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Abstract

Purpose: This study aims to examine the effect of work-family conflict on task performance with
family relationships as a mediating variable among banking employees in Indonesia.

Research Methodology: This study uses a quantitative explanatory design with a cross-sectional
approach. Data were collected through structured questionnaires distributed to 175 banking
employees with at least one year of work experience. The data were analyzed using Partial Least
Squares Structural Equation Modeling (PLS-SEM) to examine direct and indirect relationships
among variables.

Results: The findings show that work-family conflict has no significant direct effect on task
performance. However, work-family conflict has a significant negative effect on family
relationships. In addition, family relationships have a significant positive effect on task
performance. The results also confirm that family relationships fully mediate the relationship
between work-family conflict and task performance.

Conclusions: Work-family conflict does not directly reduce employee task performance but affects
performance indirectly through the quality of family relationships. Strong family relationships play
a crucial role in maintaining employee performance despite work-family conflict.

Limitations: This study is limited to banking employees in Indonesia and uses a cross-sectional
design, which restricts generalization and causal inference. In addition, the study relies on self-
reported questionnaire data.

Contributions: This study contributes to the literature by highlighting the mediating role of family
relationships in explaining the link between work-family conflict and task performance,
particularly in the banking sector context.

Keywords: Banking Employees, Family Relationship, Structural Equation Modeling, Task Performance,
Work-Family Conflict
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1. Introduction

In today's era, marked by globalization, digitalization, and accelerated labor mobility, there have been
significant changes in the dynamics of work life. Increasing job demands, intense competition in the
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labor market, and high expectations regarding productivity force individuals to devote significant
attention and energy to their professional environment (Greenhaus, & Beutell, 1985 Pascucci, &
Sanchez, 2022). This situation is further exacerbated by the transformation of modern work patterns,
such as remote and technology-based work, which can increase work intensity and employee
psychological stress (Chuang, Chiang, & Lin, 2024) . In this context, the work-life balance is
increasingly vulnerable to disruption, which can ultimately impact individual performance and well-
being (Borgia, Virgilio, Torre, & Khan, 2022 ; Moreira, & Encarnag, 2023). One impact of this
situation is the increasingly blurred boundaries between professional and personal life. This
phenomenon triggers work-family conflict, defined as role conflict when work demands and family
responsibilities cannot be reconciled (Greenhaus and Beutell, 1985 ; Netemeyer, Boles, & McMurrian,
1996 ; Pascucci and Sanchez, 2022). Work-family conflict can occur in two directions: work-to-family
and family-to-work conflict, each of which impacts individual well-being and functioning (Netemeyer
et al.,_1996). Several studies have shown that work-family conflict is associated with decreased
performance, increased stress, and decreased health and job satisfaction (Aldhafeeri, Aly, & Hashish,
2025; Misfin, Singh, & Phoolka, 2024 ; Morrison, Asante, Mensah, Naa, & Kpakpo, 2020 ; Tran,
Mansoor, & Ali, 2023).

Work-family conflict is a widespread phenomenon in modern society, affecting both men and women,
Mahfouz, Iso, Yatsuya, Sameh, Ghazawy, & Baba, 2022). The intensity of work-family conflict tends
to increase with changes in social structures, rising employment rates, and the increasing complexity
of household roles ((Cunha, Hernandez-Linares, Clegg, & Rego, 2022) ; (Suleiman, Decker, Garza,
Laguerre, Dugan, & Cavallari, 2021)). Work-family conflict is considered a multidimensional
phenomenon that not only affects work productivity but also impacts individual psychological well-
being and employee performance (Misfin et al., 2024 ; Moreira and Encarnag, 2023 ; Pascucci and
Sanchez, 2022). Furthermore, this conflict can lead to emotional distress, chronic fatigue, and reduced
quality of life, ultimately resulting in decreased job performance (Aldhafeeri et al., 2025).

Work-family conflict not only affects the family environment but also directly impacts individual
performance at work, particularly in terms of completing work tasks (Morrison et al., 2020; Tran et
al.,_2023). From an organizational behavior perspective, task performance refers to an individual's
ability to meet core job demands, implement work procedures, and achieve results that meet
established standards (Souza, & Beuren, 2018; Yu, & Frenkel, 2013). Task performance is assessed
based on timeliness, work quality, task efficiency, and adherence to standard operating procedures
(SOPs) (Souza and Beuren, 2018Widyastuti, Hayati, & Ahadiat,_2020). Research shows that an
individual's psychological state, particularly the level of stress and tension related to their work
responsibilities, significantly influences their ability to complete these core tasks (Nguyen, 2024; Yu
and Frenkel, 2013).

