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Abstract 

The present study sought to examine the effect of work-life balance and work-family conflict on 

employee performance by applying psychological wellbeing and psychological safety as 

mediating variables and satisfaction with coworkers as the moderating variable. This study 

involved 116 loco pilots and assistant loco pilots in the Train Crew Technical Operating Unit of 

PT. KAI in Region 7 (i.e., Madiun). By employing PLS-SEM analysis, this study found that 

psychological wellbeing did not mediate the effect of work-life balance on employee 

performance. However, satisfaction with coworkers was found to moderate the mediating effect 

of psychological wellbeing in the relationship between work-life balance and employee 

performance. Work-family conflict was found to negatively affect psychological wellbeing and 

psychological safety. It was also found that psychological wellbeing positively affected 

employee performance, whereas psychological safety did not directly and positively affect 

employee performance.  Psychological wellbeing was found to mediate the relationship between 

Work-family conflict and employee performance, while psychological safety did not mediate the 

relationship between Work-family conflict and employee performance. 

Keywords: work-life balance, work-family conflict, psychological wellbeing, psychological 

safety, satisfaction with co-worker, job performance 

1. Introduction 

Employees serve as one of the most crucial assets of the company. They act as the motor of the 

company (Dessler, 2015). Their performance is fundamental to the company's performance. 

Employee performance refers to the quality and quantity of an employee’s achievement during a 

certain period(Kreitner dan Kinicki, 2014). Since employees are the motor of an organization, 

satisfactory employee performance, i.e., where employees carry out their duty and responsibility 

properly, may result in better organizational performance (Robbins and Judge, 2015). 

Employee performance can be affected by psychological wellbeing (Haider, Jabeen, and Ahmad, 

2018). Employees may work optimally when their psychological needs are satisfied. 
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Psychological wellbeing refers to a feeling induced by one's psychological conditions, such as 

satisfaction achievement, pleasure, and safety (Hernandez et al., 2018) 

Employee's psychological needs can only be satisfied when they find a balance between their 

personal and work life(Ryff, 2013). This balance, according to Lewis and Beauregard (2018), 

This balance, according to Lewis and Beauregard (2018), refers to employees' feeling that they 

can contribute to their work properly and suits their nonwork roles. Work-life balance defines an 

individual’s ability to have successful work and nonwork roles without worrying about 

unnecessary burdens from these roles(Singh &Koradia, 2017). One of the employee’s needs is to 

feel comfortable at work, allowing them to find their work quality increases(Haider et al., 2018). 

Having a work-nonwork life balance, employees can perceive better work-life because they can 

feel the success and balance in their work and nonwork life(Singh &Koradia, 2017). On the 

contrary, work-life imbalance may result in employees’ discomfort that leads to poor 

performance(Haider et al., 2018) 

Employees’ work-life balance could be established when they have good psychological 

wellbeing (Aqeel Ahmed Soomro &Breitenecker, 2017). Meanwhile, in enhancing employees’ 

psychological wellbeing, their work-life balance may interact with their satisfaction with 

coworkers (Haider et al., 2018). Better work-life balance, according to (Haider et al., 2018), 

makes employees view their coworker presence more valuable, thus enhancing their 

psychological wellbeing and eventually improving their performance. 

Another factor that may affect employee’s psychological wellbeing is work-family conflict. 

According toObrenovic et al., (2020), work family-conflict may hinder psychological wellbeing 

and indirectly affect employee performance. Conflicts that arise between employees’ work and 

nonwork life (e.g., family) can indirectly affect their performance and Lower their concentration 

at work. Work-family conflict refers to a condition where a number of factors can lead to conflict 

within the employee’s family(Aboobaker et al., 2017). It may arise when one’s job hinders their 

ability to perform family-related responsibilities(Chelariu& Stump, 2011). When conflict occurs 

between the employee’s work and nonwork life, it may affect the employee’s focus at work v 

(Haider et al., 2018). Such a conflict can make the family feels that the employees give more 

priority to their job than to the family.  

This condition can also affect the employee’s perception of psychological safety, i.e., a condition 

Where they view their work environment as a safe place where they completely trust their 

organization and coworker based on mutual respect(Ayas&YaşarUğurlu, 2016). Ming et al. 

(2015)define psychological safety as a feeling of confidence, safety, and freedom from fear and 

anxiety at work based on the belief that the organization can fulfill one’s present and future 

needs. When employees perceive a lack of safety at work, they may feel discomfort and exhibit 

less optimal performance(Obrenovic et al., 2020) 

The importance of work-life balance, when it comes to psychological wellbeing, safety, and 

potential work-family conflict, should be addressed seriously because these factors are known to 

affect employee performance significantly. Issues on employee performance are faced by any 
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organization, including public organizations, particularly those in a service-based business, since 

employees are the company’s spearhead to interact with its customers(Layer et al., 2009). 

Having employees with satisfactory performance and healthy psychological conditions can 

significantly elevate organizational performance(Haider et al., 2018). 

In Indonesia, one of the public companies in the transportation sector is PT Kereta Api Indonesia 

(Persero) (PT KAI), a state-owned company that becomes a single-player in railway 

transportation in Indonesia. One of the current challenges faced by this company is railway 

accidents caused by either human or non-human error that result in the company’s loss. Since it 

is associated with customer safety, employee performance should be addressed properly. PT KAI 

highly depends on its employee performance to run its train optimally and prevent any accident. 

To run their job optimally, PT KAI’s employees need to be psychologically healthy. As an 

attempt to support its employees' work-life balance, The company provides adequate family time 

for them so that they are expected to exhibit satisfactory performance at work. 

PT KAI’s operation is divided into several Operating regions. In carrying out the operation, there 

is a technical operating unit whose responsibility is to carry out Day-to-day operations and 

interact with the community as the company’s customer. This technical unit is the place where 

loco pilots and assistant loco pilots work. The Crew Technical Unit plays a pivotal role because 

the safety of all train passengers depends on its decision and loco pilots or assistant skills during 

the trip. 

Chart 1. Performance 
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Chart 2. Violation Data 

 

The data showed that the performance of this unit had not met the company standard. PT KAI 

has set the main criteria, namely AKHLAK, (Amanah, Kompeten, Harmonis, Loyal, Adaptif, 

Kolaboratif). These criteria are broken down into attendance, knowledge, service, attitude, 

achievement, speed limit, signal, and mild violations. The problem occurs when the company set 

the performance score of the unit should be 95/100, but in 2019 the unit’s performance degraded. 

Based on the obtained data, the violation increases when loco pilots' performance degrades. The 

increase in violation is followed by the accident rate due to human error, which stems from 

issues on psychological condition due to, among other causes, work-family conflicts, and work-

life imbalance.  

Based on the observation, the loco pilots were assigned based on work hour summary, i.e., loco 

pilots schedule created based on the Train schedule, thus not referring to shift system. Holidays 

for loco pilots do not refer to the regular calendar. Instead, they have their holiday based on the 

working hour summary.  

