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Abstract - This study aimed to measure the effect of work-family conflict and social support (supervisor, peer, 

and family support) on the work performance of the female employees of two private companies in Indonesia. 

Data collection was done by simple random sampling of 145 population of female employees. The returned and 

valid questionnaire results were 123 samples. Data processing was used SEM method with SmartPLS 3.0 

software. The results of this study concluded that work-family conflict have a (negative) significant effect on 

work performance, peer support and supervisor support have a (positive) significant effect on work 

performance. Meanwhile, family support has not a significant effect on work performance. This new research 

proposed a model for building work performance among the private company employees in Indonesia 

through enhancing social support and manage work-family conflict. 
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I. INTRODUCTION 

 

Currently, to achieve a good quality of life, family life needs to be maintained because family conflicts can 

affect the value of the sustainability of the quality of life (Asbari et al., 2021b). The company, need to 

continuously improve the quality of services to meet customer (Agistiawati & Asbari, 2020; Asbari et al., 2021b; 

Asbari & Novitasari, 2021; Novitasari, Supiana, et al., 2021; Novitasari, Supriatna, et al., 2021). The increasing 

challenges and expectations of customers for the quantity and quality of services have affected and cannot 

be separated from the important role of an employee. Employees, especially female employees, will have a 

heavy workload, have irregular working hours, and have difficulty reconciling work and family life (Karakas 

& Sahin, 2017; Wang et al., 2019). Increased work-family conflict hurts work performance and employee 

performance. These findings suggest that responsibilities at work and responsibilities at home cannot coincide 

successfully in an employee's life. Company institutions, as well as other formal organizations, are not free 

from the work-family conflict experienced by members of the organization, especially female employees. 

Being a wife, parent, and employee at the same time can cause disharmony in one of the several roles played. 

One of the problems that arise is related to the dual role of female employees, namely work-family conflict. 

Problems like this are a form of conflict between roles as a result of pressure or an imbalance of roles between 

roles at work and roles in the family (Asbari, Pramono, Kotamena, Liem, Alamsyah, et al., 2020). 

 

To increase the competitive and comparative power of Indonesian manpower and human resources in the 

global arena, it is necessary to carry out adequate studies to find solutions to the problem of work-family 

conflict, especially among female employees. This study will focus on examining the relationship and 

influence between work-family conflict and social support on the work performance of female employees in 

two private companies in Indonesia. This study also analyzes the role of social support from 

superiors/supervisors, co-workers (peers), and families of the employees concerned. 

 

  

II. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT 

 

Work Performance  
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According to Armstrong and Taylor (2014) performance is the behavior of how targets are achieved. 

Performance is a goal-oriented process that is directed at ensuring that organizational processes are in place to 

maximize the productivity of employees, teams, and ultimately, the organization (Fikri et al., 2021; Novitasari, 

Asbari, et al., 2021; Novitasari, Hutagalung, et al., 2021; Novitasari, Supiana, et al., 2021; Novitasari, Supriatna, 

et al., 2021; Purwanto, Asbari, & Santoso, 2020; Purwanto, Asbari, Santoso, Wijayanti, et al., 2020). As 

according to Mathis and Jackson (2002), performance is what employees do or don't do. To be able to know the 

performance of employees in an organization, certain aspects are needed. Performance is influenced by 

variables related to work including role stress and work / non-work conflict (Asbari, 2019; Asbari, Hyun, et al., 

2020; Goestjahjanti et al., 2020; Maesaroh et al., 2020; Novitasari, Asbari, et al., 2020; Novitasari, Sasono, et 

al., 2020; Silitonga et al., 2020; Yuwono, Novitasari, Hutagalung, et al., 2020; Yuwono, Wiyono, et al., 2020). 

According to Bernardin and Rusell (1998) there are several criteria in measuring performance, namely: Quality, 

quantity, timeliness, cost effectiveness and interpersonal relationships. Whereas Mathis & Jackson (2002) stated 

that employee performance has several elements, namely: quantity, quality, accuracy, attendance, ability to 

cooperate, and loyalty. 