Task performance is considered the most direct indicator of an individual's contribution to the
organization's primary goals, as it reflects an individual's ability to carry out the formal tasks that
constitute a central component of their job (Pradhan, & Jena, 2017 ; Yu and Frenkel, 2013). Recent
studies have also shown that task performance is the most relevant variable for assessing the impact of
work-family conflict (Moreira & Encarnag, 2023). Therefore, focusing on task performance enables
this study to more accurately and meaningfully assess the influence of work-family conflict in the
modern workplace (Morrison et al., 2020; Tran et al., 2023).

The impact of work-family conflict on task performance is not always absolute and uniform. Some
individuals can maintain high levels of performance despite the pressures of role conflict. This
phenomenon suggests that other factors may influence or even mediate the relationship between
work-family conflict and task performance. Family relationships are considered a factor. Many
theories acknowledge the importance of family relationships, but relatively little empirical research
specifically examines their role as a mediating variable between work-family conflict and task
performance (Cunha et al., 2022; Pascucci and Sanchez, 2022). Most studies focus on the direct

© 2026 Abnus | Open Access — CC BY 4.0 | abnus.co Page 78



relationship between work-family conflict and performance without delving into the psychosocial
mechanisms linking the two aspects (Moreira and Encarnag, 2023;Tran et al., 2023). As a result,
measures taken by organizations and government agencies tend to be general and do not address the
deeper roots of the problem (Borgia et al., 2022 ; Kusumawardani, & Rini, 2024).

Work-family conflict is a very common phenomenon in the workplace. Various studies show that the
proportion of workers experiencing work-family conflict is relatively high and varies across cultural
contexts and work systems (Kamal et al., 2022; Pascucci and Sanchez, 2022). It indicates that work-
family conflict is not only an individual problem but also a structural issue in modern organizations
related to working conditions and employee well-being (Cunha et al., 2022; Tran et al., 2023).

The banking sector was chosen for this study due to its high work pressure. The banking sector is
known for its challenging work environment, with stringent performance demands, high targets, and
complex regulations. Research shows that employees in the banking sector often work long hours,
face high workloads, and experience pressure to meet financial targets. All of these factors can
potentially increase work-family conflict (Morrison et al., 2020; Suhartini, Kankaew, & Syariati,
2025; Tran et al., 2023). Furthermore, working conditions in the banking sector often require
employees to remain productive outside formal working hours, reducing the time they can spend with
their families and ultimately impacting work-life balance and employee well-being (Borgia et al.,
2022: Kusumawardani and Rini, 2024).

Working conditions in the Indonesian banking sector also show a similar trend, with employees being
required to complete administrative work outside of operating hours. It can exacerbate work-family
conflict and negatively impact the quality of family relationships and task performance (Suhartini et
al., 2025;Tran et al., 2023). Recent studies also show that work pressure in this sector is correlated
with increased role conflict and decreased work-life balance (Borgia et al., 2022; Kusumawardani and
Rini, 2024). These demands have the potential to exacerbate work-family conflict and, in turn, impact
task performance, particularly in accuracy, SOP compliance, efficiency, and work speed (Pradhan &
Jena, 2017). Previous studies on bank employees generally focused on the direct relationship between
work-family conflict and task performance; however, empirical studies specifically examining family
relationships as a mediating variable between work-family conflict and task performance are
relatively limited. Most studies have focused on other mediating variables such as work-life balance,
job satisfaction, or emotional exhaustion (Aldhafeeri et al., 2025; Moreira and Encarnag, 2023). This
research is important because it attempts to fill a gap in the scientific literature regarding the dynamics
of work-family conflict and task performance. By investigating the mediating role of family
relationships, the conflict between work and family demands, and how this conflict influences the
quality of family relationships and its impact on employee task performance, this research provides a
theoretical contribution to enriching the study of role conflict management and family dynamics.

2. Literature Review and Hypothesis/es Development

2.1 The Effect of Work-Family Conflict on Task Performance

Theoretically, Greenhaus and Beutell (1985) explain that work-family conflict occurs when work and
family demands conflict, resulting in an individual's energy, time, and attention being divided and
unable to be allocated optimally to task completion. This condition is reinforced by the view of
Netemeyer, Boles,_and McMurrian (1996), who asserted that role conflict arises in two directions:
work-to-family conflict and family-to-work conflict, each of which can disrupt an individual's
functional balance. As a result, individuals experience role strain, leading to stress and emotional
exhaustion that hinder performance (Misfin, Singh, & Phoolka, 2024).

Empirical research also shows that work-family conflict can reduce performance by decreasing focus,
work motivation, and psychological well-being. Pascucci and Sanchez (2022) asserted that conflict
arising between work and family roles often becomes a source of ongoing daily psychological
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distress, making it difficult for individuals to maintain consistent task performance. It aligns with the
findings of Tran, Mansoor, and Ali (2023) and Morrison, Asante, Mensah, Naa, and Kpakpo (2020),
which showed that work-family conflict is negatively associated with employee performance across
various organizational contexts.