On some occasions, when long holiday opportunities come, the company postpones the 

employees’ leave, thus lowering loco pilots' performance. Such a company decision can trigger 

work-family conflict since they have shorter family time. Such decision can also lower loco 

pilots' work-life quality due to imbalanced work and non-work role demands. 

Based on the problems described above, the present study aimed to examine the effect of work-

life balance on job performance by considering the employees’ psychological wellbeing, 

psychological safety, work-family conflict, and satisfaction with coworkers. 

2. Literature Review and Hypotheses Development 

2.1 Literature Review 

2.1.1 Work-life balance 

Several studies define work-life balance at the individual level, like Aboobaker et al. (2017) who 

examine expectation achievement regarding family and work roles.  Aqeel Ahmed Soomro and 

Breitenecker (2017) argue that work-life balance determines the time available for an employee 
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to balance their work and family roles. In other words, work-life balance is a time ratio between 

work and family roles. By establishing a work environment that prioritizes work-life balance, 

employers can save their money and retain more healthy and productive workers (Frone, 2003). 

Frone (2003) also associates work-life balance with role conflicts. Work-life balance is viewed 

as the absence of conflict between one’s role in family and work. Employees understand work-

life balance in various contexts, and they need supports to achieve it (Lewis and Beauregrad, 

2018).  

According to Guest (2002), work-life balance is determined by the context of work and family 

roles. In the workplace, job demand may be too high or too low to support work-life balance. 

Accordingly, policies and appropriate practices could be implemented, such as break time 

adjustment and flexible working schedules. Generally speaking, work-life balance covers a 

broader extent than work-life conflict. While work-life conflict focuses on the issues and anxiety 

caused by work demands that intervene in one’s family role, work-life balance addresses the 

needs for the work and personal life of an employee (Wu et al., 2013). 

To conclude, work-life balance is defined as a balanced condition between one’s demand and 

satisfaction with their work and family life, thus work-family conflicts could be minimized. 

2.1.2 Work-family Conflict 

Work-family conflict refers to a conflict that occurs when individuals face job demands that do 

not match their family roles, putting them in difficult conditions to perform both roles. According 

to Csikszentmihalyi (2003), work-family conflict describes a psychological phenomenon of 

imbalance between work and personal life. The two-way model of work-family conflict shows 

that job-related stress factors (e.g., lack of autonomy and excessive workload) and family-related 

stress factors (e.g., children’s misbehavior, parents’ burden) significantly affect work-family 

conflict (Liu et al., 2019). Proper role compatibility between family and work can lead to a sense 

of higher achievement in the workplace (Sophie Baeriswyl et al., 2016). 

Work-family conflict, according to Greenhaus and Beutell (1985), refers to a conflict between 

two roles where job demands and family demands contradict one another. Frone (1997) defines 

work-family conflict as a role conflict where an employee is obliged to perform job demands 

while at the same time fulfills family demands, making it difficult for them to see whether the 

family that disturbs the job or vice versa. 

Following the definitions above, it could be concluded that work-family conflict refers to a role 

conflict arising due to work and family demands that make it difficult for individuals to fulfill 

those roles. 

2.1.3 Psychological Wellbeing 

Psychological wellbeing, according to Diener et al. (1999), holds two pivotal aspects. First, it 

refers to the extent to which an individual experiences positive emotions and pleasant feelings. 

At the most basic level, psychological wellbeing is similar to other terms referring to positive 

mental conditions, such as happiness or satisfaction. The second aspect of psychological 



    International Journal of Economics, Business and Management Research 

Vol. 5, No.07; 2021 

ISSN: 2456-7760 

www.ijebmr.com Page 188 

 

wellbeing is known as subjective wellbeing (Diener et al., 1999). Psychological wellbeing does 

not only refer to negative mental health but also to how individuals can develop their potentials 

and abilities as an individual with satisfactory physical, psychological, and emotional functions. 

(Ryff& Keyes, 1995). 

Psychological wellbeing, according to Ryff, (2013), is an individual’s real potentials that are 

indicated by self-acceptance, positive relation with others, environmental mastery, autonomy, 

personal growth, and purposes in life. Psychological wellbeing may be affected by several 

personality factors and individual differences, emotions, physical health, proximity and relations, 

social status, wealth, and goal attainment (Deci et al., 1999). Social interaction significantly 

affects an individual's wellbeing since the negative social output is related more to well-being, 

compared to positive social output (Nurius et al., 2015) 

Psychological wellbeing is also explored at the individual level (Bakker, 2009).  T. A. Wright 

&Cropanzano (2000) found that positive experience is associated with improved psychological 

and physical health, meaning that employees with a higher level of psychological well-being are 

healthier and more productive at work. Their finding is consistent with Lyubomirsky et al. 

(2005) who found that employees with higher psychological well-being levels exhibit better 

psychological resources are more optimistic, and possess the better capability to solve problems. 

A higher level of psychological wellbeing is found to correlates with numerous positive aspects 

of an individual’s personal and professional life. 

To conclude, psychological wellbeing can be defined as a maximum achievement of one’s 

psychological potential and refers to a condition where individuals exhibit positive relations with 

others, autonomy, purposes in life, and personal growth. 

2.1.4 Psychological safety 
Psychological safety refers to individuals’ ability to show their capacity without worrying about 

negative images, status, or career (Kahn, 1990). This term, according to Edmondson (1999), is 

often viewed as the same as other concepts like belief and psychological awareness. The main 

difference between psychological safety and belief is that the former focuses on group norms, 

whereas the latter focuses on one’s belief about others. Psychological safety is determined by 

how group members think that they are esteemed by other group members, while belief is 

determined by how an individual views other (A. Edmondson, 1999). 

Clark (2019) defines psychological safety as a condition where individuals find it safe to learn, 

contribute, or even challenge the status quo without worrying about being humiliated, ostracized, 

or punished in certain ways. It deals with getting rid of fear from interpersonal interaction and 

changing it with respect. Several empirical studies in different regions and countries prove that 

psychological safety is pivotal in influencing effectiveness in the workplace (A. C. Edmondson 

& Lei, 2014).  
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2.1.5 Employee Performance 
Employee performance could be viewed as an individual’s effort in fulfilling job-related 

responsibilities (Obrenovic et al., 2020). Robbins and Judge (2015) stated that performance 

refers to an employee's working output adjusted to the organization's standard. Employee 

performance can be defined as a behavioral value expected by an organization to an individual 

for certain periods (Motowidlo& Kell, 2012). It is slightly different from Stephan J. 

Motowildo&Schmit (1997), who examines task performance and contextual performance. The 

difference lies in how an employee’s behavior can effectively contribute to the company. In 

short, performance is the behavioral value expected by the organization.  (Motowidlo&Kell, 

2012).  

Based on these definitions, it could be concluded that employee performance is the quality and 

quantity of an employee’s achievement in a certain period that is in accordance with the 

company standard. 