 

Work-Family Conflict 

According to Greenhaus & Beutell (1985), work-family conflict is a form of inter-role conflict, namely the 

pressure or imbalance of roles between roles at work and roles in the family. High working hours and heavy 

workloads are a direct sign of a work-family conflict due to the excessive time and effort spent working. This 

results in a lack of time and energy that can be used for family activities. Greenhaus & Beutell (1985) 

describe the types of conflict-related to the dilemma of female roles between household and work. First, 

time-based conflict is a conflict that occurs because time is used to fulfill one role and cannot be used to fulfill 

other roles, including the division of time, energy, and opportunities between work and household roles. In 

this case, scheduling is difficult and time-limited when the demands and behaviors required to play the two 

don't match. Second, strain-based conflict, which refers to the emergence of tensions or emotional states 

generated by one role, making it difficult for a person to fulfill the demands of another role. For example, a 

mother who works all day will feel tired, and it makes it difficult to sit comfortably with the child completing his 

homework. These role strains can include stress, increased blood pressure, anxiety, emotional states, and 

headaches. Third, behavior-based conflict is a conflict that arises when expectations from a behavior are 

different from expectations from other role behaviors. The mismatch of individual behavior at work and at 

home, which is due to differences in the rules of behavior of career employees, is usually difficult to swap 

between the roles she plays with one another. is a conflict that arises when the expectations of behavior are 

different from the expectations of other role behaviors. The mismatch of individual behavior at work and at 

home, which is due to differences in the rules of behavior of career employees, is usually difficult to swap 

between the roles she plays with one another. is a conflict that arises when the expectations of behavior are 

different from the expectations of other role behaviors. The mismatch of individual behavior at work and at 

home, which is due to differences in the rules of behavior of career employees, is usually difficult to swap 

between the roles she plays with one another. 

 

Social Support 

Social support is the act of helping others and peacefully communicating with others (Seers et al., 1983). 

This helpful behavior is manifested in three forms, namely, first, affection and maintenance attention that 

helps maintain self-esteem and supports beliefs, second is information assistance and practical problem-solving 

guidance, and third is support in the form of encouragement in the form of assessment or feedback. Social 

support (social support) affects the behavior of maintaining one's health. This study describes social support 

which has a specific role in reducing work-family conflict, as explained by the research results. Several 

previous studies stated that social support provides deep enhancing therapy psychological and physiological 

health ( C o h e n & W i l l s , 1 9 8 5 ) . Social support can be considered as an antecedent of work-family 

conflict or a moderator for the relationship between job demands and work-family conflict. As is Cohen & 

Wills (1985) It has been noted that social support has a significant impact on physical and psychological 

health. The research model implies that social support is useful in reducing work- family conflict. Social 

support is categorized into several factors based on sources, such as superiors, co-workers and family 

(Armstrong et al., 2015). 

 

Based on the explanation above, the researchers compiled the following hypotheses: 

 

H1: Work-family conflict has a (negative) significant effect on work performance of female employees in 

Indonesia 
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H2: Supervisor support has a (positive) significant effect on the work performance of female employees in 

Indonesia 

H3: Peer support has a (positive) significant effect on the work performance of female employees in Indonesia 

H4: Family support has a (positive) significant effect on work performance of female employees in Indonesia 

According to Sekaran & Bougie (2003), the theoretical framework is the foundation on which the entire 

research project is based. From the theoretical framework can be formulated hypotheses that can be tested to 

determine whether the theory formulated is valid or not. Then further it will be measured by appropriate 

statistical analysis. Work-family conflict, social support, and work performance refer to research parameters 

(Armstrong et al., 2015). For this reason, the authors built the following research model: 

 

 

 

Figure 1. Research Model 

 

 

 

III. METHODS 

 

Operational Definition of Variables and Indicators 

The method used in this research is the quantitative method. Data was collected by distributing questionnaires 

to all female employees who have permanent status in one of the packaging industries in Indonesia. The 

instrument used to measure work-family conflict was adapted from Armstrong et al. (2015) using 6 items 

(WFC1-WFC6) that validated by Asbari et al. (2019). Supervisor support uses 4 items (SS1-SS4), peer support 

uses 4 items (PS1-PS4), family support uses 4 items (FS1-FS4), all of which are adapted from Armstrong et al. 

(2015). Work performance was adapted from Bernardin & Russel (1993) by using 5 items (WP1-WP5). The 

questionnaire is designed closed except for questions/statements regarding the identity of the respondent in 

the form of a semi-open questionnaire. Each closed question/statement item is given five answer options, 

namely: strongly agree score 5, agree score 4, neutral score 3, disagree score 2, and strongly disagree score 

1. The method for processing data is by using PLS and using SmartPLS version 3.0 software as a tool. 

 

IV. RESULTS AND DISCUSSION 

Population and Sample 

The population in this study were 145 female employees with permanent employee status at two private 
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companies in Indonesia. The questionnaires were distributed using a simple random sampling technique. The 

questionnaire results returned and valid as many as 123 samples (84.8 percent of the population). They have 

different age groups, under 30 years (25%), ranging from 30-40 years (47%), and over 40 years (28%). Their 

tenure as employees also varied, some of them were under 5 years (36%), ranging from 5-10 years (48%), and 

more than 10 years (16%). The majority of education is diploma/bachelor (94%) then high School (6%). 

