 

Based on pre-research through the interview method with six employees of the Maspion Bank branch in Bali, 

Indonesia who are married (already married), which consists of two people in the teller section, one person in 

marketing, one person in credit analysis, two people in the general section. The low job satisfaction is due to 

these four problems, the most dissatisfaction felt by employees is due to salary problems and family conflicts. 

Employees are not satisfied with the salary they get, while from the family side due to debates about finances, 

children, and it is difficult to divide their time with the family because employees continue to work outside 

working hours (overtime) due to the workload given that is too large so that it takes up their time to work. 

family, Saturdays and Sundays are sometimes used to complete office work. Difficulty balancing work and 

family matters can lead to work-family conflicts (Work Family Conflict). Work affairs interfere with family life 

or family affairs interfere with work life which ultimately affects the job satisfaction of both male and female 

employees. 

The situation of employees who have to choose between work and family can cause pressure for them at work. 

Excessive pressure is one of the factors causing job stress. This is the cause of employees experiencing job 

stress from personal factors. In addition, the workload given by the company is not in accordance with their 

abilities so that it can make employees feel stressed at work. 

 

II. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 
Work-family conflict occurs when the demands of a role in one position interfere with someone's role in another 

position. A heavy workload can interfere with someone's role at home. On the other hand, if the demands for the 

role of parent or partner at home are too high, it can also interfere with their role in the office. The higher the 

work-family conflict that occurs, whether due to work matters brought home, or family matters brought to the 

office, the person's satisfaction at work will decrease. This is in line with the research results of Rahman et al. 

(2018) and Mardhika&Dewi (2019) which state that work-family conflicts have a negative and significant effect 

on job satisfaction. Suartana&Dewi's research (2020) states that work-family conflicts have a negative effect on 

job satisfaction. Research from Pramita (2017) and Sakawangi (2017) found that family work conflicts have a 

negative and significant effect on job satisfaction if employees experience conflicts will affect job satisfaction. 

Research by Ru Hsu (2011), Zito et al (2019) and Armstrong et al (2015) found that the results of work family 

conflict have a negative effect on job satisfaction. 

H1: Work-Family Conflict has a negative and significant effect on Employee Job Satisfaction 

Disturbance between the two domains (work and family) naturally affects each other. For example, one 

employee can work long hours which will interfere with his responsibilities at home (Warmadewi, 2018). The 

results of research by Kazmi (2017) and Kan & Yu (2016) show that family work conflicts have a positive effect 

on job stress. Research from Sing & Kumar (2015) also found work-family conflict variables had a positive 
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influence on job stress at 12 police stations in New Delhi. Research from Ardita et al. (2018), Li et al. (2018) 

and Rabenu et al (2015) found that family work conflicts have a positive and significant effect on job stress, 

employees who experience family work conflicts can cause job stress. 

H2: Work-Family Conflict has a positive and significant effect on Job Stress 

Research conducted by Vasan (2018) states that job stress has a negative effect on job satisfaction. Research 

conducted by Permatasari&Prasetio (2018) states that job stress has a significant negative effect on job 

satisfaction. When employee stress increases, employee job satisfaction will decrease. Yasa (2019) and 

Gunawan (2018) in their research state that job stress has a negative and significant effect on employee job 

satisfaction. the lower the job stress felt by employees, the higher their job satisfaction in the company. 

Research from Riaz (2016) &Sheraz et al (2014) also found that job stress has an influence on job satisfaction. 

H3: Job Stress has a negative and significant effect on Job Satisfaction 

The results of research conducted by Sing & Kumar (2015) where they examined job stress as a mediating 

variable between work-family conflict on job satisfaction, it was found that job stress mediates the effect of 

work-family conflict on job stress. Ardita et al. (2018) found that work-family conflict has a negative and 

significant effect on job satisfaction that is mediated by job satisfaction. 

Warmadewi (2018) reveals that the perception of work-family conflict is correlated with job stress and job 

satisfaction, job stress becomes a mediator of the relationship between perceptions of work-family conflict and 

job satisfaction. Yani et al. (2016) and Dewi (2020) also found job stress was able to mediate the relationship 

between work-family conflict and job satisfaction. 

H4: Job Stress mediates the effect of Work-Family Conflict on Job Satisfaction. 

 

III. METHODS 
The location of this research is Maspion Bank which is located on Jl. Diponegoro No. 150, DauhPuriKlod, 

Denpasar, Bali, Indonesia. The location of this study was chosen because of an indication of low employee job 

satisfaction due to work-family conflicts and high levels of employee job stress. 