2.1.6 Satisfaction with coworker 

Good social relationship in the workplace is one of the keys that contribute to work satisfaction, 

productivity, and employee wellbeing. (Hodson (1997). In this study, the focus was on the 

employees’ perception of coworkers’ supports. A harmonious relationship with coworkers can 

contribute to psychological safety in the workplace, providing them with a greater sense of safety 

at work (Avery et al., 2007). Moreover, Schaufeli & Bakker (2004) hold that coworkers, as 

pivotal work-related resources, may facilitate the attainment of work goals and is significantly 

related to employee involvement.  

Coworker supports can contribute to a pleasant work environment. It refers to a condition where 

employees help each other, share knowledge and expertise, and support each other to complete 

the given tasks (Zhou & George, 2001). Coworker support may also significantly influence one’s 

non-work roles. As (Kaul &Lakey, 2003) found, a positive social relationship is associated with 

physical and mental health. Coworker supports can also be negatively interpreted. However, 

most studies found that coworker supports bring various positive effects in the workplace 

(Babin& Boles, 1996).  

Coworker support is proven to serve as an effective source of supports, especially when 

individual experiences emotional exhaustion, which eventually leads to worsened work stress 

(Albar Marín & García-Ramírez, 2005). The study conducted by Lindorff (2001) showed that 

coworker support is important for job-specific problems and can reduce work stress better than 

non-work support (e.g., family support). Organizations with higher coworker support levels are 

closely associated with higher performance (Joiner, 2007) 

2.2  Hypotheses Development 

The present study extends Haider et al.'s (2018) study entitled Moderated Mediation between 

Work-Life Balance and Employee Job Performance: The Role of Psychological Wellbeing and 

Satisfaction with Coworkers. Despite their significant contribution to the literature, Haider et al. 

(2018) have not included the effect of work-family conflict in the relationship between 
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psychological wellbeing and employee performance. Work-family conflict affects the 

relationship between psychological wellbeing and employee performance, as Obrenovic et al. 

(2020) found. Obrenovic et al.'s (2020) study also addressed the effect of psychological safety on 

employee performance. Therefore, this study develops a model based on Haider et al. (2018) and 

Obrenovic et al. (2020). 

 

 

 

 

 

 

 

 

 

Figure 1. Development Model 

2.2.1 Psychological wellbeing mediates the effect of work-life balance on employee 

performance 

Work-life balance is a pivotal aspect of a healthy work environment. Employee's Work-life 

balance allows the organization to improve its employees mainly because a supportive, flexible 

work environment positively affects employees’ psychological wellbeing (Greenhaus and 

Beutell, 1985). The study conducted by Kim, (2014) found that the relationship between work-

life balance and Job performance is strengthened by affective commitments. Maintaining a work-

life balance may help individuals to reduce stress and boredom in the workplace 

(Beham&Drobnič, 2010). Psychological wellbeing consists of two important aspects, namely 

individuals’ positive emotion and happiness (Diener et al., 1999). Positive emotion may emerge 

from various internal and external factors, including work-life balance (Pradhan et al., 2016). 

Psychological wellbeing is a direct response to one’s positive emotions (Wright et al., 2007). 

 The study conducted by Haider et al. (2018) proves that psychological wellbeing can mediate 

the effect of work-life balance on employee performance, showing that when employees with 

adequate work-life balance may possess higher psychological wellbeing and eventually exhibit 

better performance. Therefore, it is expected that: 

H1: Psychological wellbeing mediates the effect of work-life balance on employee 

performance 
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2.2.2 Satisfaction with coworkers as the moderating variable of the mediating effect of 

psychological wellbeing in the relationship between work-life balance and employee 

performance. 

Employee performance, according to Haider et al. (2018), can be affected by psychological 

wellbeing because employees may work optimally when their psychological needs are satisfied. 

Employee's psychological needs can only be satisfied when they find a balance between their 

personal and work life.  One of the employees' needs is to feel comfortable at work so that they 

can find their work quality increases (Haider et al., 2018). In strengthening employee's 

psychological wellbeing, work-life balance may interact with employee’s satisfaction with 

coworkers. Employees may have a better work-life balance when they receive optimal supports 

from their coworkers.  

The study conducted by Bryson et al. (2014) found that employees’ positive relations with their 

coworkers can improve their performance. As a result, higher satisfaction with coworkers may 

result in higher psychological wellbeing and, eventually, lead to better performance. Coworker 

supports may determine whether or not employees can have a pleasant experience in the 

workplace. Furthermore, higher quality relationships with coworkers can make employees feel 

helped, thus enhancing their psychological wellbeing and, in turn, improving their performance 

(Haider et al., 2018)). Therefore, it is expected that: 

H2: The effect of work-life balance on employee performance through psychological 

wellbeing is stronger when employees are satisfied with coworkers 

2.2.3 The effect of work-family conflict on psychological wellbeing and psychological safety. 

Conflicts between work and non-work roles may indirectly disturb employees’ concentration at 

work, thus leading to poor performance (Robbins and Judge, 2015). Panatik et al. (2011) found 

that work-family conflict emerges as one of the factors that contribute to mental health issues 

and employee turnover. 

Employees with heavy workloads sometimes are obliged to leave their families for certain 

periods (Dessler, 2015). Such a condition can lead to conflicts, where the family feels that the 

employees give more priority to their job than to their family. Work-family conflict may lead to 

lower employee well-being and higher psychological stress (Haider et al., 2018). Séraphin et al. 

(2019) 

Work-family conflict is the primary factor influencing employees’ wellbeing in Southeast Asian 

countries, as Obrenovic et al. (2020) found that work-family conflict negatively affects 

psychological wellbeing. Psychological safety refers to individuals’ ability to show their capacity 

without worrying about negative images, status, or career (Kahn, 1990). It can be defined as a 

shared belief that a team is safe for individuals to take interpersonal risks. When the work-family 

conflict occurs, employees find themselves insecure with their job (Zhang et al., 2010),   

Such a conflict can make the family feels that the employee gives more priority to their job than 

to their family. This condition can also affect the employee’s perception of psychological safety 
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(Obrenovic et al., 2020). Such a condition may seriously hinder employees’ performance since 

they may feel being intimidated by the family situation. 

Therefore, it is expected that: 

H3: Work-family conflict negatively affect psychological wellbeing. 

H4: Work-family conflict negatively affect psychological safety. 

2.2.4 The Effect of Psychological Wellbeing and Psychological safety on Employee 

performance 

The theory of psychological well-being shows that having positive relations with other 

individuals is an important aspect of psychological well-being (Ryff, 1989). Psychological 

wellbeing is related to a positive work attitude, which can be explicitly associated with 

performance, involvement, and work attitude (Bakker, 2009).  

Obrenovic et al. (2020) Found that psychological wellbeing does not significantly affect one’s 

overall performance. However. Individuals with a higher level of psychological well-being are 

more healthy and productive in the workplace (T. A. Wright &Cropanzano, 2000).   Employee 

performance, according to Haider, Jabeen, and Ahmad (2018), can be affected by psychological 

wellbeing because employees can work optimally when their psychological needs are satisfied. 