 

Test Results of the Validity and Reliability of Research Indicators 

The measurement model testing stage includes testing for convergent validity, discriminant validity. Meanwhile, 

to test the construct reliability, Cronbach's alpha and composite reliability were used. The results of the PLS 

analysis can be used to test the research hypothesis if all indicators in the PLS model have met the 

requirements of convergent validity, discriminant validity, and reliability testing. 

 

Convergent Validity Testing 

A convergent validity test is done by looking at the loading factor value of each indicator against the 

construct. In most references, a factor weight of 0.5 or more is considered to have sufficiently strong 

validation to explain latent constructs Ghozali & Latan (2015). In this study, the minimum acceptable 

loading factor is 0.5, provided that the AVE value of each construct is > 0.5 (Purwanto et al., 2019; 

Purwanto, Asbari, & Santoso, 2021d, 2021a, 2021b, 2021c; Purwanto, Asbari, Santoso, et al., 

2021; Purwanto, Asbari, Santoso, Paramarta, et al., 2020) . Based on the results of SmartPLS 3.0 

processing, after items that do not meet the requirements are discarded, in Table 3, all indicators have a loading 

factor value above 0.5 or AVE value > 0.5. So thus, the convergent validity of this research model has met 

the requirements. The value of loadings, cronbach's alpha, composite reliability and AVE for each complete 

construct can be seen in Table 1. 

 

 

 

 

Figure 2. Valid Research Model 

Source: SmartPLS 3.0 Processing Results (2021) 
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Table 1. Items Loadings, Cronbach’s Alpha, Composite Reliability, and Average Variance Extracted (AVE) 

Variables Items Loadings 
Cronbach’s 
Alpha 

Rho_A Composite 
Reliability 

AVE 

Work-Family Conflict (WFC) WFC1 0.451 0.807 0.809 0.861 0.515 
 WFC2 0.765     

 WFC3 0.651     

 WFC4 0.777     

 WFC5 0.802     

 WFC6 0.796     

Supervisor Support (SS) SS1 0.805 0.849 0.855 0.898 0.687 
 SS2 0.860     

 SS3 0.778     

 SS4 0.870     

Peer Support (PS) PS1 0.757 0.804 0.848 0.871 0.634 
 PS2 0.607     

 PS3 0.897     

 PS4 0.889     

Family Support (FS) FS1 0.894 0.908 0.910 0.936 0.784 
 FS2 0.900     

 FS3 0.873     

 FS4 0.875     

Work Performance (WP) WP1 0.777 0.831 0.865 0.884 0.612 
 WP2 0.821     

 WP3 0.480     

 WP4 0.885     

 WP5 0.876     

Sumber: Hasil Pengolahan SmartPLS 3.0 (2021 

 

Table 2. Discriminant Validity 

Variables FS PS SS WFC WP 

FS 0.885     

PS 0.670 0.796    

SS 0.378 0.421 0.829   

WFC -0.267 -0.176 -0.253 0.718  

WP 0.429 0.540 0.426 -0.401 0.782 

Sumber: Hasil Pengolahan SmartPLS 3.0 (2021) 

 

Table 3. Collinearity (VIF) 

Variables FS PS SS WFC WP 

FS     1.917 

PS     1.936 

SS     1.281 

WFC     1.112 

WP      

Sumber: Hasil Pengolahan SmartPLS 3.0 (2021) 

 

Table 4. Nilai R Square 

Variables R Square 
R Square 
Adjusted 

WP 0.414 0.396 

Sumber: Hasil Pengolahan SmartPLS 3.0 (2021) 
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Table 5. Hypotheses Testing 
Hypotheses Relationship Original 

Sample 
(O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values Decision 

H1 WFC -> WP -0.281 -0.303 0.061 4.633 0.000 Supported 

H2 SS -> WP 0.179 0.178 0.077 2.310 0.021 Supported 

H3 PS -> WP 0.406 0.401 0.110 3.702 0.000 Supported 

H4 FS -> WP 0.014 0.020 0.104 0.135 0.893 Not 

Supported 

Sumber: Hasil Pengolahan SmartPLS 3.0 (2021) 