The population in this study were 55 employees of Maspion Bank, Bali Branch, Indonesia. The sample used in 

this study using purposive sampling technique, namely the sampling technique with certain considerations. 

Based on this understanding, the respondents in this study were 30 employees who were married and had 

children, both male and female employees and did not enroll branch managers and branch support managers, but 

23 employees were not included as samples because these employees had not have a family so that the work-

family conflict cannot be felt by the employee. However, it does not deny that the 23 employees can also feel 

work-family conflicts according to the indicator of lack of available time with family, less time off at work and 

employees who are not married also feel work-family conflicts such as frequent overtime to finish work that 

makes employees very lack of rest and lack of time to hang out with family. 

Path analysis is used to determine whether a variable is an intervention variable or not. Path analysis is an 

extension of multiple linear regression analysis, where the development here is the application of the mediating 

variable. The following is the path analysis equation in this study: 

Sub-Structural Equations 1 

Y1 = β2X + e ............................................. ................................ ............... (1) 

Sub-Structural Equations 2 

Y2 = β1X + β3Y1 + e2 .................................................... ......................... (2)  

Information: 

X = Family Worker Conflict 

M = Job Stress 

Y = Job Satisfaction 

β1β2β3 = variable regression coefficient 

e = error 

 

IV. RESULTS AND DISCUSSION 
Path Analysis Results 

The calculation of the path coefficient was carried out using SPSS 20, the results of data processing for 

regression equation 1 are presented in Table 1 as follows: 

Table 1.Path Analysis 1 

 

Model 

 Unstandardized 

Coefficients 

Standardized 

Coefficients 

 

T 

 

Sig. 

B Std. Error Beta 

1 (Constant) 1,175 1,838  0,639 0,528 

 work-family conflict 0,841 0,131 0,771 6,410 0,000 

R1²           : 0,595 
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F statistic : 41,092 

Sig. F       : 0,000 

Primary Data, 2020 

Based on the results of path analysis of the regression equation 1 as presented in Table 1, the structural equation 

is as follows: 

M = 0.771 X 

The value of β1 is a number of 0.771 having a work-family conflict which has a positive effect on job stress, this 

shows that if the work-family conflict variable increases, the job stress will increase by 0.771. The magnitude of 

the influence of the independent variables on the dependent variable as indicated by the total determination 

value (R square) of 0.595 means that 59.5 percent of the variation in job stress is influenced by variations in 

work-family conflict, while the remaining 40.5 percent is explained by other factors. not included in the model. 

Table 2.Path Analysis 2 

 

Model 

 Unstandardized Coefficients Standardized 

Coefficients 

 

T 

 

Sig. 

B Std. Error Beta 

1 (Constant) 50,338 2,245  22,427 0,000 

 work-family conflict - 0,549 0,250 -0,333 -2,198 0,037 

 Job stress - 0,882 0,229 -0,583 -3,850 0,001 

R2²          : 0,749 

F statistic : 40,347 

Sig. F       : 0,000 

Primary Data, 2020 

Based on the results of the path analysis of the regression equation 2 as presented in table 2, the following 

structural equation is obtained: 

Y = -0,333X + (-0,583) M 

Based on this equation, it can be concluded that: 

The value of β2 is -0.333 means that work-family conflict has a negative effect on job satisfaction, if the work-

family conflict variable increases, the job satisfaction variable decreases by -0.333. 

The β3 value of -0.583 means that job stress has a negative effect on job satisfaction, this means that if the job 

stress variable increases, the job satisfaction variable will decrease by -0.583. The magnitude of the influence of 

the independent variables on the dependent variable as indicated by the total determination value (R square) of 

0.749 means that 74.9 percent of variations in employee job satisfaction are influenced by variations in work-

family conflicts and job stress, while the remaining 25.1 percent is explained. by other factors into the model. 

The value of the coefficient of determination (R2) and the error variable (e) 

Based on the structure model 1 and structure 2, the final path diagram model can be prepared. Before compiling 

the final path diagram model, first the standard error values are calculated as follows. 