In the same vein, the study conducted by Obrenovic et al. (2020) also found that psychological 

wellbeing positively and significantly affects employee performance.  

Employees would be able to achieve optimal work output when they can carry out the given task 

without fear (Obrenovic et al., 2020). To establish psychological safety, it is necessary to build a 

positive work environment that provides employees with several resources, such as discussion 

sessions, knowledge exchange, team building, and flexible work schedules. The study conducted 

by Frazier et al. (2017) also found that psychological wellbeing positively affects employee 

performance. The ability to be a role model, active listening, safe environment, and openness of 

mindset can establish a sense of safety for employees and eventually improve their performance 

(Obrenovic, 2020). 

Therefore, it is expected that: 

H5: Psychological well-being positively affects employee performance, 

H6: Psychological safety positively affects employee performance 

2.2.5 Psychological wellbeing and psychological safety as the mediators of relationship 

between Work-family conflict and employee performance.  

Work-family conflict occurs when employees fail to perform their family roles properly, which 

eventually affects their performance (Frone et al., 1992). The study conducted by Obrenovic et 

al. (2020) found that work-family conflict indirectly affects employee performance when 

Psychological wellbeing acts as the mediating variable, the effect is negative and highly 

significant. 
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Negative work-family interactions may lower employee's well-being due to increased 

psychological stress and lower mental resources (Grandey&Cropanzano, 1999). According to 

Obrenovic et al. (2020), the indirect effect of work-family conflict on employee performance is 

weakened when Psychological Safety serves as the mediator.   

Based on the description above, it could be hypothesized that: 

H7a: Psychological wellbeing mediates the relationship between Work-family conflict and 

employee performance  

H7b: Psychological safety mediates the relationship between Work-family conflict and 

employee performance.  

3. Research Method 

The present study applied a quantitative approach, an approach aiming to depict or predict, 

extend and test a theory (Cooper & Schindler, 2017). In this study, a survey design was chosen. It 

was done by collecting information to compare or explain one’s knowledge, attitude, and 

behavior (Sekaran & Bougie, 2016). 

3.1 Sample and Procedures 

The initial stage of data collection and analysis is determining the population. Population, 

according to Sekaran and Bougie (2016), is a group of individuals, events, or any other object of 

the study. In the context of this study, the population was 116 loco pilots in the Train Crew 

Technical Unit of PT KAI Madiun. This study was categorized as a census study since it 

involved all members of the population (Cooper and Schindler, 2016). In this study, all loco 

pilots were recruited as respondents of the study. The questionnaire was distributed using Google 

Form. 

Table 1 Respondents Characteristic 

Description Description Frequency Percentage 

Age 25-31 years 69 64.5 % 

32-38 years 28 26.2 % 

39-45 years 10 0.93 % 

Marital Status Married 105 98.1 % 

Divorce 2 1.9 % 

          Source: Data 2021 

The majority (64.5%) of the respondents were 25-31 years old. 105 respondents (98.1%) were 

married, and 2 of them (1.9%) was known to have family problems that lead to divorce.  

3.2 Measurement 

The present study used a self-report questionnaire to measure work-life balance, work-life 

balance, work-family conflict, psychological wellbeing, psychological safety, satisfaction with 

co-workers, and employee performance. The questionnaire used a 5-point Likert scale (from 
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“strongly disagree” to “strongly agree”).  

Work-life balance was measured using the questionnaire developed by Wu et al. (2013). 

Meanwhile, Work-family conflict was measured using the questionnaire developed byNetemeyer 

et al. (1996). Ryff's (2013) questionnaire was used to measure psychological wellbeing, while 

Edmondson's (1999) questionnaire was used to measure employee performance. Regarding 

satisfaction with coworker and employee performance, the former was measured using Bishop & 

Scott's (2000) questionnaire while the latter was measured using. Ramos-Villagrasaa et al., 

(2019)'s questionnaire. 

4. Result 

The data were analyzed using PLS-SEM through SmartPLS 3.3.2 software. According to Hair et 

al. (2017), data analysis using PLS-SEM is applied by considering a small sample size, non-

normal data distribution, and using formative indicators and formative construct measurement. 

There are two steps in making PLS-SEM analysis. First, evaluating the measurement model 

through validity and reliability test of the constructs. Second, evaluating the structural model to 

examine the direct and indirect effects of the developed model. 

4.1 Validity and Reliability Test 

To evaluate the measurement model, validity and reliability tests were conducted for each 

construct. To validate the construct, the convergent and discriminant validities were analyzed. A 

construct passes the convergent validity test when its factor loadings are higher than 0.50. 

Besides, it is recommended to have the Average Variance Extracted greater than 0.50 (Hair Jr et 

al., 2017). 
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Tale 2 Result of Model Measurement 

Variable Indicator 
Factor 

Loading 1 

Factor 

Loading 2 

Cronbach 

Alpha 
AVE 

AVE 

root 
square 

Composite 

Reliability 

Job 

Performance 

(JP) 

JP1 0.503 0.503 

0.817 0.504 0.710 0.873 

JP10 0.501 0.501 

JP11 0.470   

JP12 0.545 0.545 

JP13 0.481   

JP14 0.172   

JP15 0.129   

JP16 0.692 0.810 

JP17 0.692 0.757 

JP18 0.747 0.805 

JP2 0.390   

JP3 0.400   

JP4 0.498   

JP5 0.726 0.789 

JP6 -0.535 0.776 

JP7 0.668 0.902 

JP8 0.798 0.753 

JP9 0.680   

Psychological 
Wellbeing 

(PSW) 

PSW1 0.667 0.664 

0.880 0.627 0.792 0.905 

PSW2 0.803 0.804 

PSW3 0.775 0.774 

PSW4 0.842 0.840 

PSW5 0.814 0.816 

PSW6 0.837 0.839 

Psychological 
Safety (SF) 

SF1 0.834 0.871 

0.880 0.579 0.761 0.909 

SF2 0.727 0.710 

SF3 0.368   

SF4 0.331   

SF5 0.272   

SF6 0.635 0.637 

SF7 0.804 0.804 

Work-Family 
Conflict (WFC) 

WFC1 0.896 0.896 

0.774 0.820 0.906 0.844 

WFC2 0.911 0.911 

WFC3 0.896 0.896 

WFC4 0.919 0.919 

WFC5 0.239   

Work-Life 

Balance (WLB) 

WLB1 0.610 0.609 
0.927 0.568 0.753 0.948 

WLB2 0.621 0.619 
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WLB3 0.835 0.835 

WLB4 0.810 0.810 

WLB5 0.805 0.805 

WLB6 0.801 0.800 

WLB7 0.660 0.660 

WLB8 0.842 0.843 

Satisfaction 
With Co-

Worker (CWS) 

CWS1 0.807 0.807 

0.906 0.639 0.799 0.912 
CWS2 0.941 0.941 

CWS3 0.839 0.839 

CWS4 0.563 0.563 

 Source: Data 2021 

As displayed in the table, most of the indicators exhibited an outer loading value greater than 

0.50. Few indicators with outer loading less than 0.50 were removed from the model. The 

removed indicators were: JP1, JP2, JP3, JP4, JP6, JP11, JP13, JP14, JP15, SF3, SF4, SF5, and 

WFC5.  