 

 

Discriminant Validity Testing 

Discriminant validity is done to ensure that each concept of each latent variable is different from other latent 

variables. The model has good discriminant validity if the AVE square value of each exogenous construct 

(the value on the diagonal) exceeds the correlation between that construct and other constructs (values below 

the diagonal) (Ghozali & Latan, 2015). The results of discriminant validity testing using the AVE square 

value, namely by looking at the Fornell-Larcker Criterion Value obtained as referred to in Table 2. The results 

of the discriminant validity test in table 2 above indicate that all constructs have a square root value of AVE 

above the correlation value with the construct. other latency, through the Fornell-Larcker criteria, so it can be 

concluded that the model has met the discriminant validity (Fornell & Larcker, 1981). 

Construct Reliability Testing 

The construct reliability can be assessed from the Cronbach's alpha value and the composite reliability of each 

construct. The recommended composite reliability and Cronbach's alpha values are more than 0.7 (Ghozali 

& Latan, 2015), which can use the size of one of them. If the composite reliability value is above 0.7, then it 

is sufficient (Ghozali & Latan, 2015). The reliability test results in table 3 above show that all constructs 

have a composite reliability value greater than 0.7 (> 0.7). In conclusion, all constructs have met the 

required reliability. 

 

Hypothesis Test 

Hypothesis testing in PLS is also called the inner model test. Hypothesis testing in this study includes 

testing the significance of direct effects and measuring the influence of exogenous variables on endogenous 

variables. The effect test was carried out using the t-statistic test in the partial least squared (PLS) analysis 

model using the SmartPLS 3.0 software. With the bootstrapping technique, the R Square value and 

significance test values are obtained as shown in the table 4. 

Based on Table 4 above, the WP R Square value is 0.414 which means that variable work performance (WP) 

can be explained by the work-family conflict (WFC) and social support variables, including supervisor 

support (SS), peer support (PS), family support (FS) of 41.4%, while the remaining 58.6% is explained by 

other variables not discussed in this study. Meanwhile, Table 5 shows the T Statistics and P-Values which show 

the influence between the research variables that have been mentioned. 

 

Discussion 

Effect of Work-Family Conflict on Work Performance 

 

The results of data analysis show that work-family conflict has a positive and significant effect on 

work performance. Evidenced by the t-statistics value of 4.633 is higher than 1.96 and the p-value of 

0.000 is smaller than 0.05. Because the effect is significant, and original sample value -0.281 (negative), the 

conclusion is that the hypothesis H1 is accepted. So, It can be concluded that there is a negative and 

significant effect of work-family conflict on work performance. This finding is similar conclusion of the 

research Asbari et al. (2021), and Novitasari et al. (2020) who mentioned that work-family conflict hurts 

work performance. 
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Effect of Social Support on Work Performance 

The results of data analysis show that social support has different effects on work performance. First, 

supervisor support has a significant effect on work performance. Evidenced by the t-statistics value of 2.310 

is higher than 1.96 and a p-value of 0.021 is smaller than 0.05. In conclusion, hypothesis H2 is accepted. 

Second, peer support has a positive and significant effect on work performance. Evidenced by the t- 

statistics value of 3.702 is greater than 1.96 and the p-value of 0.000 is smaller than 0.05. In conclusion, 

hypothesis H3 is accepted. Third, family support has not significant effect on work performance. Evidenced 

by the t-statistics value of 0.135 is smaller than 1.96 and a p-value of 0.893 is higher than 0.05. In 

conclusion, hypothesis H4 is rejected. Similar conclusions have been mentioned in previous studies (Asbari et 

al., 2019, 2021a; Asbari, Bernarto, et al., 2020; Asbari, Pramono, Kotamena, Liem, Sihite, et al., 2020; 

Novitasari, Sasono, et al., 2020; Pramono et al., 2020; Purwanto, Hidayat, et al., 2021; Sutardi et al., 2020; 

Yuwono, Novitasari, Asbari, et al., 2020). 

 

V. CONCLUSIONS 

 

Conclusion 

From the data analysis that has been done previously, it has been proven that the independent variables work- 

family conflict negative and significant effect on work performance. Meanwhile, supervisor support and peer 

support have a significant effect on work performance. In contrast to family support, has no significant effect 

on employee work performance in two private companies in Indonesia. 

 

Suggestion 

Future studies should research other sectors besides education, such as the service industry, finance, and others 

to enrich this research topic. Also, it is advisable to increase the number of populations and samples to produce a 

more comprehensive research conclusion. Likewise, in future studies, it will be better to add and involve other 

relevant variables so that it will make the research in this theme more complete. 

