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Abstract

Purpose: This study examines the direct and indirect effects of
work-to-family conflict and family-to-work conflict on job
performance through psychological well-being among employees
of Statistics Indonesia.

Methodology: A quantitative explanatory design with a cross-
sectional self-report survey was employed. Data were collected
from 333 civil servant employees of Statistics Indonesia from
January to February 2026 and analyzed using Covariance-Based
Structural Equation Modeling (CB-SEM) with LISREL 8.8.
Results: Work-to-family conflict and family-to-work conflict had
negative effects on psychological well-being, whereas
psychological well-being had a positive effect on job
performance. Family-to-work conflict negatively affects job
performance. In contrast, work-to-family conflict had a positive
direct effect on job performance, contrary to the hypothesized
direction. Mediation analysis revealed that psychological well-
being mediated both relationships. Competitive partial mediation
was found in the work-to-family conflict-job performance
relationship, whereas complementary partial mediation was
found in the family-to-work conflict-job performance
relationship.

Conclusions: Psychological well-being is an important
mechanism linking interrole conflict and job performance. The
findings also confirm that work-to-family conflict and family-to-
work conflict should be treated as distinct constructs.
Limitations: This study is limited by its cross-sectional design,
self-reported data, purposive sampling, and single organizational
context.

Contributions: This study extends the work-family conflict
literature by applying the Conservation of Resources theory to a
strategic public-sector institution. Public organizations should
manage workload, psychological support, and family responsive
work arrangements to sustain employee performance.
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1. Introduction

The increasing overlap between work and family roles has made work-family conflict an important
& Matthews, 2025). Employees are increasingly required to manage multiple roles simultaneously,
allocate resources between work and family, and maintain high productivity despite competing
demands (Tamunomiebi & Oyibo, 2020). Previous studies have shown that work-family conflict can
negatively affect work engagement, job performance, psychological conditions, and employees' life
satisfaction (De,_Haq, & Butt, 2025; Obrenovic, Jianguo, Khudaykulov, & Khan, 2020; Tasdelen-
Karckay, & Bakalim, 2017). Therefore, work-family conflict is not merely a personal issue, but also
an organizational concern because it may impair employees' psychological functioning and their
capacity to contribute effectively to organizational goals (Huang, Liu, & Zhao, 2024).

This issue is particularly relevant in the context of Statistics Indonesia (Badan Pusat Statistik/BPS),
which was upgraded to a ministerial-level government institution in January 2025. As the national
statistical office, the BPS is supported by more than 18,000 civil servants and 528 work units at the
central, provincial, and regency/municipality levels across Indonesia. The BPS Strategic Plan for
2025-2029 emphasizes the provision of high-quality statistical data and insights, strengthening BPS
leadership in the National Statistical System, and developing effective and efficient statistical
institutional capacity (BPS, 2025). These strategic demands require employees to maintain accuracy,
timeliness, integrity, and accountability in producing official statistics. At the same time, the
composition of BPS employees, which is dominated by Millennials and Generation Z, may create
additional sensitivity to role conflict when increasing work demands are not supported by adequate
organizational resources (Kossek, Yu, Pichler, & Xu, 2026). Moreover, institutional agendas such as
statistical modernization, digital transformation, and organizational capacity strengthening may
intensify work pressure for employees with family responsibilities (Kumar, 2024).

Although work-family conflict is generally expected to reduce job performance, existing empirical
findings remain inconsistent. Several studies have shown that work-family conflict and family-work
conflict negatively affect job performance (Karakas, & Tezcan, 2019; Moreira, Encarnacao, Viseu, &
Au-Yong-Oliveira, 2023; Zainal, Zawawi, Aziz, & Ali, 2020). However, other studies have revealed
more complex patterns. Soomro, Breitenecker, and Shah (2018) found that work-family conflict had a
positive and significant effect on perceived employee performance among young university lecturers,

positively related to performance dimensions among teachers in Ecuador. These mixed findings
suggest that the relationship between work and family conflict and performance cannot be understood
as a simple negative association, particularly in organizational contexts where employees may
continue to maintain performance despite experiencing role conflict.