After removing these indicators, the next step was to compare the square root of AVE to the 

correlations among the constructs within the model. It was found that the square root AVE of 

each construct was larger than the correlation value, meaning that the constructs in this model 

possess satisfactory discriminant validity. 

The reliability test in PLS-SEM was one in Outer Model Evaluation The reliability test in PLS-

SEM was Composite Reliability. According to (Hair Jr et al., 2017), Composite reliability is an 

indicator to measure a construct that can be viewed from the latent variable coefficient. In 

evaluating composite reliability, two measurements could be used, namely internal consistency 

and Cronbach’s alpha. When the reliability score is higher than 0.70, the construct is considered  

to have high reliability. 

The variables used in the present study showed Cronbach's Alpha value of higher than 0.70, the 

constructs are considered to have a good reliability level. 

4.2 Structural Model 

The next step was the structural model analysis by testing the proposed hypotheses. This analysis 

was done to examine the direct and indirect effects among variables. The following figure shows 

the analysis result: 
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Figure 2.Path Coefficient Value and P-Value 

 

 

 

 

 

 

 

 

 

 

Table 3 Model Estimate value 

 Source: Processed Data 2021 

Table 4 Process macro output 

         

Source: Data 2021 

 

 
Standard Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values Description 

WLB -> PSW -> JP 0.121 1.541 0.124 Not Supported 

WFC -> PSW 0.101 2.811 0.005 Supported 

WFC -> SF 0.078 6.129 0.000 Supported 

PSW -> JP 0.105 6.263 0.000 Supported 

SF -> JP 0.134 0.550 0.582 Not Supported 

WFC -> PSW -> JP 0.067 2.811 0.005 Supported 

WFC -> SF -> JP 0.068 0.513 0.608 Not Supported 

  Coeff SE t p LLCI ULCI 

(Constant) 69.638 16.835 4.136 0.001 36.245 103.032 

WLB -1.259 0.534 -2.358 0.020 -2.319 -0.200 

PSW 0.255 0.089 2.853 0.052 0.077 0.432 

CWS -0.103 0.958 -0.108 0.914 -2.005 1.797 

Int_1 0,713 0.029 2.394 0.018 0.012 0.130 
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In the first hypothesis, we expected that psychological wellbeing mediated the effect of work-life 

balance on employee performance. The result showed that the t-statistic was 1.541 and the p-

value was 0,124. The t-statistic was considered not significant since it was lower than <1.96 with 

a p-value <0.05. In other words, the first hypothesis was not supported, meaning that 

psychological wellbeing did not mediate the effect of work-life balance and employee 

performance. 

Regarding the second hypothesis, it was expected that the effect of work-life balance on 

employee performance through psychological wellbeing is stronger when employees are satisfied 

with coworkers. Andrew F Hayes’s process macro was applied to test the hypothesis. Process 

macro is a regression-based technique used to analyze mediation and moderation (Hayes, 2015). 

The result of the process macro is displayed in table 4. The result showed that the t-statistic was 

2.39 and the p-value was 0.02. The t-statistic was considered significant since it was greater than 

1.96 with a p-value of lower than 0.05, indicating that satisfaction with coworkers moderated the 

mediating effect of psychological wellbeing in the relationship between work-life balance and 

employee performance. In other words, the second hypothesis was supported. This shows that 

satisfaction with coworkers can serve as the moderated mediation in the relationship between 

work-life balance, psychological wellbeing, and employee performance. 

In the third hypothesis, it was stated that the work-family conflict negatively affects 

psychological wellbeing. The result showed that the t-statistic was 2.811 and the p-value was 

0,005. The t-statistic was considered significant since it was larger than 1.96 with a p-value 

lower than 0.05, showing the negative effect of work-family conflict on employee's 

psychological wellbeing. In other words, the third hypothesis was supported. 

The fourth hypothesis states that work-family conflict negatively affects psychological safety. 

The result showed that the t-statistic was 6.129 and the p-value was 0,000. The t-statistic was 

considered significant since it was larger than 1.96 with a p-value lower than 0.05, showing the 

negative effect of work-family conflict on employee's psychological safety. In other words, the 

fourth hypothesis was supported. 

The fifth hypothesis stated that psychological well-being positively affects employee 

performance. The result showed that the t-statistic was 6.263 and the p-value was 0,000. The t-

statistic was considered significant since it was larger than 1.96 with a p-value lower than 0.05, 

showing a positive effect of psychological wellbeing on employee performance. In other words, 

the fifth hypothesis was supported, meaning that higher psychological wellbeing leads to higher 

job performance. 

In the sixth hypothesis, it was expected that psychological safety positively affects employee 

performance. The result showed that the t-statistic was 0.550 and the p-value was 0.582. The t-

statistic was considered not significant since it was lower than 1.96 with a p-value higher than 

0.05, showing that psychological safety did not positively affect job performance. In other 

words, the sixth hypothesis was not supported. 
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In hypothesis 7a, it was expected that Psychological wellbeing mediates the relationship between 

Work-family conflict and employee performance.  The result showed that the t-statistic was 

2.811 and the p-value was 0,005. The t-statistic was considered significant since it was larger 

than 1.96 with a p-value lower than 0.05, indicating that hypothesis 7a was supported in this 

study. In other words, the indirect relationship between work-family conflict and employee 

performance is weakened when psychological wellbeing acts as the mediator. 

In hypothesis 7b, it was expected that Psychological safety mediates the relationship between 

Work-family conflict and employee performance.  The result showed that the t-statistic was 

0.513 and the p-value was 0,608. The t-statistic was considered not significant since it was lower 

than 1.96 with a p-value higher than 0.05, indicating that hypothesis 7b was not supported in this 

study. In other words, work-family conflict does not improve job performance through 

psychological safety. 

5. Discussion 

The purpose of this study was to measure the effect of work-family conflict and work-life 

balance on employees’ job performance by using psychological wellbeing and psychological 

safety as mediating variables and satisfaction with coworkers as the moderating variable of the 

mediating effect of work-life balance on employee performance. This study found that 

psychological wellbeing does not mediate the relationship between work-life balance and 

employee performance, which is different from (Hackman & Oldham, 1976; Haider et al., 2018; 

Kim, 2014) findings. In the present study, it is possible that work-life balance directly affects job 

performance. In the context of this study, when loco pilots failed to have a work-life balance due 

to work demands, they potentially face conflict with their family, e.g., they have limited family 

time because their holiday does not follow the regular calendar. When long holiday opportunities 

come, the company postpones the employees’ leave, thus lowering loco pilots' performance. 

Satisfaction with a coworker was found to moderate the mediating effect of psychological well-

being in the relationship between work-life balance and employee performance (Table 4). This 

study supports Haider et al., (2018) who confirms the moderated mediation effect, i.e., 

satisfaction with coworkers improves job performance by strengthening the effect of work-life 

balance on psychological wellbeing. 