 

 

REFERENCES 

Agistiawati, E., & Asbari, M. (2020). Pengaruh Persepsi Siswa atas Lingkungan Belajar dan Penguasaan Kosa 

Kata Terhadap Kemampuan Berbicara Bahasa Inggris Siswa Sekolah Menengah Atas Swasta Balaraja. 

EduPsyCouns: Journal of Education, Psychology and Counseling, 2(1), 513–523. 

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

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

Forensic Psychology, XX(X), 1–17. https://doi.org/10.1177/0093854815582221 

Asbari, M. (2019). Pengaruh kepemimpinan transformasional dan iklim organisasi terhadap kinerja dosen. 

JOCE IP, 13(2), 172–186. http://jurnal.ipem.ac.id/index.php/joce-ip/article/view/187 

Asbari, M., Bernarto, I., Pramono, R., Purwanto, A., Hidayat, D., Sopa, A., Alamsyah, V. U., Senjaya, P., 

Fayzhall, M., & Mustofa. (2020). The effect of work-family conflict on job satisfaction and performance: 

A study of Indonesian female employees. International Journal of Advanced Science and Technology, 

29(3), 6724–6748. http://sersc.org/journals/index.php/IJAST/article/view/7325 

Asbari, M., Hyun, C. C., Wijayanti, L. M., Winanti, Fayzhall, M., & Putra, F. (2020). Hard Skills Dan Soft 

Skills: Apa Membangun Inovasi Guru Sekolah Islam? Journal EVALUASI, 4(1), 143. 

https://doi.org/10.32478/evaluasi.v4i1.362 

Asbari, M., & Novitasari, D. (2021). Pengaruh Authentic Leadership terhadap Mentalitas Siap Berubah dan 

Kinerja Pegawai Paruh Waktu. Business Management Journal, 17(1), 73–88. 

Asbari, M., Novitasari, D., & Pebrina, E. T. (2021a). Pengaruh Mediasi Mental Kesiapan untuk Berubah dan 

Work-Family Conflict terhadap Kinerja Karyawan di Masa Pandemi Covid-19. Mega Aktiva: Jurnal 

Ekonomi Dan Manajemen, 10(1), 24–38. 

https://megaaktiva.umkendari.ac.id/index.php/Jurnal/article/view/123 

https://www.ijosmas.org/
http://jurnal.ipem.ac.id/index.php/joce-ip/article/view/187
http://sersc.org/journals/index.php/IJAST/article/view/7325


INTERNATIONAL JOURNAL OF SOCIAL AND MANAGEMENT STUDIES (IJOSMAS) 

Volume: 06 No. 02 (2025) https://www.ijosmas.org e-ISSN: 2775-0809 

8 

 

 

Asbari, M., Novitasari, D., & Pebrina, E. T. (2021b). PENGARUH MEDIASI MENTAL KESIAPAN UNTUK 

BERUBAH DAN WORK-FAMILY CONFLICT TERHADAP KINERJA KARYAWAN DI MASA 

PANDEMI COVID-19. Mega Aktiva: Jurnal Ekonomi Dan Manajemen, 10(1), 24–38. 

Asbari, M., Pramono, R., Kotamena, F., Liem, J., Alamsyah, V. U., Imelda, D., Setiawan, S. T., & Purwanto, A. 

(2020). Studi Fenomenologi Work-Family Conflict dalam Kehidupan Guru Honorer Wanita. Edumaspul: 

Jurnal Pendidikan, 4(1), 180–201. 

Asbari, M., Pramono, R., Kotamena, F., Liem, J., Sihite, O. B., Alamsyah, V. U., Imelda, D., Setiawan, S. T., & 

Agus Purwanto. (2020). Studi Fenomenologi Work-Family Conflict Dalam Kehidupan Guru Honorer 

Wanita. Edumaspul - Jurnal Pendidikan, 4(1), 180–201. 

https://doi.org/https://doi.org/10.33487/edumaspul.v4i1.347 

Asbari, M., Purwanto, A., Sudargini, Y., & Fahmi, K. (2019). The Effect of Work-Family Conflict and Social 

Support on Job Satisfaction: A Case Study of Female Employees in Indonesia. International Journal of 

Social and Management Studies (IJOSMAS), 01(01), 32–42. 

https://doi.org/https://doi.org/10.5555/ijosmas.v1i1.3 

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 

Bernardin, H., & Russel, J. (1993). Human Resource Management: An Experimental Approach. Mc Graw Hill 

Companies. 