Furthermore, Aldhafeeri, Aly,_and Hashish (2025) showed that decreased performance due to work-
family conflict is also influenced by reduced emotional resources and decreased employee
engagement in performing work. When individuals are unable to balance work and family demands,
cognitive capacity and work energy decline, ultimately affecting task performance. Thus, the negative
relationship between work-family conflict and task performance has a strong theoretical and empirical
basis.

H1: Work-family conflict negatively affects the task performance of banking employees in Indonesia.

2.2 The Impact of Work-Family Conflict on Family Relationships

Work-Family Conflict not only affects individuals in the work context but also significantly affects the
quality of family relationships. Conceptually, when work demands interfere with the time, energy, and
attention that should be allocated to the family, interactions between family members become limited
and of poor quality (Greenhaus, & Beutell, 1985;Netemeyer, Boles, & McMurrian,_1996). This
condition can reduce emotional closeness, degrade the quality of communication, and weaken the
family's relational function as the primary social unit (Cunha, Herndndez-Linares, Clegg, & Rego,
2022; Pascucci, & Sénchez, 2022).

Empirically, various studies have shown that increased work-family conflict is associated with a
decline in the quality of family relationships. (Cerin, Zhang, Mellecker, Ming, & Barnett, 2023) found
that high work pressure and excessive involvement in household chores can decrease family
satisfaction by reducing time spent together and communication within the family. Similar findings
also indicate that imbalanced domestic roles and minimal spousal support worsen the quality of family
relationships and increase interpersonal tensions in the household (Cerin et al., 2023).

Furthermore, in the modern work context, which increasingly demands high levels of flexibility,
work-family conflict is increasingly difficult to avoid and negatively impacts overall family well-
being. Research shows that the dynamics of this role conflict affect not only individuals but also the
quality of family relationships, which are interconnected with psychological well-being and work
performance (Lin, & Zhao, 2024; Tran, Mansoor, & Ali, 2023). Based on these theoretical arguments
and empirical evidence, the following hypothesis is proposed:

H2: Work-family conflict negatively impacts family relationships among banking employees in
Indonesia.

2.3 The Influence of Family Relationships on Task Performance

The quality of family relationships is a crucial determinant in developing psychological conditions
that support employee performance. Warm, supportive family relationships characterized by open
communication can create a stable domestic environment conducive to an individual's emotional well-
being. Cerin, Zhang, Mellecker, Ming, and Barnett (2023) demonstrated that family involvement in
the division of domestic tasks and childcare significantly increases family satisfaction, ultimately
strengthening an individual's psychological balance. Broadly speaking, family emotional stability
contributes to an individual's ability to manage work pressure and maintain focus on professional
tasks (Sze, Ho, Lai, Sit, Lam, & Wang, 2024) .

The better the quality of family relationships, the higher the individual's task performance in the work
context. Healthy family relationships, characterized by emotional closeness, effective communication,
and strong social support, serve as a primary source of psychological resilience. The dimensions of
cohesion and expressiveness within the family play a crucial role in shaping an individual's emotional
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stability. This stability helps employees mitigate the impact of external work pressures, thereby
increasing task effectiveness and consistency (Pradhan, & Jena, 2017; Yu, & Frenkel, 2013).

Furthermore, Suleiman, Decker, Garza, Laguerre, Dugan, and Cavallari (2021) emphasized that
family support contributes to improved psychological well-being, which in turn strengthens employee
motivation, focus, and engagement in their work. In this context, family relationships serve not only
as a social factor but also as a source of psychological energy that directly and indirectly influences
work performance through increased well-being and engagement (Moreira & Encarnag, 2023).
Therefore, family relationships are expected to influence task performance positively.

H3: Family relationships positively influence the task performance of banking employees in
Indonesia.

2.4 Family Relationships Mediate the Effect of Work-Family Conflict on Task Performance

Family relationships play a crucial role in mediating the influence of work-family conflict on task
performance. When individuals face work-family conflict, their ability to manage stress depends
& Hashish, 2025). A warm and supportive family helps individuals mitigate the negative emotional
impacts of role conflict, ultimately maintaining psychological stability and work performance (Misfin,
Singh, & Phoolka, 2024). Thus, family relationships act as a buffering mechanism, reducing the stress
of work-family conflict while maintaining the sustainability of individual performance.

Cunha, Hernandez-Linares, Clegg, and Rego (2022) emphasize that families play a crucial role in
managing work stress through providing emotional support, empathy, and a sense of community as
part of an adaptive family system. When work-family conflict arises, family support can reduce stress
levels, thus minimizing its negative impact on performance (Tran, Mansoor, & Ali, 2023). Without
strong family relationships, the stress of role conflict tends to worsen individual well-being and
significantly decrease task performance (Moreira & Encarnag, 2023).