A key limitation of previous research is that work-family conflict is often examined as a broad
construct, whereas the literature distinguishes between Work-to-Family Conflict (WtFC) and Family-
to-Work Conflict (FtWC). WtFC occurs when work demands interfere with family responsibilities,
Bakalim, 2017). This distinction is important because the two types of conflict may have different
implications for employee outcomes (Michel, Kotrba, Mitchelson, Clark, & Baltes, 2011). Work
demands that interfere with family life may not have the same consequences as family demands that
interfere with work (Chen & Cheng, 2025). Therefore, examining WtFC and FtWC separately is
necessary to obtain a more precise understanding of how interrole conflict affects job performance.

Beyond the direct relationship between work and family conflict and job performance, it is also
important to understand the psychological mechanism that explains the antecedents of performance
(Hendrarso,_Handoko, Kurnina, & Suseno, 2025). Previous studies have shown that work-family
conflict may affect performance through psychological conditions, such as well-being. Obrenovic et
al. (2020) found that work-family conflict negatively affects psychological well-being and that
psychological well-being contributes to job performance. Similarly, Huo and Jiang (2023) showed that
work-life conflict harms job performance through its negative effect on employees' well-being. These
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findings indicate that psychological well-being may serve as an important mediating mechanism
through which conflict between work and non-work roles is translated into performance outcomes.

This study uses the Conservation of Resources (COR) theory as a theoretical lens to explain these
relationships. COR theory argues that individuals strive to obtain, retain, protect, and develop valuable
resources and that stress occurs when these resources are threatened or lost (Hobfoll, 2011). From this
perspective, work-family conflict can be understood as a resource-depleting stressor because
employees must invest additional time, energy, and psychological capacity to manage incompatible
role demands (Hobfoll, Halbesleben, Neveu, & Westman, 2018). Therefore, psychological well-being
can be viewed as a personal resource that supports focus, resilience, motivation, and effective work
functioning (Lee & Jo, 2023). When psychological well-being is depleted, employees may face
greater difficulty sustaining job performance.

Accordingly, this study aims to examine the direct and indirect effects of WtFC and FtWC on job
performance through psychological well-being among BPS employees. Specifically, this study
investigates whether WtFC and FtWC negatively affect job performance. Whether both forms of
conflict reduce psychological well-being, whether psychological well-being positively affects job
performance, and whether psychological well-being mediates the relationship between both directions
of work-family conflict and job performance. This study differs from previous studies in three
important ways. First, unlike studies that treat work-family conflict as a single construct, this study
distinguishes WtFC from FtWC to capture their potentially different effects on psychological well-
being and job performance. Second, this study applies COR theory to explain psychological well-
being as a personal resource that mediates the relationship between interrole conflict and performance,
thereby providing a clearer theoretical mechanism. Third, this study extends the work-family conflict
literature to the Indonesian public sector context, particularly within a strategic data-driven institution
such as the BPS, where employee well-being and performance are both essential for maintaining
institutional accountability, service quality, and public trust.

2. Literature Review and Hypotheses Development

2.1 Conservation of Resources Theory

This study employs the Conservation of Resources (COR) theory as the main theoretical foundation to
explain the relationship among work-family conflict, psychological well-being, and job performance.
COR theory argues that individuals strive to obtain, retain, protect, and develop valuable resources,
including time, energy, health, well-being, self-esteem, social support, and work capacity (Hobfoll,
2011; Hobfoll et al., 2018). Stress occurs when these resources are threatened, lost, or not regained
after individuals invest substantial efforts (Hobfoll, 1989). From the perspective of COR theory, work-
family conflict can be understood as a resource-depleting stressor because employees must allocate
limited time, energy, and psychological capacity to manage incompatible work and family demands
(Huang_et al., 2024). When resources are consumed by competing role demands, fewer resources
remain available to maintain psychological well-being and effective work functioning. Thus,
psychological well-being can be positioned as a personal resource that enables employees to remain
focused, resilient, motivated, and capable of performing their work roles (Lee & Jo, 2023). This
argument is consistent with the principle of the primacy of loss, which states that resource loss has a
stronger impact on individual functioning than equivalent resource gain (Hobfoll, 2011). Therefore,
COR theory provides a coherent explanation of how work-family conflict may reduce psychological
well-being and, subsequently, job performance.