Pei  = 1-Ri2
 

 
Pei  =  1-Ri2 

=   1-0,595 =    0,405 = 0,636 

 Pe2  =  1-Ri2 
=   1-0,749  =  0,251  = 0,500 

Based on the calculation of the effect of error (Pei), the result of the effect of error (Pei) is 0.636 and the effect 

of error (Pe2) is 0.500. After analyzing e1 and e2, the calculation of the total coefficient of determination is as 

follows: 

     R
2
m =  1 – (Pe1)

2
 (Pe2)

2 

 
=  1 – (0,636)

2 
(0,500)

2
 

  =  1 – 0,404 x 0,250 

  = 1 – 0,101 

  =   0,899 

The total determination value of 0.899 means that 89.9 percent of the employee job satisfaction variable is 

influenced by the work-family conflict and job stress variables, the remaining 10.1 percent is explained by other 

factors outside the model formed. 

Path Analysis Summary 

The calculation of the effect between variables is summarized in Table 3 as follows. 

Table 3.Direct and Indirect Effects and Total Effects of Work Conflict - Family (X), Job Stress (M), and 

Job Satisfaction (Y) 

Variable Direct 
Indirect 

Total 
(M) (𝜷1 x 𝜷3) 
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X→ M 0,771 - 0,771 

X→ Y - 0,333 - 0,449 - 0,782 

M→ Y - 0,583 - - 0,583 

Primary Data, 2020 

In Table 3, the summary results of the value of each path of direct and indirect influence between variables in 

each structural equation are generated through path analysis techniques. 

Effect of work-family conflict on job satisfaction 

Based on the results of the work-family conflict analysis on job satisfaction, the significance value is 0.037 with 

the beta coefficient value -0.333. A significance value of 0.037 <0.05 indicates that H0 is rejected and H1 is 

accepted. The results in this study mean that work-family conflict has a negative and significant effect on job 

satisfaction. This shows that the higher the conflict, the lower the job satisfaction at Maspion Bank Bali branch. 

Work-family conflict is an interrole conflict (conflict between roles) that arises as a result of roles in work and 

roles in the family that demand each other to be fulfilled (Kalliath&Kalliath, 2013). The higher the role conflict, 

the more disturbing the employee's performance will be and their commitment to the organization will also 

decrease so that the greater the possibility of employee transfer of work (Kusriyani et al., 2016). Work-family 

conflict occurs when the demands of a role in one position interfere with someone's role in another position. A 

heavy workload can interfere with someone's role at home. On the other hand, if the demands for the role of 

parent or partner at home are too high, it can also interfere with their role in the office. The higher the work-

family conflict that occurs, whether due to work matters brought home, or family matters brought to the office, 

the person's satisfaction at work will decrease. 

The results of this study are consistent with previous research conducted by Suartana&Dewi (2020), which 

states that work-family conflicts have a negative effect on job satisfaction. Research from Pramita (2017) and 

Sakawangi (2017) found that family work conflicts have a negative and significant effect on job satisfaction if 

employees experience conflicts will affect job satisfaction. 

The effect of work-family conflict on job stress 

Based on the results of the work-family conflict analysis on job stress, the significance value is 0.000 with a beta 

coefficient value of 0.771. The significance value of 0.000 <0.05 indicates that H0 is rejected and H2 is 

accepted. The results in this study mean that work - family conflict has a positive and significant effect on job 

stress. This shows that the higher the work-family conflict experienced by employees, the higher the job stress 

of employees at Maspion Bank Bali branch. Work-family conflict is an interrole conflict (conflict between 

roles) that arises as a result of roles in work and roles in the family that demand each other to be fulfilled 

(Kalliath&Kalliath, 2013). Employees who are unable to divide or balance time for family and work affairs can 

cause conflicts, namely family conflicts and work conflicts (Akbar, 2017). Having two roles that must be carried 

out at once can cause stress (Yurendra&Rasyidah, 2019) 

The results of this study are in accordance with previous research conducted by Kazmi (2017) showing that 

family work conflicts have a positive effect on job stress. Research from Sing & Kumar (2015) also found work-

family conflict variables had a positive influence on job stress at 12 police stations in New Delhi. Research from 

Ardita et al. (2018) and Li et al. (2018) Finds that family work conflicts have a positive and significant effect on 

job satisfaction, employees who experience family work conflicts can cause job stress. 

The effect of job stress on job satisfaction 

Based on the results of job stress analysis on job satisfaction, the significance value is 0.001 with a beta 

coefficient value of -0.583. The significance value of 0.001 <0.05 indicates that H0 is rejected and H3 is 

accepted. The results in this study mean that job stress has a negative and significant effect on job satisfaction. 