(Chuang, Chiang, & Lin, 2024) found that healthy family relationships can maintain individuals'
psychological stability, enabling them to work effectively despite facing role conflict in a modern,
digital-based work environment. This mechanism suggests that family relationships not only directly
influence task performance but also significantly mitigate the negative impact of work-family conflict
through emotional and psychological pathways. In line with social support theory and the role conflict
model, this condition strengthens the argument that family relationships play a crucial mediating role
in this relationship (Greenhaus, & Beutell, 1985; Netemeyer, Boles, & McMurrian, 1996: Pascucci, &
Sanchez, 2022).

H,: Family relationships mediate the effect of work-family conflict on the task performance of
banking employees in Indonesia.

Family Relationship
(M)
H4
H2 H3
/ ™ \4
Work-Family Confiict H1 .| Task Performance

(X) (Y)

Figure 1. Research Framework
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Figure 1 shows the proposed research framework illustrating the relationship between work-family
conflict, family relationships, and task performance, where family relationships act as a mediating
variable influencing the indirect effect of work-family conflict on task performance.

3. Research Methodology

This study employed a quantitative research design, namely an explanatory, cross-sectional design,
because its primary objective was to explain causal relationships between variables, not simply to
describe phenomena (Hair, Hult, Ringle, Sarstedt, Danks, & Ray, 2021). Using this approach, the
study examined the extent to which Work-Family Conflict influences task performance and the role of
family relationships as a mediating variable that bridges the relationship between the two (Greenhaus,
& Beutell, 1985;Pradhan, & Jena, 2017) The data collection technique in this study used a structured

questionnaire (Ghozali & Kusumadewi, 2023).

3.1 Sample

Data collection used a purposive sampling technique, with the criteria being that respondents were
active employees in the banking sector, had at least one year of work experience, and were willing to
complete the questionnaire. The minimum sample size was 175 respondents. Based on respondent
characteristics, this study was dominated by women (53%) rather than men (47%). The majority of
respondents were in the 31-40 age range (40.0%), while the fewest were in the <20 age group (2.3%).
In terms of education, the majority of respondents had a bachelor's degree (58.3%), while the lowest
proportion had a postgraduate degree (5.1%). Based on marital status, married respondents were the
largest group (84.0%), while respondents who had ever been married were the smallest (3.4%). In
terms of the number of dependents, the largest category was 3—5 people. (43.4%), while the fewest
were >5 people (5.1%). Regarding income, the majority of respondents (64.0%) reported sufficient
income, while the lowest category was very insufficient (1.1%).

3.2 Measurement

This research instrument uses a five-point Likert scale to measure variables. In this study, variable
measurements were conducted using instruments previously used in research. The Work-Family
Conlflict variable was measured using an instrument developed by Netemeyer, Boles, and McMurrian
(1996), consisting of 10 statements. This instrument is used to assess the level of conflict arising from
a mismatch between work and family demands (Netemeyer et al., 1996).

& Ahadiat,_2020), consisting of 9 statements. However, based on the results of the measurement
model evaluation, several indicators did not meet the convergent validity criteria, with factor loadings
below the recommended limit ((Ghozali & Kusumadewi, 2023). Therefore, only three statement items
were retained and used in the next stage of analysis.

and Team (2014), comprising 16 items. This instrument was designed to measure the quality of family
relationships, including aspects of togetherness, communication, cooperation, and harmony among
family members (Cunha, Herndndez-Linares, Clegg, & Rego, 2022). However, after an instrument
evaluation, only 7 items were found to be valid and reliable for measuring family relationship
variables (Hair, Hult, Ringle, Sarstedt, Danks, & Ray, 2021).
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3.3 Analysis Tools

Data analysis was conducted using the Partial Least Squares (PLS) method within the Structural
Equation Modeling (SEM) framework. SEM-PLS aims to test predictive relationships between
constructs by examining whether one construct influences another (Ghozali & Kusumadewi, 2023). In
this study, the constructs tested included Work-Family Conflict, family relationships, and task
performance. SEM-PLS analysis is conducted in two stages: an outer model evaluation, which
includes tests of convergent validity, discriminant validity, and reliability . The next stage is inner
model evaluation, which is conducted through path coefficient analysis, R-Square, and Effect Size
(f*), as well as hypothesis testing using a bootstrapping procedure by examining the t-statistic and p-
value (Ghozali and Kusumadewi, 2023 ;Hair, Hult, Ringle, Sarstedt, Danks, & Ray, 2021).