2.2 Work-Family Conflict
Work-family conflict is generally defined as a form of interrole conflict in which pressures from the

work and family domains are mutually incompatible (Bian & Mohd Sukor, 2024; Greenhaus &
Beutell,_1985). Netemeyer et al. (1996) distinguish between Work-to-Family Conflict (WtFC) and
Family-to-Work Conflict (FtWC). WtFC occurs when work demands, time, and strain interfere with
family responsibilities. Conversely, FtWC occurs when family demands, time, and stress interfere
with work responsibilities. This distinction is important because the two conflict directions may have
different antecedents and consequences. Thus, treating them as a single construct may
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obscure how work and family pressures affect outcomes such as performance differently (Michel et
al., 2011).

2.3 Psychological Well-Being
Psychological well-being refers to a positive psychological condition that reflects how individuals

2009). Diener et al. (2010) conceptualized psychological well-being as individuals' perceived success
in life domains such as social relationships, purpose in life, optimism, and self-respect. Huppert
(2009) argues that individuals with a high level of well-being tend to have better cognitive flexibility,
creativity, and more adaptive interpersonal abilities. In this study, psychological well-being is viewed
as a personal resource that enables employees to manage demands, maintain their motivation, and
function effectively.

2.4 Job Performance

Job performance refers to work behavior that contributes to achieving organizational goals (Paula &
Queiroga, 2015). Andrade, Queiroga, and Valentini (2020) explain that job performance should not
only be understood as final work outcomes, but also as goal-directed behaviors carried out by
employees in fulfilling their job responsibilities. Brandao, Borges-Andrade, and de Aquino (2012)
show that individual and organizational performance is often measured by comparing predetermined
targets with achieved outputs. Without the contribution of individual performance, the effectiveness of
teams, work units, and the organization as a whole cannot be realized (Andrade et al., 2020). In the
Indonesian public sector context, Riskarini, Putriana, Prakoso, and Martiza (2025) demonstrated that
employee performance can be enhanced through discipline, work environment, motivation, and
professional commitment. These findings indicate that public-sector employee performance is not
solely driven by formal targets and administrative compliance, but also by psychological and
organizational mechanisms that enable employees to perform effectively (Wulandari, Syahlani, &
Pusparini, 2025)

2.5 Work-Family Conflict and Job Performance

Several empirical studies have shown that conflict between work and family generally reduces job
performance (Isa & Indrayati, 2023; Obrenovic et al., 2020). Other studies have also indicated that
both work-to-family and family-to-work directions contribute to decreased job performance. Moreira
et al. (2023) stated that family-to-work conflict reduces task performance, while Yan et al.

have negative and significant effects on job performance. Therefore, the following hypotheses are
proposed:

Hia: Work-to-family conflict negatively affects job performance

H:b: Family-to-work conflict negatively affects job performance

2.6 Work-Family Conflict and Psychological Well-Being

Several empirical studies have provided evidence that work-family conflict is associated with lower
psychological well-being. Moreira, Encarnacio, Viseu, and Au-Yong-Oliveira (2023) found that work-
family conflict was negatively and significantly correlated with well-being. Obrenovic, Jianguo,
Khudaykulov, and Khan (2020) found that work-family conflict generally had a negative effect on
psychological well-being, indicating that conflict between work and family roles can damage
employees' psychological condition. Similarly, Bian and Mohd (2024) reported that both family to-
work conflict and work-to-family conflict are closely related to psychological well-being and
emphasized that both can harm psychological well-being. Based on these empirical findings, the
following hypotheses are proposed.

H:a: Work-to-family conflict negatively affects psychological well-being

H:b: Family-to-work conflict negatively affects psychological well-being
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2.7 Psychological Well-Being and Job Performance

Psychological well-being is expected to improve job performance because it provides the
psychological resources employees need to exhibit effective work behavior. Haider et al.
(2018); Obrenovic et al. (2020) stated that psychological well-being positively affects job
performance. Prayudi et al. (2025) also found that psychological well-being and job satisfaction were
key factors in improving performance, suggesting that psychological conditions play an important role
in sustaining productive work behavior. In addition, Huo and Jiang (2023); Syitharini and Achmadi
(2025) empirically support the argument that well-being is positively associated with job performance,
as employees with better psychological conditions are more likely to maintain effective functioning,
demonstrate resilience, and manage work demands more effectively. Based on these empirical
findings, the following hypothesis is proposed.