The result of this study confirms the negative effect of work-family conflict on psychological 

wellbeing and safety, as found in Grandey & Cropanzano, 1999; Obrenovic et al., 2020; Séraphin 

et al., 2019; Robbins dan Judge, 2015‘s study where negative interactions due to the work-family 

conflict may lower psychological wellbeing. This result is also consistent with Avey et al., 2010; 

May et al., 2004; Obrenovic et al., 2020; Randall et al., 1999 who found that work-family 

conflict negatively affects psychological safety. 

The effect of psychological wellbeing on employee performance in this study supports previous 

studies. This is consistent with Haider et al., 2018; Obrenovic et al., 2020; Wright & Cropanzano, 

2000who also found that psychological well-being positively affects employee performance. 

Meanwhile, regarding the effect of psychological safety on employee performance, this study is 
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different from Avey et al., 2010; Obrenovic et al., 2020 who state that a work environment with 

psychological safety is pivotal for individuals to feel safe and be creative. The present study did 

not find a positive effect of psychological safety on employee performance. This possibly occurs 

because loco pilots do not have to interact with many people in the workplace. Accordingly, in 

the context of this study, psychological safety does not positively affect job performance. 

Existing studies also found the mediating roles of psychological wellbeing and psychological 

safety in the relationship between work-family conflict and job performance. This study found 

that work-family conflict indirectly affects job performance when psychological wellbeing 

serves as the mediating variable, as found by Netemeyer et al. (2005); Obrenovic et al. (2020). 

The mediating role of psychological safety in the relationship between Work-family conflict and 

job performance contradicts some previous studies, such as Johnson et al. (2005); dan Obrenovic 

et al. (2020) who found that work-family conflict indirectly affects job performance when 

psychological safety serves as the mediator. Since psychological safety did not mediate the 

relationship between work-family conflict and job performance in this study, it is possible that 

work-family conflict directly affects job performance. In the context of this study, loco pilots' 

performance is lower when work-family conflict occurs. Some violations made by loco pilots 

indicating poor performance possibly stems from conflicts between their work and family roles. 

6. Conclusion and Suggestion 

The present study confirms the effect of psychological wellbeing, work-family conflict, and 

work-life balance on job performance. Following this result, PT KAI management must pay 

attention to loco pilots' psychological well-being and work-life balance to improve their 

performance. It could be done by holding a family gathering to create positive relationships 

between individuals and family, conducting short courses for loco pilots' self-development, and 

determining better career patterns for the loco pilots. 

Concerning work-family conflicts, the company could provide a family counseling service for its 

employees to help them find solutions for the problem. In addition, the company should consider 

placing employees near their domicile. 

Several limitations could be taken into consideration in future studies. The first limitation is that 

the present study only involved one technical unit, accordingly generalization of the result of this 

study should be carried out carefully. The second limitation is related to the data that were only 

collected using a closed-ended questionnaire, preventing from obtaining more in-depth data from 

the respondents. The third limitation is that the job performance questionnaire was filled by the 

respondents themselves instead of their superiors. Future studies need to involve superiors when 

dealing with job performance to strengthen the result of the study, as suggested by Haider et al. 

(2018) and Obrenovic et al. (2020). 

 

Reference 

Aboobaker, N., Edward, M., & Pramatha, K. P. (2017). Work–family Conflict, Family–work 

Conflict and Intention to Leave the Organization: Evidences Across Five Industry Sectors 

in India. Global Business Review, 18(2), 524–536. 



    International Journal of Economics, Business and Management Research 

Vol. 5, No.07; 2021 

ISSN: 2456-7760 

www.ijebmr.com Page 201 

 

https://doi.org/10.1177/0972150916668696 

Albar Marín, M. J., & García-Ramírez, M. (2005). Social support and emotional exhaustion 

among hospital nursing staff. European Journal of Psychiatry, 19(2), 96–106. 

https://doi.org/10.4321/S0213-61632005000200004 

Aqeel Ahmed Soomro, R. J., & Breitenecker, S. A. M. S. (2017). Soomro2018.Pdf. South Asian 

Journal of Business Studies, 8(2), 870–880. -work conflict with the employee 

performance-moderating role of job satisfaction%22, South Asian Journal of Business 

Studies, 

Avery, D. R., McKay, P. F., & Wilson, D. C. (2007). Engaging the Aging Workforce: The 

Relationship Between Perceived Age Similarity, Satisfaction With Coworkers, and 

Employee Engagement. Journal of Applied Psychology, 92(6), 1542–1556. 

https://doi.org/10.1037/0021-9010.92.6.1542 

Avey, J. B., Luthans, F., Smith, R. M., & Palmer, N. F. (2010). Impact of positive psychological 

capital on employee well-being over time. Journal of Occupational Health Psychology, 

15(1), 17–28. https://doi.org/10.1037/a0016998 

Ayas, S., & Yaşar Uğurlu, Ö. (2016). The Relationship between Psychological Safety and 

Employee Voice: The Mediation Role of Affective Commitment and Intrinsic 

Motivation. Journal of Business Research - Turk, 8(1), 223–223. 

https://doi.org/10.20491/isader.2016.142 

Babin, B. J., & Boles, J. S. (1996). The effects of perceived co-worker involvement and 

supervisor support on service provider role stress, performance and job satisfaction. 

Journal of Retailing, 72(1), 57–75. https://doi.org/10.1016/S0022-4359(96)90005-6 

Bakker, A. (2009). Building engagement in the workplace. The Peak Performing Organization, 

50–72. https://doi.org/10.4324/9780203971611 

Beham, B., & Drobnič, S. (2010). Satisfaction with work-family balance among German office 

workers. Journal of Managerial Psychology, 25(6), 669–689. 

https://doi.org/10.1108/02683941011056987 

Bishop, J. W., & Scott, K. D. (2000). An examination of organizational and team commitment in 

a self-directed team environment. Journal of Applied Psychology, 85(3), 439–450. 

https://doi.org/10.1037/0021-9010.85.3.439 

Bryson, A., Forth, J., & Stokes, L. (2014). Does worker wellbeing affect workplace 

performance? Making the labour market more flexible, efficient and fair series, 

BIS/14/1120. October, 122. 

Chelariu, C., & Stump, R. (2011). A study of work-family conflict, family-work conflict and the 

contingent effect of self-efficacy of retail salespeople in a transitional economy. 

European Journal of Marketing, 45(11), 1660–1679. 

https://doi.org/10.1108/03090561111167333. 