4. Results and Discussions

4.1 Results

4.1.1 Validity and Reliability Test

The results of the convergent validity test indicate that several indicators still do not meet the
established criteria. According to (Hair, Hult, Ringle, Sarstedt, Danks, & Ray, 2021), indicators with
loading factor values above 0.70 are considered very good, but a minimum value of 0.50-0.60 is still
acceptable in exploratory research. Several indicators had values below the minimum limit, such as
TP3, TP4, TP5, TP6, TP7, TPS, and FR1, FRS, FR6, FR11, FR12, FR13, FR14, FR15, and FR16, and
therefore did not optimally reflect the construct. Furthermore, the task performance and family
relationship variables also had Average Variance Extracted (AVE) values of 0.315 and 0.398,
respectively, which remain below the minimum limit of 0.50. It indicates that these two variables do
not meet the criteria for convergent validity. In terms of reliability, all constructs met the required
criteria, with Cronbach's Alpha (CA) and Composite Reliability (CR) values above 0.60. Therefore,
although the constructs met the reliability aspect, some indicators and variables still did not meet the
required validity standards.

Subsequently, items with low reliability were removed from the analysis. Further evaluation was
conducted by examining the Average Variance Extracted (AVE) values. The AVE value must be
greater than 0.50 to be acceptable. The analysis results in Table 1 indicate that all constructs met these
criteria: Work-Family Conflict = 0.686, Task Performance = 0.561, and Family Relationship = 0.513.
Therefore, all constructs in this research model met the established criteria for convergent validity.

The results of the cross-loading analysis for discriminant validity indicate that all indicators had the
highest loadings on the Work-Family Conflict, Task Performance, or Family Relationship constructs,
compared to the other constructs. This condition indicates that each indicator can well differentiate the
construct being measured. Therefore, the measurement model in this study meets the criteria for
discriminant validity, indicating that each construct is unique and accurately represents the measured
variable.

In the Partial Least Squares Structural Equation Modeling (PLS-SEM) approach, construct reliability
is generally evaluated using two main measures: Composite Reliability and Cronbach's Alpha. A
construct is considered reliable if its Composite Reliability value is >0.70 (Hair et al., 2021). A good
Cronbach's Alpha value is generally >0.70, but for initial research, a value >0.60 is still acceptable
(Ghozali & Kusumadewi, 2023). Based on the results of reliability testing using SmartPLS, the
Cronbach's Alpha and Composite Reliability values for each variable met or exceeded the minimum
threshold and were therefore deemed reliable (Work-Family Conflict: 0.949, 0.952; Task
Performance: 0.611, 0.616; Family Relationship: 0.842, 0.843). Therefore, the instruments used in this
study have adequate internal consistency for further analysis.
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Table 1. Validity and Reliability of Variables

Variables Item Convergence Convergence Convergence | Reliability
Validity Validity Validity CR >0.60
SLF >0.60 AVE >0.50 CA >0.60

Work-Family | WFCl1 0,841
Conflict WFC2 0,827
WEFC3 0,853
WEFC4 0,859

WFC5 0,833 0,686 0,686 0,686
WEFC6 0,830
WFC7 0,801
WEFC8 0,833
WFC9 0,823
WEC10 0,777
Task TP1 0,671
Performance TP2 O, 639
TP3 0,551
TP4 0,334

TP5 0,511 0.561 0.561 0.561
TP6 0,569
TP7 0,521
TP8 0,583
TP9 0,601
Family FR1 0,501
Relationship FR2 0,509
FR3 0,600
FR4 0,543
FR5 0,522
FR6 0,501
FR7 0,576

FR8 0,560 0,513 0,513 0,513
FR9 0,616
FR10 0,607
FR11 -0,764
FR12 -0,684
FR13 -0,775
FR14 -0,685
FR15 -0,730

Table 1 presents the results of validity and reliability testing using SmartPLS, showing that all
indicators of Work-Family Conflict, Task Performance, and Family Relationship meet the required
criteria for convergent validity, Cronbach’s Alpha, and Composite Reliability, indicating that all
constructs are valid and reliable for further structural analysis.
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4.1.2 Hypothesis Testing
Table 2. Hypothesis Testing

Hypothesis Hypothesis Original T P Remarks
Sample Statistik | Value

H; Work family conflicr - task 0.060 0.931 0.352 Not
performance supported

H: Work family conflict = family -0.499 8.096 0.000 | Supported
relationship

H; Family relationship 0.644 6.933 0.000 | Supported
task = performance

H. Work family conflict = family -0.321 4.764 0.000 | Supported
relationship = task performance

Table 2 shows the results of hypothesis testing conducted using the bootstrapping method in
SmartPLS, based on path coefficients, t-statistics, and p-values. The significance criteria applied were
t-statistic > 1.96 and p-value < 0.05. The results show that Work-Family Conflict does not have a
significant direct effect on task performance (t=0.931; p = 0.352), indicating that H; is not supported.
In contrast, Work-Family Conflict has a significant negative effect on family relationships (t = 8.096;
p = 0.000), indicating that higher levels of conflict reduce the quality of family relationships, thereby
supporting H:. Furthermore, family relationships have a significant positive effect on task
performance (t = 6.933; p = 0.000), supporting Hs. Finally, the indirect effect results indicate that
family relationships significantly mediate the relationship between Work-Family Conflict and task
performance (t = 4.764; p = 0.000), supporting H. Overall, the findings indicate a full mediation
effect, where Work-Family Conflict influences task performance indirectly through family
relationships.
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Figure 2. Hypothesis Testing