This shows that the higher the job stress experienced by employees at work, the lower the job satisfaction of 

Maspion Bank employees, Bali Branch. According to Siagian (2017: 300) states stress is a condition of tension 

that affects one's emotions, thoughts and physical condition. In general, job stress is more detrimental to 

employees and companies, these consequences can be in the form of decreased work enthusiasm, high anxiety, 

frustration and so on (Riyanti&Budiatmo, 2017). Stress triggers can also come from unclear job responsibilities, 

lack of time to complete tasks, lack of supporting facilities to carry out work and conflicting tasks. Job stress 

experienced by employees tends to reduce employee job satisfaction. 

The results of this study are in accordance with previous research conducted by Vasan (2018) which states that 

job stress has a negative effect on job satisfaction. Research conducted by Permatasari&Prasetio (2018) states 

that job stress has a significant negative effect on job satisfaction. When employee stress increases, employee 

job satisfaction will decrease. Yasa (2019) and Gunawan (2018) in their research state that job stress has a 

negative and significant effect on employee job satisfaction. the lower the job stress felt by employees, the 

higher their job satisfaction in the company. 

Sobel test 

The sobel test is an analytical tool to test the significance of the indirect relationship between the independent 

variable and the dependent variable which is mediated by the mediator variable. The Sobel test is formulated by 

the following equation. If the Z calculation value is greater than 1.96 (with a confidence level of 95 percent), 
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then the mediator variable is considered to significantly mediate the relationship between the dependent variable 

and the independent variable. 

The sobel test is calculated by the formula below: 

Z = 
𝑎𝑏

 b²Sa ²+a2Sb
  2+Sa

  2Sb ²

 

Information: 

a  = 0,771 

sa  = 0,131 

b  = -0,583 

sb = 0,229 

𝑍 =  
0,771.−0,583

 −0,58320,1312 + 0,77120,2292 +  0,13120,2292
 

𝑍 =  
0,449

0,194
 

Z = 2,314 

The Z value is calculated as 2.314> 1.96, which means that job stress is a variable that mediates the effect of 

work-family conflict on job satisfaction at Maspion Bank Bali branch or in other words, work-family conflict 

has an indirect effect on job satisfaction through job stress. 

The role of job stress on the effect work-family conflict and job satisfaction 

Based on the results of testing the fourth hypothesis H4, the Z value of 2.314 is greater than the Z table value of 

1.96, this indicates that H4 is acceptable, so it means that job stress is able to mediate the effect of work-family 

conflict on job satisfaction. Another work-family conflict indirectly affects job satisfaction through job stress. 

With Maspion Bank Bali branch being able to reduce work - family conflicts experienced by employees, it will 

reduce employee stress at work, so that employees feel low stress, it will increase employee job satisfaction. 

The results of research conducted by Sing & Kumar (2015) where they examined job stress as a mediating 

variable between work-family conflict on job satisfaction, it was found that job stress mediates the effect of 

work-family conflict on job stress. Ardita et al. (2018) found that work-family conflict has a negative and 

significant effect on job satisfaction that is mediated by job satisfaction. Warmadewi (2018) reveals that the 

perception of work-family conflict is correlated with job stress and job satisfaction, job stress becomes a 

mediator of the relationship between perceptions of work-family conflict and job satisfaction. Yani et al. (2016) 

and Dewi (2020) also found job stress was able to mediate the relationship between work-family conflict and 

job satisfaction. 
 

V. CONCLUSION 
Work - family conflict has been proven to positively and significantly affect job stress and job satisfaction, 

therefore Maspion Bank Bali is expected to reduce the work - family experience of its employees by providing 

workloads that employees can work according to working hours. Job stress has been proven to positively and 

significantly affect job satisfaction, therefore Maspion Bank Bali is expected to reduce stress by assigning duties 

and responsibilities in accordance with the ability of employees. Based on the research that has been done, it can 

be seen that theoretically, this research as a whole supports several existing theories. This study is expected to 

provide an empirical contribution to the relationship between work-family conflict variables, job stress and job 

satisfaction for the development of human resource science. Data processing is carried out by using path 

analysis techniques to estimate the causal relationship between predetermined variables. This study also uses a 

sobel test to test the strength of the indirect effect of the work-family conflict variable (X) on job satisfaction 

(Y) through the job stress variable (M). The results of this study are expected to be used to enrich references and 

knowledge for students and other researchers who wish to carry out or continue similar research related to work-

family conflict, job stress and job satisfaction variables. 