H;: Psychological well-being has a positive effect on job performance

2.8 The Mediating Role of Psychological Well-Being

Obrenovic et al. (2020) provide empirical support for this mechanism by showing that work-family
conflict generally has an indirect effect on job performance through psychological factors, including
psychological well-being. Huo and Jiang_(2023) also found that work-life conflict harms job
performance through its negative effect on employee well-being. These studies indicate that conflict
between work and non-work roles not only affects performance directly but also operates through
employees' psychological conditions. Based on this argument, the following hypotheses are
formulated.

H.a: Psychological well-being mediates the relationship between work-to-family conflict and
job performance

H.b: Psychological well-being mediates the relationship between family-to-work conflict and
job performance

2.9 Research Model

Based on COR theory and previous empirical findings, this study proposes that work-to-family
conflict and family-to-work conflict affect job performance both directly and indirectly through
employees' psychological well-being. WtFC and FtWC are expected to reduce job performance
because both forms of conflict deplete the resources employees need to perform effectively at work.
Both forms of conflict are expected to reduce psychological well-being because they threaten
employees' personal resources. Psychological well-being is expected to improve job performance
because it functions as a personal resource that supports motivation, resilience, focus, and effective
work functioning. Accordingly, psychological well-being is proposed as a mediating mechanism that
explains how both work—family conflict directions affect employee performance. The research model
developed in this study is presented in Figure 1.

Work-to-
Family Conflict

Job
Performance

Psychological
Well-Being

Family-to-
Work Contflict

Figure 1. Research model
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3. Research Methodology

3.1 Research Design

This study employed a quantitative explanatory approach with a cross-sectional survey design.
Quantitative research is appropriate when the objective is to test hypothesized relationships among
variables using numerical data and statistical analysis, whereas survey-based research is suitable for
collecting standardized self-reported responses from a relatively large number of participants
(Malhotra & Dash, 2016; Sekaran & Bougie, 2016). The unit of analysis in this study was individual
employees. This study was designed to examine the direct effects of work-to-family conflict and
family-to-work conflict on job performance, as well as the mediating role of psychological well-being
among employees of BPS.

3.2 Population and Sample
The population of this study consisted of Civil Servant Employees (Aparatur Sipil Negara/ASN)

working at the BPS. The sample was selected using non-probability purposive sampling, as
respondents had to meet specific eligibility criteria relevant to the research objectives (Malhotra &
Dash, 2016; Sekaran & Bougie, 2016). To be included in the study, respondents had to meet the
following criteria: (1) have worked for at least one year, (2) have family dependents, and (3) not be on
study leave or other forms of leave outside state responsibility at the time of data collection. A total of
333 valid responses were used in the final analysis and were considered adequate for SEM. Referring
to Hair,_ Black, Babin, and Anderson (2019), SEM models with seven or fewer constructs and
moderate indicator communalities generally require at least 150 respondents, whereas models with
low communalities may require around 300 respondents. Thus, the sample of 333 respondents
exceeded the recommended minimum for model complexity in this study.

3.3 Measures

All constructs in this study were measured using established scales. Responses were recorded on a 7-
point Likert scale ranging from 1 = strongly disagree to 7 = strongly agree. Work-to-Family Conflict
(WtFC) was measured using five items adapted from Netemeyer, Boles,_and McMurrian (1996).
Family-to-Work Conflict (FtWC) was also measured using five items adapted from Netemeyer et al.
(1996). Psychological Well-Being (PWB) was measured using eight items adapted from Diener et al.
(2010). Job Performance (JP) was measured using ten items adapted from Andrade, Queiroga, and
Valentini (2020). Considering the Indonesian public sector context of this study, the questionnaire was
adapted into Indonesian to ensure clarity and equivalence with the original scales. The adaptation
focused on preserving conceptual meaning, improving wording clarity, and minimizing potential
measurement errors (Malhotra & Dash, 2016; Sekaran & Bougie, 2016). Before the main survey, a
readability test with four individuals and a pretest with 40 respondents were conducted to assess the
clarity of the items, instructions, and response options. These procedures were undertaken to
strengthen the instrument's clarity, contextual appropriateness and methodological rigor.