Figure 2 shows the structural model results of the study, including the relationships between Work-
Family Conflict, Family Relationship, and Task Performance. The model indicates that Work-Family
Conflict has no significant direct effect on Task Performance, while it has a significant effect on
Family Relationship. In addition, Family Relationship shows a strong positive effect on Task
Performance. The coefficient of determination (R?) values indicate that 24.9% of the variance in
Family Relationship and 37.9% of the variance in Task Performance are explained by the model,
suggesting a moderate explanatory power of the structural model.
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4.1.3 R-Square and F-Square tests

Based on the results of the Partial Least Squares Structural Equation Modeling (PLS-SEM) analysis,
an R? value of 0.249 was obtained for the Family Relationship variable and 0.379 for the Task
Performance variable. These values indicate that the research model has moderate explanatory power.
The R? value of 0.249 indicates that Work-Family Conflict explains 24.9% of the variation in Family
Relationships, with the remaining variation influenced by other variables outside the model. It
suggests that Family Relationships are influenced not only by Work-Family Conflict but also by other
factors such as family communication, social support, and individual psychological conditions (Fok,
Allen, Henry, & Team, 2014; Sze, Ho, Lai, Sit, Lam, & Wang, 2024). Meanwhile, the R? value of
0.379 for Task Performance indicates that the model variables explain 37.9% of the variation in task
performance. Thus, it can be concluded that task performance is a complex and multidimensional
phenomenon, influenced not only by work-family conflict and family relationships, but also by other
factors such as motivation, leadership, and the work environment (Yu & Frenkel, 2013).

Table 3. F-Square

TP FR
Work family conflict 0,004 0,332
Task performance
Family relationship 0,501

Source: SmartPLS Testing

Table 3 shows that the variables in the model exhibit an indirect relationship pattern, with work-
family conflict exerting a strong influence on family relationships (2 = 0.332), while family
relationships substantially influence task performance (f2 = 0.305). Conversely, work-family conflict
has no significant direct influence on task performance (f2 = 0.009), which is categorized as a very
small or negligible effect size based on SmartPLS criteria (SmartPLS, n.d.). These findings indicate
that work-family conflict is not a direct determinant of task performance but rather operates through a
relational mechanism: the quality of family relationships. Thus, family relationships act as both a core
mechanism and a primary transmission channel that bridges the influence of work-family conflict on
task performance, thus strengthening the indication of full mediation in this research
model (Greenhaus & Beutell, 1985).

4.2 Discussion

4.2.1 The Effect of Work-Family Conflict on Task Performance

The results of this study indicate that work-family conflict does not significantly impact task
performance. This finding has important implications: work-family conflict has not significantly
contributed to changes in employee task performance, as evidenced by the very small effect size (f?)
of 0.009. It indicates that respondents are generally still able to balance work and family demands, so
perceived conflict is not yet high (Pascucci & Sanchez, 2022). This situation indicates that work-
family conflict is not yet strong enough to affect task performance directly. Therefore, the first
hypothesis in this study is not empirically supported (Morrison, Asante, Mensah, Naa, & Kpakpo,
2020).

The results of the descriptive analysis indicate that most respondents tend not to experience high
levels of work-family conflict. Respondents feel that work demands do not significantly interfere with
their work life. Conversely, family demands do not hinder their work performance. Furthermore, low
levels of work-family conflict also indicate that respondents can maintain a balance between work and
family. This ability enables individuals to remain focused on completing tasks, meeting work targets,
and maintaining work quality despite facing role demands (Borgia, Virgilio, Torre, & Khan, 2022).
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Theoretically, the results of this study can be explained by the Boundary Theory developed by (Souza
& Beuren, 2018), which posits that individuals can manage and separate boundaries between work
and family life. When someone manages both roles well, the resulting conflict does not always
directly affect performance. In this study, respondents were likely able to maintain professionalism
and work responsibilities despite facing pressures from family life. It aligns with the view of (Cunha,
Hernandez-Linares, Clegg, & Rego, 2022), who stated that work-family boundaries are dynamic and
can be adjusted by individuals so that the demands of one role do not unduly interfere with the other.

These results suggest that the influence of work-family conflict on task performance is likely more
indirect. Work-family conflict tends first to affect an individual's psychological state, such as work
stress, emotional exhaustion, or decreased well-being, before ultimately impacting work performance.
Moreira and Encarnag (2023) explain that an individual's level of well-being influences the
relationship between work-family conflict and task performance, a finding also supported by Misfin,
Singh, & Phoolka, 2024. In other words, when conflict does not seriously disrupt psychological well-
being, work performance can still be maintained.