Research Limitations 

The scope of this research is only in the area of Maspion Bank, Bali Branch, so the results of the research cannot 

be generalized to respondents who are in Maspion Bank branches in other areas. This study uses a questionnaire, 

so that there are weaknesses in the inaccurate answers and respondents who answer less honestly. The limited 

time available is lacking due to the covid-19 pandemic causing disrupted accessibility in conducting research. 

This research can still be developed by changing the subject of this study, because this research will certainly 

give different results when the variables used as research material are changed. This research is only conducted 

within a certain period (cross-section), while the environment can change at any time (dynamic), so this research 

needs to be carried out again in the future. 

 

 

 



American Journal of Humanities and Social Sciences Research (AJHSSR) 2021 
 

A J H S S R  J o u r n a l                   P a g e  | 64 

REFERENCES 
[1]. Afrilia, L. D., & Utami, H. N. (2018). Pengaruh Work-Family Conflict Terhadap Kepuasan Kerja Dan 

Kinerja Studi Pada Karyawan Wanita Rumah Sakit Permata Bunda Malang. Jurnal Administrasi 

Bisnis, 54(2), 48–56. 

[2]. Akbar, A. D. (2017). Konflik Peran Ganda Karyawan Wanita dan Stres Kerja. Jurnal Kajian Gender 

Dan Anak, 2(1), 33-48. 

[3]. Akmal, U. (2015). The Effect of Motivation and Career Development Against Employee’s 

Performance and Job Statisfaction of The Governor Office South Sulawesi Province, Indonesia. 

Internasional Journal of Management Sciences, 5(9), 626–638. 

[4]. Armstrong, G. S., Atkin-plunk, C. A., & Wells, J. (2015). The Relationship between Work–Family 

Conflict, Correctional Officer Job Stress, and Job Satisfaction. International Association for 

Correctional and Forensic Psychology, XX(X), 1–17. https://doi.org/10.1177/009385481558 

[5]. Ardana, K., Mujiati, N. K., & Sriati, A. A. (2009). Prilaku Keorganisasian. Yogyakarta: Graha Ilmu. 

[6]. Ardiani, W., & Putra, R. (2017). Pengaruh Support Based Relationships Terhadap Kepuasan Kerja Dan 

Pemberdayaan Karyawan Sebagai Pemediasi (Studi Kasus PT. Bank Sumut Di Kota Medan). Jurnal 

Konsep Bisnis Dan Manajemen, 3(1), 94–107. 

[7]. Ardita, Q. T., Agusdin, & Furkan, L. M. (2018). Analisis Pengaruh Konflik Pekerjaan-Keluarga 

(Work-Family Conflict) Dan Stres Terhadap Kepuasan Kerja Pada Karyawan Wanita Di Sekretariat 

Daerah Kabupaten Di Pulau Lombok. Jurnal Magister Manajemen Umum, 7(3), 29-44. 

[8]. Chehrazi, K. A., & Shafizadeh, R. (2016). The Relationship of Empowerment and Job Statisfaction 

with Productivity of Employees of Education System in Ahwaz. International Journal Of Learning & 

Development, 6(1), 11–24. 

[9]. Dewi, N. M. (2020). Peran memediasi stres kerja pada pengaruh konflik pekerjaan-keluarga terhadap 

kepuasan kerja karyawan. E-Jurnal Manajemen, 9(7), 2516–2535. 

[10]. Dhamayantie, E., & Fauzan, R. (2016). Sumber-Sumber Konflik Pekerjaan-Keluarga Dan Keluarga-

Pekerja Pada Wirausaha Wanita. Conference on Management and Behavioral Studies, 1(1), 435-444. 

[11]. Fahmi, I. (2016). Perilaku Organisasi Teori, Aplikasi, Dan Kasus. Bandung: Alfabeta. 

[12]. Fatmawati, M. (2019). Dimensi Kepribadian Dan Komitmen Organisasi Terhadap Kinerja Karyawan. 

Jurnal Ilmu Manajemen, 7(4), 1187–1194. 

[13]. Firmansyah, D., & Nugraha, R. (2018). Pengembangan Sistem Informasi Sumber Daya Manusia 

Berbasis Web. Jurnal Teknologi Informatika., 1(1), 1–20. 

[14]. Ghozali, I. (2016). Aplikasi Analisis Multivariete Dengan Program IBM SPSS 23 (Edisi 8) (VIII). 

Semarang: Badan Penerbit Universitas Diponegoro. 