Clark, T. R. (2019). The 4 Stages of Psychological Safety. Available online at: 

http://adigaskell.org/2019/11/17/the-4-stages-of-psychological-safety 

Csikszentmihalyi, M. ; J. P. H. (2003). Happines in Everyday Life : The uses of experience 

sampling. Journal of Happiness Studies, 4(1–4), 185–199. https://doi.org/DOI: 

10.1023/A:1024409732742 

Deci, E. L., Koestner, R., & Ryan, R. M. (1999). A meta-analytic review of experiments 



    International Journal of Economics, Business and Management Research 

Vol. 5, No.07; 2021 

ISSN: 2456-7760 

www.ijebmr.com Page 202 

 

examining the effects of extrinsic rewards on intrinsic motivation. Psychological Bulletin, 

125(6), 627–668. https://doi.org/10.1037//0033-2909.125.6.627 

Dessler, Gary. 2015. Manajemen sumber Daya Manusia. Edisi 14. Salemba Empat. Jakarta 

Diener, E., Suh, E. M., Lucas, R. E., & Smith, H. L. (1999). Subjective well-being: Three 

decades of progress. Psychological Bulletin, 125(2), 276–302. 

https://doi.org/10.1037/0033-2909.125.2.276 

Edmondson, A. (1999). Psychological safety and learning behavior in work teams. 

Administrative Science Quarterly, 44(2), 350–383. https://doi.org/10.2307/2666999 

Edmondson, A. C., & Lei, Z. (2014). Psychological Safety: The History, Renaissance, and 

Future of an Interpersonal Construct. Annual Review of Organizational Psychology and 

Organizational Behavior, 1(March 2014), 23–43. https://doi.org/10.1146/annurev-

orgpsych-031413-091305 

Frazier, M. L., Fainshmidt, S., Klinger, R. L., Pezeshkan, A., & Vracheva, V. (2017). 

Psychological Safety: A Meta-Analytic Review and Extension. Personnel Psychology, 

70(1), 113–165. https://doi.org/10.1111/peps.12183 

Frone, M. R., Russell, M., & Cooper, M. L. (1992). Antecedents and outcomes of work^family 

conflict: Testing a model of the work^family interface. In Journal of Applied Psychology 

(Vol. 77, Issue 1, pp. 65–78). https://doi.org/10.1037//0021-9010.77.1.65 

Grandey, A. A., & Cropanzano, R. (1999). The Conservation of Resources Model Applied to 

Work-Family Conflict and Strain. Journal of Vocational Behavior, 54(2), 350–370. 

https://doi.org/10.1006/jvbe.1998.1666 

Greenhaus, J. H., & Beutell, N. J. (1985). ’ Aatdemy of MamD^menl Revieiv Sources of 

Conflict Between Work and Family Roles^. Academy of Management Review, 10(1), 76–

88. http://amr.aom.org/content/10/1/76.full.pdf 

Guest, D. E. (2002). Perspectives on the study of work-life balance. Social Science Information, 

41(2), 255–279. https://doi.org/10.1177/0539018402041002005 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: test of a 

theory. Organizational Behavior and Human Performance, 16(2), 250–279. 

https://doi.org/10.1016/0030-5073(76)90016-7 

Haider, S., Jabeen, S., & Ahmad, J. (2018). Moderated mediation between work life balance and 

employee job performance: The role of psychological wellbeing and satisfaction with 

coworkers. Revista de Psicologia Del Trabajo y de Las Organizaciones, 34(1), 29–37. 

https://doi.org/10.5093/jwop2018a4 

Hair Jr, J., Hult, G. T., Ringle, C., & Sarstedt, M. (2017). A Primer on Partial Least Squares 

Structural Equation Modeling (PLS-SEM) - Joseph F. Hair, Jr., G. Tomas M. Hult, 

Christian Ringle, Marko Sarstedt. In Sage. 

Hayes, A. F. (2015). An Index and Test of Linear Moderated Mediation. Multivariate Behavioral 

Research, 50(1), 37–41. https://doi.org/10.1080/00273171.2014.962683 

Hernandez, R., Bassett, S. M., Boughton, S. W., Schuette, S. A., Shiu, E. W., & Moskowitz, J. T. 

(2018). Psychological Well-Being and Physical Health: Associations, Mechanisms, and 

Future Directions. Emotion Review, 10(1), 18–29. 

https://doi.org/10.1177/1754073917697824 

hodson,  randy. (1997). from the SAGE Social Science Collections. Rights Reserved . from All. 



    International Journal of Economics, Business and Management Research 

Vol. 5, No.07; 2021 

ISSN: 2456-7760 

www.ijebmr.com Page 203 

 

Work and Occupations, 24, 426–452. 

Johnson, S., Cooper, C., Cartwright, S., Donald, I., Taylor, P., & Millet, C. (2005). The 

experience of work-related stress across occupations. Journal of Managerial Psychology, 

20(2), 178–187. https://doi.org/10.1108/02683940510579803 

Joiner, T. A. (2007). Total quality management and performance The role of organization 

support and co-worker support. International Journal of Quality & Reliability 

Management, 24(6), 617–627. https://doi.org/10.1300/j058v13n01_02 

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at 

work. Academy of Management Journal, 33(4), 692–724. https://doi.org/10.5465/256287 

Kaul, M., & Lakey, B. (2003). Where is the support in perceived support? The role of generic 

relationship satisfaction and enacted support in perceived support’s relation to low 

distress. Journal of Social and Clinical Psychology, 22(1), 59–78. 

https://doi.org/10.1521/jscp.22.1.59.22761 

Kim, H. K. (2014). Work-Life Balance and Employees’ Performance: The Mediating Role of 

Affective Commitment. Global Business and Management Research: An International 

Journal, 6, 37. 

Kreitner, Robert dan Angelo Kinicki. 2014. Perilaku Organisasi. Edisi 9. Salemba Empat. 

Jakarta 

Layer, J. K., Karwowski, W., & Furr, A. (2009). The effect of cognitive demands and perceived 

quality of work life on human performance in manufacturing environments. International 

Journal of Industrial Ergonomics, 39(2), 413–421. 

https://doi.org/10.1016/j.ergon.2008.10.015 

Lindorff, M. (2001). Are they lonely at the top? Social relationships and social support among 

Australian managers. Work and Stress - WORK STRESS, 15, 274–282. 

Liu, T., Zeng, X., Chen, M., & Lan, T. (2019). The harder you work, the higher your satisfaction 

with life? The influence of police work engagement on life satisfaction: A moderated 

mediation model. Frontiers in Psychology, 10(APR). 

https://doi.org/10.3389/fpsyg.2019.00826 

Lyubomirsky, S., King, L., & Diener, E. (2005). The benefits of frequent positive affect: Does 

happiness lead to success? Psychological Bulletin, 131(6), 803–855. 

https://doi.org/10.1037/0033-2909.131.6.803 

May, D., Gilson, R., & Harter, L. (2004). The Psychological Conditions of Meaningfulness, 

Safety and Availability and the Engagement of the Human Spirit at Work. Journal of 

Occupational and Organizational Psychology, 77, 11–37. 

https://doi.org/10.1348/096317904322915892 

Ming, C., Xiaoying, G., Huizhen, Z., & Bin, R. (2015). A Review on Psychological Safety: 

Concepts, measurements, antecedents and Consequences variables. Proceedings of the 

2015 International Conference on Social Science and Technology Education, 18(Icsste), 

433–440. https://doi.org/10.2991/icsste-15.2015.118 

Motowidlo, S. J., & Kell, H. J. (2012). Job Performance. Handbook of Psychology, Second 