The results of this study confirm that work-family conflict is not a direct determinant of task
performance. The influence of work-family conflict often requires intermediary variables, particularly
those related to an individual's psychological state and well-being. Therefore, organizations need to
pay attention to employee work support and work-life balance to prevent emerging conflict from

4.2.2 The Effect of Work-Family Conflict on Family Relationships

The results of this study indicate that work-family conflict negatively affects family relationships.
Furthermore, the f> value of 0.332 indicates a large effect size. This finding suggests that conflict
between work and family demands is a major factor in shaping the quality of family relationships
(Allen, French, Dumani, & Shockley, 2020).

The analysis revealed that respondents' perceived work-family conflict was generally low, with most
respondents feeling that work demands did not significantly interfere with family life and that family
demands did not significantly hinder the performance of work duties (Chuang, Chiang, & Lin, 2024).
However, some respondents still experienced difficulty balancing time between work and family,
particularly when work consumed time that could otherwise be used to fulfill family responsibilities
(Tayal & Mehta, 2023). This situation indicates that, despite relatively low levels of conflict, Work-
Family Conflict remains a phenomenon experienced by some employees.

On the other hand, descriptive results indicate that the Family Relationship variable is in the high
category. Respondents tend to have harmonious family relationships, characterized by high levels of
togetherness, cooperation in household chores, harmonious relationships among family members, and
open communication (Winda & Sunarto, 2025). Furthermore, family members are also accustomed to
discussing and sharing stories about various problems they face. These findings indicate that
respondents have a supportive and conducive family environment that provides emotional and social
support.

In this study, the results of hypothesis testing indicate that any increase in Work-Family Conflict
continues to have consequences for family relationships. This finding is important when linked to the
respondents’ characteristics as banking employees with high work demands. This high work pressure
can spill over into the family environment, triggering emotional tension and reducing harmonious
family relationships. This situation supports the view of (Cavagnis et al., 2023), who explain that
Work-Family Conflict is a form of role imbalance that can impact the quality of family life and
individual well-being. The higher the intensity of the conflict, the greater the risk of disrupting
interpersonal relationships within the family.
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The results of this study are also supported by (Kamal et al., 2022), who found that Work-Family
Conflict significantly impacts family conditions and individual health. When work demands increase,
individuals experience difficulty fulfilling family responsibilities, which then leads to dissatisfaction
in family relationships (Sarwar, Panatik, Sukor, & Rusbadrol, 2021). It indicates that Work-Family
Conflict not only affects work-related aspects but also directly affects family dynamics.

The results of this study confirm that work-family conflict is a significant determinant of family
relationship quality. Persistent conflict can reduce communication quality, emotional closeness, and
family harmony (Persram, Scirocco, & Howe, 2019). Therefore, organizations need to create work
policies that better support work-life balance to minimize role conflict experienced by employees and
maintain healthy family relationships.

4.2.3 The Influence of Family Relationships on Task Performance

The analysis results show that family relationships have a positive effect on task performance, with an
2 value of 0.305, indicating a moderate to large effect. This finding confirms that the quality of family
relationships plays a significant role in improving individual performance in the workplace. The better
the family relationships, the more likely an individual is to demonstrate optimal work performance

The analysis showed that respondents demonstrated strong family relationships, reflected in family
togetherness, cooperation in household chores, harmonious relationships among family members, and
open communication. It indicates that the family serves as an important source of social and emotional
support for individuals, which aligns with the concepts of family well-being and family
communication quality. Furthermore, respondents' task performance was also high, demonstrated by
their ability to identify problems, resolve work issues, and meet organizational performance standards
(Grevenstein, Bluemke, Schweitzer, & Aguilar-Raab, 2019).

The findings of this study are supported by (Mertika, Mitskidou, & Stalikas, 2020), who explain that
the quality of family relationships and satisfaction are closely related to an individual's emotional
well-being. Positive family relationships can foster a sense of comfort and balance in life, enabling
individuals to perform work activities more productively. Furthermore, (Susanto et al., 2022) also
found that the quality of communication and family well-being are positively related to an individual's
happiness and psychological well-being, which ultimately supports performance in daily life,
including at work. This support aligns with the view that family well-being can be a source of
psychological energy that impacts work performance. In other words, individuals with strong family
relationships tend to be more focused at work, experience lower stress, and demonstrate higher
productivity. These results indicate that employee performance is influenced not only by
organizational factors but also by supportive family living conditions. The results of this study support
the third hypothesis, which shows that task performance is influenced not only by organizational
factors such as compensation, leadership, and the work environment, but also by social and emotional
conditions within the family. In other words, family life and work are two interrelated domains that
can positively influence each other, as explained in the work-family interface literature. When
individuals receive support and harmony within the family, this positive energy can carry over into the
work environment, improving task performance (Heskiau & McCarthy, 2021).