3.4 Data Collection Procedure

Data will be collected from January to February 2026 using an online questionnaire distributed
through WhatsApp. This format was selected to reach eligible respondents across the BPS work
environment more efficiently, as electronic questionnaires facilitate broader access, faster data
collection, and flexible response times (Malhotra & Dash, 2016; Sekaran & Bougie, 2016).
Participation was voluntary, and respondents were informed about the study's purpose, anonymity of
responses, and exclusive use of data for academic purposes. No personally identifiable information
was collected, consistent with ethical principles in survey research regarding privacy and respondent
protection (Sekaran & Bougie, 2016). Several procedural remedies were applied to reduce common
method bias, including anonymous administration, clear item wording, validated scales, and
construct-based questionnaire organization. These procedures were intended to reduce evaluation
apprehension, respondent bias, and systematic measurement errors (Hair et al., 2019; Malhotra &
Dash, 2016; Sekaran & Bougie, 2016).
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3.5 Data Analysis Technique

The data were analyzed using Structural Equation Modeling (SEM) with LISREL 8.8. SEM was
selected because it enables the simultaneous assessment of measurement quality and structural
relationships among latent constructs (Hair et al., 2019; Malhotra & Dash, 2016). The analysis was
conducted in two stages. First, the measurement model was evaluated to assess the adequacy of the
indicators in representing latent constructs (Wijanto, 2015). This stage included the assessment of
Goodness-of-Fit (GOF), construct validity, and construct reliability. Second, the structural model was
evaluated to test the hypothesized relationships among the latent variables (Wijanto, 2015). This stage
included the assessment of overall model fit, direct effects, indirect effects, and mediation effects.

The mediating role of psychological well-being was examined by analyzing the indirect effects of
work-to-family and family-to-work conflicts on job performance through psychological well-being.
The interpretation of the structural model was based on the magnitude and significance of the
estimated path coefficients (Hair et al., 2019). In addition, Harman single-factor test was conducted to
assess the potential presence of common method bias, because all variables were measured using self-
reported survey data (Hair et al., 2019). The results indicated that no single factor accounted for the
majority of the total variance, suggesting that common method bias was not a serious threat to the
findings of this study.

4. Results and Discussions

4.1 Respondent Profile

A total of 333 valid responses were analyzed. The sample was almost evenly split by gender,
consisting of 165 men (49.55%) and 168 women (50.45%). Most respondents were 31-35 years old
(59.46%), married (88.59%), had three family dependents (29.43%), and had worked for BPS for 8—
11 years (57.06%). In terms of position, the largest groups were Young Expert Functional Officers
(50.15%) and First Expert Functional Officers (33.93%). Overall, the respondent profile indicates that
the sample was dominated by employees in the prime working and family responsibility stages of life,
making it highly relevant for examining work-family conflict (Kossek et al., 2026).

4.2 Descriptive Overview

At the construct level, Work-to-Family Conflict (WtFC) showed a moderate mean score (grand mean
= 3.69), whereas Family-to-Work Conflict (FtWC) had a lower mean score (grand mean = 2.55). In
contrast, Psychological Well-Being (PWB) and Job Performance (JP) were relatively high, with grand
means of 5.68 and 5.74, respectively. These descriptive results suggest that respondents perceived
stronger interference from work to family than from family to work, while still reporting favorable
psychological well-being and job performance.

4.3 Measurement Model Assessment

The measurement model demonstrated an acceptable overall fit to the data. Although the chi-square
probability was significant (p = 0.000), the ratio of chi-square to degrees of freedom was 2.641,
indicating an acceptable fit of the data. In addition, the RMSEA was 0.070, SRMR was 0.052, and the
incremental fit indices were all strong (NFI = 0.95, NNFI = 0.97, CFI = 0.97, IFI = 0.97, and RFI =
0.95). The GFI was 0.84, indicating a marginal fit. Taken together, these results suggest that the final
model met an acceptable to good level of fit and was suitable for subsequent structural analyses. As
shown in Table 1 , convergent validity was supported because all the standardized factor loadings
exceeded 0.50. The loading ranges were 0.70-0.91 for WtFC, 0.81-0.90 for FtWC, 0.58-0.79 for
PWB, and 0.72-0.78 for JP. Construct reliability was also satisfactory, with CR values ranging from
0.902 to 0.931, and AVE values ranging from 0.537 to 0.727. Therefore, all the constructs were
considered valid and reliable.
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Table 1. Measurement model assessment