[15]. Gibson, J. L., Ivancavich, J. M., & James H., D. J. (1996). Organisasi. Jakarta: Binarupa Aksara. 

[16]. Greenhaus, J. H., & Beutell, N. J. (1985). Sources Of Conflict Between Work And Family Roles. The 

Academy Of Management Riview, 10(1), 76–88. 

[17]. Gunawan, N. M. (2018). Pengaruh Stres Kerja, Komitmen Organisasional Dan Gaya Kepemimpinan 

Terhadap Kepuasan Kerja Karyawan. E-Jurnal Manajemen, 8(9), 5344–5371.  

[18]. Han, C. (2014). Pengaruh Konflik Terhadap Stres Kerja Dan Kepuasan Kerja Karyawan. E- Jurnal 

Manajemen Unud, 1(1), 2150–2166. 

[19]. Handayani, A., Afiati, T., & Adiyanti, M. G. (2015). Studi Eksplorasi Makna Keseimbangan Kerja 

Keluarga pada Ibu Bekerja. Seminar Psikologi & Kemanusiaan, 1(1), 30–36. 

[20]. Handoko, T. H. (2015). Manajemen (17th ed.). Yogyakarta: BPFE. 

[21]. Hidayati, N., & Trisnawati, D. (2016). Pengaruh Kepuasan Kerja Dan Stres Kerja Terhadap Turnover 

Intentions Karjawan Bagian Marketing PT. Wahana Sahabat Utama. Jurnal Riset Ekonomi Dan Bisnis, 

11(1), 23–37. 

[22]. Indrasari, M. (2017). Kepuasan Kerja Dan Kinerja Karyawan. Yogyakarta: Indonesia Pusaka. 

[23]. Kalliath, P., & Kalliath, T. (2013). Work- Family Conflict And Its Impact On Job Sataisfaction Of 

Social Workes. The British Journal Of Social Work, 45(1), 1–10. 

[24]. Kan, D., & Yu, X. (2016). Occupational Stress, Work-Family Conflict and Depressive Symptoms 

among Chinese Bank Employees: The Role of Psychological Capital. International Journal Of 

Environmental Research And Public Health, 1(1), 1–11. 

[25]. Kazmi, S. S. (2017). Impact Of Job Stress On Work Family Conflict : A Case Study Of Bankers Of 

Private Sector Banks In Pashawar, Pakistan. City University Research Journal, 1(1), 195–205. 

[26]. Kusriyani, T., Magdalena, M., & Paramita, P. D. (2016). Pengaruh Konflik Peran, Kelelahan 

Emosional dan Kepuasan Kerja Terhadap Intensitas Turnover Yang Dimediasi Komitmen Organisasi 

Pada Dinas Pasar Kota Semarang. Journal of Management, 2(2), 1–20. 

[27]. Li, J. C. M., Cheung, J. C. ., & Sun, I. Y. (2018). The Impact Of Job And Family Factors On Job stress 

And Engagement Among Hongkong Police Officers. Hongkong Polytechnic University, 19(3), 1–10. 

 

https://doi.org/10.1177/009385481558


American Journal of Humanities and Social Sciences Research (AJHSSR) 2021 
 

A J H S S R  J o u r n a l                   P a g e  | 65 

[28]. Li Li. (2015). Job stress, Work Motivation and Their Effects On Job Satisfaction In Community Health 

Workers: A Cross-Sectional Survey In China. BMJ Open Journal, 4(1), 1–9. 

[29]. Liftyawan, K. S., Hadi, F. S., & Agustina, T. S. (2020). Pengaruh Konflik Pekerjaan-Keluarga 

Kelelahan Emosional Dan Stres Kerja Terhadap Kinerja. Jurnal Penelitian Ipteks, 5(1), 1–16. 

[30]. Malayu, S. P. H. (2014). Manajemen Sumber Daya Manusia. Bumi Akasara.  

[31]. Mardhika, I. P. A., & Dewi, A. A. S. K. (2019). Pengaruh Konflik Pekerjaan Keluarga terhadap 

Keinginan untuk Keluar melalui Mediasi Kepuasan Kerja. E-Jurnal Manajemen, 8(6), 3333–3359. 

https://doi.org/https:// doi.org/10.24843/EJMUNUD.2019. v08.i05.p02 

[32]. Nurmayanti, S. (2018). Pengaruh Konflik Pekerjaan- Keluarga Terhadap Kepuasan Kerja Dan 

Kepuasan Hidup Studi Pada Perempuan Etnis Bali Yang Bekerja Di Kota Mataram. Jurnal Distribusi, 

6(2), 35–46. 