Edition, 82–103. https://doi.org/10.1002/9781118133880.hop212005 

Netemeyer, R. G., Boles, J. S., & McMurrian, R. (1996). Development and validation of work-

family conflict and family-work conflict scales. Journal of Applied Psychology, 81(4), 



    International Journal of Economics, Business and Management Research 

Vol. 5, No.07; 2021 

ISSN: 2456-7760 

www.ijebmr.com Page 204 

 

400–410. https://doi.org/10.1037/0021-9010.81.4.400 

Netemeyer, R. G., Maxham, J. G., & Pullig, C. (2005). Conflicts in the work-family interface: 

Links to job stress, customer service employee performance, and customer purchase 

intent. Journal of Marketing, 69(2), 130–143. 

https://doi.org/10.1509/jmkg.69.2.130.60758 

Nurius, P., Green, S., Logan-Greene, P., & Borja, S. (2015). Life Course Pathways of Adverse 

Childhood Experiences Toward Adult Psychological Well-Being: A Stress Process 

Analysis. Child Abuse & Neglect, 45. https://doi.org/10.1016/j.chiabu.2015.03.008 

Obrenovic, B., Jianguo, D., Khudaykulov, A., & Khan, M. A. S. (2020). Work-Family Conflict 

Impact on Psychological Safety and Psychological Well-Being: A Job Performance 

Model. Frontiers in Psychology, 11(March), 1–18. 

https://doi.org/10.3389/fpsyg.2020.00475 

Panatik, S. A. B., Badri, S. K. Z., Rajab, A., Abdul, H. R., & Shaha, I. M. (2011). The impact of 

work family conflict on psychological well-being among school teachers in Malaysia. 

Procedia - Social and Behavioral Sciences, 29(2010), 1500–1507. 

https://doi.org/10.1016/j.sbspro.2011.11.390 

Pradhan, R. K., Jena, L. K., & Kumari, I. G. (2016). Effect of Work–Life Balance on 

Organizational Citizenship Behaviour: Role of Organizational Commitment. Global 

Business Review, 17, 15S-29S. https://doi.org/10.1177/0972150916631071 

Ramos-Villagrasaa, P. J., Barradaa, J. R., Fernández-del-Ríoa, E., & Koopmansb, L. (2019). Job 

performance is considered the “ultimate dependent variable” in human resource 

management, turning its assessment into a capital issue. The present study analyzes the 

functioning of a brief 18-item self-report scale, the Individual Work Performance Que. 

Journal of Work and Organizational Psychology. 

Randall, M. L., Cropanzano, R., Bormann, C. A., & Birjulin, A. (1999). Organizational politics 

and organizational support as predictors of work attitudes, job performance, and 

organizational citizenship behavior. Journal of Organizational Behavior, 20(2), 159–174. 

https://doi.org/10.1002/(SICI)1099-1379(199903)20:2<159::AID-JOB881>3.0.CO;2-7 

Ryff, C. D. (1989). Happiness Is Everything, or Is It? Explorations on the Meaning of 

Psychological Well-Being. Journal of Personality and Social Psychology, 57(6), 1069–

1081. 

Ryff, C. D. (2013). Psychological well-being revisited: Advances in the science and practice of 

eudaimonia. Psychotherapy and Psychosomatics, 83(1), 10–28. 

https://doi.org/10.1159/000353263 

Ryff, C. D., & Keyes, C. L. M. (1995). The Structure of Psychological Well-Being Revisited. 

Journal of Personality and Social Psychology, 69(4), 719–727. 

https://doi.org/10.1037/0022-3514.69.4.719 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship 

with burnout and engagement: A multi-sample study. Journal of Organizational 

Behavior, 25(3), 293–315. https://doi.org/10.1002/job.248 

Séraphin, H., Zaman, M., & Fotiadis, A. (2019). Challenging the Negative Image of 

Postcolonial, Post-conflict and Post-disaster Destinations Using Events: The Case of 

Haiti. Caribbean Quarterly, 65(1), 88–112. 



    International Journal of Economics, Business and Management Research 

Vol. 5, No.07; 2021 

ISSN: 2456-7760 

www.ijebmr.com Page 205 

 

https://doi.org/10.1080/00086495.2019.1565223 

Singh, S., & Koradia, K. (2017). Psychological Well Being and Work-Life Balance of Women 

Working - A co-relational study. International Journal of Scientific & Engineering 

Research, 8(12), 1935–1940. http://www.ijser.org 

Sophie Baeriswyl, Krause, A., & Achim Elfering. (2016). How Workload and Coworker Support 

Relate to Emotional Exhaustion: The Mediating Role of Sickness. International Journal 

of Stress Management, 30, 105505. https://doi.org/http://dx.doi.org/10.1037/str0000018 

Stephan J. Motowildo, W. C. B. &, & Schmit, M. J. (1997). A Theory of Individual Differences 

in Task and Contextual Performance. Human Performance, 10(2), 71–83. 

Wright, T. A., & Cropanzano, R. (2000). Psychological well-being and job satisfaction as 

predictors of job performance. Journal of Occupational Health Psychology, 5(1), 84–94. 

https://doi.org/10.1037/1076-8998.5.1.84 

Wright, Thomas A., Cropanzano, R., & Bonett, D. G. (2007). The moderating role of employee 

positive well being on the relation between job satisfaction and job performance. Journal 

of Occupational Health Psychology, 12(2), 93–104. https://doi.org/10.1037/1076-

8998.12.2.93 

Wu, L., Rusyidi, B., Claiborne, N., & McCarthy, M. L. (2013). Relationships between work-life 

balance and job-related factors among child welfare workers. Children and Youth 

Services Review, 35(9), 1447–1454. https://doi.org/10.1016/j.childyouth.2013.05.017 

Zhang, Y., Fang, Y., Wei, K. K., & Chen, H. (2010). Exploring the role of psychological safety 

in promoting the intention to continue sharing knowledge in virtual communities. 

International Journal of Information Management, 30(5), 425–436. 

https://doi.org/10.1016/j.ijinfomgt.2010.02.003 

Zhou, J., & George, J. M. (2001). When Job Dissatisfaction Leads to Creativity: Encouraging the 

Expression of Voice. Academy of Management Journal, 44(4), 682–696. 

https://doi.org/10.5465/3069410 

 


	THE EFFECT OF WORK-LIFE BALANCE AND WORK-FAMILY CONFLICT ON EMPLOYEE PERFORMANCE: THE MEDIATING ROLE OF PSYCHOLOGICAL WELL BEING AND PSYCHOLOGICAL SAFETY AND THE MODERATING ROLE OF SATISFACTION WITH COWORKERS
	Muchamad Taufik1 and SintoSunaryo2
	1Department of Master in Management, Faculty of Economy and Business Universitas SebelasMaret, Indonesia
	2Department of Master in Management, Faculty of Economy and Business Universitas SebelasMaret, Indonesia
	Abstract