Construct Loading range CR AVE Conclusion
Work-to-family conflict (WtFC) 0.70-0.91 0.930 0.727 Valid and Reliable
Family-to-work conflict (FtWC) 0.81-0.90 0.923 0.707 Valid and Reliable
Psychological well-being (PWB) 0.58-0.79 0.902 0.537 Valid and Reliable
Job performance (JP) 0.72-0.78 0.931 0.573 Valid and Reliable
Note: CR = construct reliability; AVE = average variance extracted.

4.4 Structural Model and Hypothesis Testing
The structural model also demonstrated an acceptable fit, with the same fit statistics as the validated

final model: y*df = 2.641, RMSEA = 0.070, SRMR = 0.052, GFI = 0.84, NFI = 0.95, NNFI = 0.97,
CFI =0.97, IFI = 0.97, and RFI = 0.95. These values indicate that the proposed relationships among
WtFC, FtWC, PWB and JP are empirically tenable. Hypothesis testing was conducted using a
directional one-tailed test with a critical value of |t > 1.645 in the hypothesized direction, at the 95%
confidence level. As shown in Table 2, WtFC had a positive and significant effect on JP (B = 0.14, SE
= 0.057, t = 2.49). Because the hypothesized direction was negative, Hla was not supported. FtWC
had a negative and significant effect on JP (B = -0.10, SE = 0.056, t = -1.85), supporting H:b. Both
WtFC and FtWC had negative and significant effects on PWB, with WtFC — PWB (B = -0.31, SE =
0.067, t = -4.65) and FtWC — PWB (B = -0.22, SE = 0.066, t = -3.35) which supported H2a and H-b.
Furthermore, PWB had a positive and significant effect on JP (f = 0.72, SE = 0.071, t = 10.23), thus
supporting Hs. The model explained 22% and 50% of the variance in PWB and JP, respectively.

Table 2. Structural model results

Hypothesis Path B SE t-value Result
Hla WFC — JP 0.14 0.057 2.49 S‘gmﬁ;;gt&lgls’g‘;’zg: Sl‘l;e;é;‘t’:dto the
HIib FtWC — JP -0.10 0.056 -1.85 Significant; supported
H2a WtFC— PWB -0.31 0.067 -4.65 Significant; supported
H2b FtWC— PWB -0.22 0.066 -3.35 Significant; supported
H; PWB — JP 0.72 0.071 10.23 Significant; supported
Note: = standardized path coefficient; SE = standard error.

4.5 Mediation Analysis

The mediation test showed that PWB significantly mediated the effects of both conflict dimensions on
JP. As presented in Table 3, the WtFC — PWB — JP path produced a positive direct effect (0.14),
negative indirect effect (-0.223), and negative total effect (-0.083), with a Sobel Z value of -4.21. This
pattern indicates competitive partial mediation because the direct and indirect effects were significant
but operated in opposite directions (Zhao, Lynch Jr, & Chen, 2010). Therefore, H4a is supported. For
the FtWC — PWB — JP path, the direct (-0.10), indirect (-0.158), and total (-0.258) effects were all
negative, with a Sobel Z value of -3.17. This pattern indicates complementary partial mediation
because the direct and indirect effects moved in the same direction (Zhao et al., 2010). Therefore, Hsb
is supported.

Table 3. Mediation results

Hypothesis Indirect path ]e);f: cctt Irég;;' :tc t ggglt SO; el Mediation type Result
H4a WtFC—PWB — JP 0.14 -0.223 -0.083 -4.21 Competitive partial mediation Supported
H4b FtWC—PWB —JP -0.10 -0.158 -0.258 -3.17 | Complementary partial mediation | Supported

4.6 Discussion

The results of this study indicate that Work-to-Family Conflict (WtFC) and Family-to-Work Conflict
(FtWC) both have negative effects on Psychological Well-Being (PWB). This finding is consistent
with the Conservation of Resources (COR) theory, which posits that individuals strive to obtain,
retain, and protect valued resources; therefore, when work and family demands collide, individuals are
required to expend additional energy, time, and psychological capacity to maintain both domains
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simultaneously (Hobfoll, 2011; Hobfoll, Halbesleben, Neveu, & Westman, 2018). In this context,
interrole conflict is not merely a matter of role discomfort but also reflects a process of resource
depletion that eventually impairs employees' psychological condition. This finding supports
Obrenovic, Jianguo, Khudaykulov, _and Khan (2020), who showed that work-family conflict
negatively affects psychological well-being, and Bian and Mohd (2024), who emphasized that both
work-to-family and family-to-work conflict can harm psychological well-being.