[33]. Permatasari, A. A. (2020). Kepuasan Kerja Memediasi Pengaruh Stres Kerja Terhadap Komitmen 

Organisasional Pada Karyawan The Grand Santhi Hotel. E-Jurnal Manajemen, 9(6), 2187–2206. 

[34]. Permatasari, H. I., & Prasetio, A. P. (2018). Pengaruh Stres Kerja Terhadap Kepuasan Kerja Pada PT 

Pikiran Rakyat Bandung. Jurnal Manajemen Dan Bisnis Alamana, 2(1), 87–95. 

[35]. Pitasari, N. A., & Perdhana, M. S. (2018). Kepuasan Kerja Karyawan: Studi Literatur. Diponegoro 

Journal Of Management, 7(4), 1–11. 

[36]. Pradita, I. P. (2020). Pengaruh Konflik Pekerjaan Keluarga, Stres Kerja Dan Kompensasi Terhadap 

Kepuasan Kerja Pada Karyawan. E- Jurnal Manajemen, 9(3), 819–840. 

[37]. Pramita, M. I. G. (2017). Pengaruh Konflik Pekerjaan Keluarga Terhadap Turnover Intention Melalui 

Mediasi Kepuasan Kerja Pada Hoki Bank Cabang Gatot Subroto. E-Jurnal Manajemen Unu, 6(12), 

6441–6470. 

[38]. Prayogi, M. A., Koto, M., & Arif, M. (2019). Kepuasan Kerja sebagai Variabel Intervening Pada 

Pengaruh Work-Life Balance dan Stres Kerja Terhadap Turnover Intention. Jurnal Ilmiah Manajemen 

Dan Bisnis, 20(1), 39–51. 

[39]. Rabenu, E., Tziner, A., &Sharoni, G. (2017). The relationship between work- family conflict, stress, 

and work attitudes. International Journal of Manpower, 38(8), 1143-1156 https://doi.org/10.1108/IJM-

01-2014-0014 

[40]. Rahman, M. M., Ali, N. A., Mansor, Z. D., Jantan, A. H., Samuel, A. B., Alam, M., & Hosen, S. 

(2018). Work-Family Conflict and Job Satisfaction: The Moderating Effects of Gender. Academy of 

Strategic Management Journal, 17(5), 1–6.                          

[41]. Rajak, A. (2013). Pengaruh Konflik Interpersonal, Work Family Conflict Dan Stres Kerja Terhadap 

Kepuasan Kerja Dan Dampaknya Terhadap Kepuasan Kerja. Jurnal Siasat Bisnis, 1(1), 1–10.         

[42]. Riaz,(2016).Impact of Job Stress on Employee Job Satisfaction.Government Postgraduate College 

Sahiwal, Pakistan.Irmb journal. 5(2): 119-123 

[43]. Riyanti, A., & Budiatmo, A. (2017). Pengaruh Brand Image dan Kualitas Produk Terhadap Keputusan 

Pembelian (Studi Kasus Pada Konsumen Carica Gemilang Di Wonosobo). Jurnal Undip, 1(1), 1–10. 

[44]. Robbins, S. P., & Judge, T. A. (2015). Organizational Behaviour (16th ed.). New Jersey: Prentice Hall. 

[45]. Ru Hsu, Y. (2011). Work‐family conflict and job satisfaction in stressful working environments. 

International Journal of Manpower, 32(2), 233-248 https://doi.org/10.1108/01437721111130224  

[46]. Saifullah, N., Alam, M., Zafar, M. W., & Humayon, A. . (2015). Job Statisfaction: A Contest Between 

Human And Organizational Behavior. International Journal of Economic Research, 6(1), 45–51.    

[47]. Sakawangi, N. D. (2017). Peran Mediasi Kepuasan Kerja Pada Pengaruh Konflik Pekerjaan-Keluarga 

Terhadap Turnover Intention Karyawan Wanita. E-Jurnal Manajemen Unud, 6(9), 4744–4771. 

[48]. Sheraz, A., Wajid, M., Sajid, M., & Rizwan, M. (2014). Antecedents of Job Stressand  its  impact  on  

employee’s  Job  Satisfaction  and  Turnover  Intentions.International Journal Of Learning & 

Development,4(2), 204–226 

[49]. Siagian. (2017). Manajemen Sumber Daya Manusia. Jakarta: PT Bumi Aksara.   