4.2.4 The Mediating Role of Family Relationships

The analysis results show that family relationships significantly mediate the effect of work-family
conflict on task performance. Given the insignificant direct effect and strong indirect effect, it can be
concluded that full mediation occurs. This finding suggests that work-family conflict does not directly
affect performance but rather influences the quality of family relationships, which, in turn, affects
individual performance (Ribeiro, Gomes, Oliveira, & Dias, 2023).
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This mediating role is consistent with the findings of the research analysis. Respondents reported
relatively low levels of work-family conflict, while family relationships and task performance were
high. It explains why work-family conflict did not directly reduce work performance. The low levels
of perceived conflict still allowed respondents to maintain harmonious family relationships, ensuring
that emotional and social support from their families remained available to support work performance
(Yan, Bai, Geng, & Gao, 2025). In other words, the quality of family relationships is a crucial factor
bridging the relationship between work-family conflict and performance.

This model aligns with (Hobfoll, 1989) Conservation of Resources (COR) theory, which states that
individuals strive to preserve their resources, including social relationships and emotional energy.
When work-related conflict depletes these resources, family relationships are disrupted, ultimately
impacting performance (Yan et al., 2025). Furthermore, these findings support the concept of
spillover, in which negative experiences in one domain (work) can spill over into another (family) and
then re-influence the original domain (work performance).

Based on the descriptive results, respondents' family relationships were characterized by high levels of
togetherness, open communication, and cooperation among family members, as well as harmony in
their family life. It indicates that the family serves as an important source of emotional support. This
support helps individuals maintain focus, problem-solving skills, and meet high performance
standards despite facing various work demands (De et al., 2021). Therefore, as long as the quality of
family relationships is maintained, the negative impact of work-family conflict on work performance
can be minimized.

The results of this study align with those of (Moreira & Encarnag, 2023) who explained that the
influence of work-family conflict on task performance does not operate directly but rather through the
individual's well-being. When work-family conflict disrupts an individual's psychological and social
relationships, it also impacts work performance (Borgia, Virgilio, Torre, & Khan, 2022)). These
findings are also supported by (Pascucci & Sanchez, 2022), who stated that work-family conflict has
significant consequences for family life and individual well-being, which ultimately impacts work
outcomes.

This study confirms that the quality of family relationships is an important mechanism explaining how
work-family conflict affects task performance. Work-family conflict does not directly reduce work
performance; rather, it first weakens family relationships, which, in turn, affect an individual's
psychological well-being and productivity. Therefore, organizations need to address employees' work-
family balance through policies that support work-life balance, work flexibility, and psychological
support to prevent role conflict from developing into a problem that can degrade the quality of family
relationships and employee work performance (De et al., 2021).

5. Conclusions

Based on the results of data analysis using the Structural Equation Modeling (SEM-PLS) method, it
can be concluded that Work-Family Conflict does not have a significant direct effect on Task
Performance; thus, conflict between work and family does not directly reduce employee performance.
This finding indicates that employees can maintain professionalism and fulfill work responsibilities
despite various demands outside of work. However, Work-Family Conflict was shown to have a
significant negative effect on Family Relationships, indicating that the higher the work-family conflict
an individual experiences, the lower the quality of their family relationships. Furthermore, Family
Relationships had a significant positive effect on Task Performance, indicating that harmonious family
relationships can provide emotional support and psychological stability, thereby contributing to
improved performance. Furthermore, the results also show that Family Relationships fully mediate the
relationship between Work-Family Conflict and Task Performance. Thus, the effect of work-family
conflict on performance does not occur directly, but rather through changes in the quality of family
relationships. These findings confirm that family
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relationships are an important mechanism explaining how work-family conflict can affect employee
performance.

Based on the research findings, organizations should not only focus on directly improving employee
performance but also consider non-technical factors that indirectly impact performance, particularly
those related to employees' family life. The findings of this study indicate that family relationships
play a strategic role in mitigating the impact of work-family conflict on task performance. Therefore,
this aspect needs to be addressed in human resource management policies. Leaders are expected to
demonstrate empathy for employees, provide social support, and foster open communication
regarding the need for work-family balance. Superior support is one factor that can reduce work stress
and improve employee well-being.

Organizations can also consider offering programs that holistically support employee well-being, such
as counseling, stress management training, and activities involving employees' families. This
approach reflects the organization's view of employees not only as individual workers but as part of a
broader social system. Therefore, an effective performance improvement strategy focuses not only on
work productivity but also on overall employee work-life balance. This holistic approach is expected
to create sustainable performance while improving employee well-being.
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