This finding is relevant to the context of the BPS. The BPS Strategic Plan also shows that work-life
balance, work pressure, mental health, and the quality of workplace relationships have been identified
as important dimensions of employee well-being, accompanied by policy recommendations such as
workload audits, flexible work arrangements, and psychological well-being interventions (BPS,
2025). Thus, the findings of this study reinforce the argument that work-family role conflict among
BPS employees is not merely an individual issue but also an organizational issue relevant to the
sustainability of institutional performance.

Furthermore, this study found that psychological well-being has a strong positive effect on job
performance. This finding is consistent with the argument that well-being is not only a psychological
outcome but also a personal resource that supports focus, resilience, motivation, and work
functioning. Obrenovic et al. (2020) found that when employees' psychological well-being declines,
their job performance also decreases. Haider, Jabeen, and Ahmad (2018) showed that psychological
well-being is an important mechanism explaining how better working conditions can lead to improved
job performance. In other words, a healthy psychological condition helps employees maintain work
effectiveness, whereas declining well-being weakens individuals' capacity to optimally meet work
demands.

The direct effect of FtWC on Job Performance (JP) was negative and significant, which is consistent
with the theoretical expectations. When family demands interfere with work responsibilities,
employees' attention, energy, and concentration at work may become fragmented, thereby reducing
their performance. This result supports Moreira, Encarnacdo, Viseu, and Au-Yong-Oliveira (2023),
who found that family-to-work conflict reduces task performance, and Karakas_and Tezcan (2019),
who showed that family-to-work conflict directly reduces worker performance. In the context of civil
servants, such as BPS employees, interference from the family domain into the work domain may be
particularly consequential because public sector work is generally bound by strict targets, schedules,
accountability requirements, and output quality standards.

A different pattern emerged for the WtFC — JP pathway. WtFC had a positive direct effect on JP,
which means that the hypothesis expecting a negative effect was not supported. This finding should be
interpreted with caution. This does not mean that WtFC is beneficial to employees or that
organizations should allow excessive work demands to spill over into family life. A more cautious
interpretation is that some employees may maintain or even intensify their work performance when
work demands are high, particularly in organizational contexts where professionalism, accountability,
and output quality are strongly emphasized. This interpretation is consistent with Aguirre, Donoso,
relationship with effort and quality-of-work dimensions among teachers in Ecuador, and Soomro,
Breitenecker,_and Shah (2018), who reported a positive effect of work-family conflict on perceived
employee performance among young lecturers at public-sector universities in Pakistan.

This explanation is also plausible in the context of BPS. The 2025 BPS Organizational Culture Survey
shows that obeying rules and policies, maintaining data quality, being responsible, collaborating,
delivering the best performance, and working effectively and efficiently are among the most
prominent values and behaviors at the BPS (BPS, 2025). Such a culture may encourage employees to
maintain performance despite experiencing work pressure that interferes with their family life.
However, this does not eliminate the psychological costs of WtFC. The mediation results show that
WtFC negatively affects JP by reducing PWB. Thus, the positive direct effect may reflect a short-term
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performance maintenance response, while the negative indirect effect reflects the hidden
psychological cost of sustaining performance under role conflict.

The competitive partial mediation pattern in the WtFC — PWB — JP relationship further supports
this interpretation. According to Zhao and Chen (2010), competitive mediation occurs when the direct
and indirect effects are both significant but operate in different directions. In this study, WtFC
appeared to increase JP directly, but it simultaneously reduced PWB, which, in turn, lowered JP.
Therefore, the positive direct effect of WtFC should not be interpreted as evidence that work-to-
family conflict is advantageous for employees. Rather, it indicates a complex pattern in which
employees may continue to perform under work pressure, but such performance may be achieved at
the expense of their psychological well-being.