[50]. Sing, R. N., & Kumar, J. (2015). Mediating Role Of Stress Between Work- Family Conflict And Job 

Satisfaction Among : The Police Offocials Mederating Role Of Sosial Support. An International 

Journal Of Police Strategies & Management, 38(1), 738–753.  

[51]. Suartana, I. P., & Dewi, I. G. A. M. (2020). Pengaruh Stres Kerja, Beban Kerja Dan Konflik Pekerjaan 

Keluarga Terhadap Kepuasan Kerja Karyawan Swiss Belinn Hotel. E-Jurnal Manajemen, 9(3), 863–

883. https://doi.org/https://doi.org/10.24843/EJMUNUD.2020.v09.i03.p03  

[52]. Sugiyono. (2017). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Bandung: Alfabeta. 

[53]. Titisari, P. (2014). Peranan Organizational Citizenship Behavior. Bandung: Mitra Wacana Media.  

[54]. Utama, D. G. (2015). Pengaruh Work - Family Conflict Dan Kepuasan Kerja Terhadap Komitmen 

Organisasional Dan Turnoverintention. E-Jurnal Manajemen Unud, 4(11), 3703–3737. 

[55]. Vasan, D. M. (2018). Impact of Job Stress on Job Satisfaction among the Pharmaceutical Sales 

Representatives. Research J. Pharm. and Tech, 11(9), 3759–3764. 

https://doi.org/10.1108/IJM-01-2014-0014
https://doi.org/10.1108/IJM-01-2014-0014
https://doi.org/10.1108/01437721111130224


American Journal of Humanities and Social Sciences Research (AJHSSR) 2021 
 

A J H S S R  J o u r n a l                   P a g e  | 66 

 

[56]. Venkataraman, P. S., & Ganapathi, D. R. (2013). A Study of Job Stress on Job Satisfaction among the 

Employees of Small Scale Industries. IOSR Journal of Business and Management, 13(3), 18–22.  

[57]. Warmadewi, I. G. (2018). Peran Stres Kerja Pada Hubungan Persepsi Konflik Keluarga-Pekerjaan 

Dengan Kepuasan Kerja. Jurnal Inovasi Bisnis Dan Manajemen Indonesia, 1(3), 258–277.  

[58]. Wartono, T. (2017). Pengaruh Stres Kerja Terhadap Kinerja Karyawan Pada Karyawan Majalah 

Mother And Baby. Jurnal Ilmiah Prodi Manajemen Universitas Pamulang, 4(2), 41–55. 

[59].  Wong, S. C. (2010). Understanding Stress, Job Satisfaction and Physical Well Being of Managers. 

Jurnal Psikologi., 37(2), 129–139.  

[60]. Yani, N. W. M. S. A., Sudibya, I. G. A., & Rahyuda, A. G. (2016). Pengaruh Work-Family Conflict 

Dan Stres Kerja Terhadap Kepuasan Kerja Dan Turnover Intention Karyawan Wanita. E-Jurnal 

Ekonomi Dan Bisnis Universitas Udayana, 3(5), 629–658.  

[61]. Yasa, I. G. (2019). Pengaruh Stres Kerja Terhadap Kepuasan Kerja Dengan Motivasi Kerja Sebagai 

Variabel Mediasi. E-Jurnal Manajemen Unud, 8(1), 1203–1229.  

[62]. Yulianto, Y., & Harnani, S. (2019). Pengaruh Stres Kerja Dan Konflik Kerja Terhadap Kepuasan Kerja 

Relawan PMI Pada Perguruan Tinggi Di Kabupaten Malang. Jurnal Manajemen Jaya Negara, 11(1), 

42–49.  

[63]. Yurendra, M. P., & Rasyidah. (2019). Peran Ganda Pol isi Wanita Terhadap Tuntutan Karir dan 

Kebutuhan Keluarga Studi Kasus Polisi Wanita Polda Aceh. Jurnal Ilmiah Mahasiswa FISIP Unsyiah, 

4(2), 1–10.  

[64]. Zito, M., Colombo, L., Borgogni, L., Callea, A., Cenciotti, R., Ingusci, E., & Cortese, C. G. (2019). 

The Nature of Job Crafting: Positive and Negative Relations with Job Satisfaction and Work-Family 

Conflict. International Journal of Environmental Research and Public Health, 16(7). 

https://doi.org/10.3390/ijerph16071176. 

 