In contrast, the FtWC — PWB — JP path showed complementary partial mediation. Both the direct
and indirect effects were negative (Zhao & Chen, 2010), indicating that FtWC consistently harms JP
directly and through reduced PWB. This pattern suggests that when family demands interfere with
work responsibilities, the negative consequences for performance become more apparent. FtWC
reduces employees' ability to perform and weakens their psychological well-being, which further
reduces performance. This finding aligns with that of Obrenovic et al. (2020), who showed that work-
family conflict negatively affects psychological well-being, while psychological well-being positively
affects job performance.

Overall, the findings of this study provide two main contributions to the literature. First, this study
confirms that WtFC and FtWC should not be treated as identical constructs, as they show different
relationship patterns with job performance. Second, this study demonstrates that psychological well-
being is an important explanatory mechanism in the relationship between work-family conflict and
job performance. For BPS, organizations should not only pursue output targets and maintain employee
productivity but also manage employees' psychological conditions more seriously. Internal BPS
findings have also pointed in this direction, for instance, through recommendations on time and
workload management reform, support for employees with family responsibilities, flexible/hybrid
work policies, and interventions that strengthen work meaningfulness and psychological well-being
(BPS,_2025). Therefore, the findings of this study reinforce the argument that managing work-family
conflict and psychological well-being is not only an employee welfare issue but also part of a strategy
to sustain the performance of a data-driven public organization such as the BPS.

5. Conclusions

5.1 Conclusion

This study examined the direct and indirect effects of Work-to-Family Conflict (WtFC) and Family-
to-Work Conflict (FtWC) on Job Performance (JP) through Psychological Well-Being (PWB) among
employees of Statistics Indonesia. Using the Conservation of Resources (COR) theory, this study
positions PWB as a personal resource that explains how interrole conflict may affect employees'
capacity to sustain effective work behavior. The findings show that both WtFC and FtWC
significantly reduced PWB, whereas PWB had a strong positive effect on JP. These results confirm
that psychological well-being is an important mechanism linking work-family conflict and job
performance. However, WtFC and FtWC had different direct effects on JP. FtWC had a negative
direct effect on JP, whereas WtFC had a positive direct effect. This positive WtFC effect should be
interpreted cautiously because its indirect effect through PWB was negative, indicating that
employees may maintain performance under high work demands but at a psychological cost.

The mediation results further show that PWB mediated the WtFC—JP relationship through competitive
partial mediation and the FtWC-JP relationship through complementary mediation. These findings
confirm that WtFC and FtWC should be treated as distinct constructs because they operate via
different mechanisms. Theoretically, this study contributes to the work-family conflict literature by
clarifying the role of psychological well-being as a personal resource in the conflict—performance
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relationship. Practically, the findings suggest that public-sector organizations should not rely only on
performance targets and output control but also manage workload, psychological support, and family
responsive work policies to sustain employee performance.

5.2 Reseacrh Limitations

This study had several limitations. First, the cross-sectional design limits the ability to draw strong
causal conclusions because the data were collected at a single point in time. Second, the study relied
on self-reported questionnaire data, which may increase the possibility of common method bias and
social desirability bias, particularly because job performance was measured through self-assessment.
Third, the study was conducted only among employees of Statistics Indonesia using purposive
sampling. Therefore, the findings should be generalized cautiously to other public institutions, state-
owned enterprises, private-sector organizations, or different occupational contexts. Fourth, the model
focused on PWB as a mediating variable and did not include other relevant mechanisms such as work-
life balance, burnout, work engagement, psychological safety, supervisor support, family support,
workload, or flexible work arrangements.

5.3 Sugesstions and Directions Future Research

Future research should consider longitudinal designs to examine how WtFC and FtWC affect PWB
and JP over time. Future studies should also use multi-source data by combining employee self-
reports with supervisor-rated, peer-rated, or objective performance indicators. Future research may
expand the model by examining other mediating and moderating variables, such as work-life balance,
burnout, work engagement, psychological safety, supervisor support, family support, perceived
organizational support, workload, flexible work arrangements, gender, and generational cohort.
Replicating this model in other public-sector institutions, state-owned enterprises, and private-sector
organizations would help assess the broader applicability of the findings.
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