Chiang, K.-H. (2011). A Typology of Research Training in University—Industry Collaboration. Industry and 

Higher Education, 25(2), 93–107. https://doi.org/10.5367/ihe.2011.0032 

Cohen, S., & Wills, T. A. (1985). Stress, Social Support, and the Buffering Hypothesis. Psychological Bulletin, 

98(2), 310–357. https://doi.org/10.1016/0163-8343(94)90083-3 

Fikri, M. A. A., Pramono, T., Nugroho, Y. A., Novitasari, D., & Asbari, M. (2021). Leadership Model in 

Pesantren: Managing Knowledge Sharing through Psychological Climate. International Journal of Social 

and Management Studies (IJOSMAS), 02(03), 149–160. 

https://ijosmas.org/index.php/ijosmas/article/view/44 

Fornell, C., & Larcker, D. F. (1981). Evaluating Structural Equation Models with Unobservable Variables and 

Measurement Error. Journal of Marketing Research, 18(1), 39–50. 

https://doi.org/10.1177/002224378101800104 

Ghozali, I., & Latan, H. (2015). Konsep, teknik, aplikasi menggunakan Smart PLS 3.0 untuk penelitian empiris. 

BP Undip. Semarang. 

Goestjahjanti, S. F., Novitasari, D., Hutagalung, D., Asbari, M., & Supono, J. (2020). Impact of Talent 

Management, Authentic Leadership and Employee Engagement on Job Satisfaction: Evidence From South 

East Asian Industries. Journal of Critical Reviews, 7(19), 67–88. 

Greenhaus, J. H., & Beutell, N. J. (1985). Sources of Conflict Between Work and Family Roles. Academy of 

Management Review, 10(1), 76–88. https://doi.org/https://doi.org/10.5465/amr.1985.4277352 

Karakas, A., & Sahin, N. (2017). The Relation between Work Family Conflict and Employee Performance: A 

Research on Hotel Employee. Sosyoekonomi, 25(32), 51–51. 

https://doi.org/10.17233/sosyoekonomi.289385 

Maesaroh, S., Asbari, M., Hutagalung, D., Mustofa, M., Agistiawati, E., Basuki, S., Radita, F. R., Nurasiah, N., 

Yulia, Y., & Singgih, E. (2020). Pengaruh Religiusitas dan Kepemimpinan Transformasional terhadap 

Kinerja Guru melalui Mediasi Organizational Citizenship Behavior. EduPsyCouns: Journal of Education, 

Psychology and Counseling, 2(1), 276–290. 

Mathis, & Jackson. (2002). Manajemen Sumber Daya Manusia (Pertama). Salemba Empat. 

Novitasari, D., Asbari, M., Putra, F., Kumoro, D. F. C., & Fikri, M. A. A. (2021). Tacit Knowledge Sharing di 

Sekolah Islam: Analisis Kepemimpinan dan Iklim Keamanan Psikologis. Cetta: Jurnal Ilmu Pendidikan, 

4(2), 138–162. 

Novitasari, D., Asbari, M., Wijaya, M. R., & Yuwono, T. (2020). Effect of Organizational Justice on 

Organizational Commitment: Mediating Role of Intrinsic and Extrinsic Satisfaction. International Journal 

of Science and Management Studies (IJSMS), 3(3), 96–112. 

https://www.ijosmas.org/


INTERNATIONAL JOURNAL OF SOCIAL AND MANAGEMENT STUDIES (IJOSMAS) 

Volume: 06 No. 02 (2025) https://www.ijosmas.org e-ISSN: 2775-0809 

9 

 

 

Novitasari, D., Hutagalung, D., Amri, L. H. A., Nadeak, M., & Asbari, M. (2021). Kinerja Inovasi Di Era 

Revolusi Industri 4.0: Analisis Knowledge-Oriented Leadership Dan Kapabilitas Manajemen 

Pengetahuan. EDUKATIF: JURNAL ILMU PENDIDIKAN, 3(4), 1245–1260. 

Novitasari, D., Sasono, I., & Asbari, M. (2020). Work-Family Conflict and Worker’s Performance during 

Covid-19 Pandemic: What is the Role of Readiness to Change Mentality? International Journal of Science 

and Management Studies (IJSMS), 3(4), 122–134. http://www.ijsmsjournal.org/volume3-issue4.html 

Novitasari, D., Supiana, N., Supriatna, H., Fikri, M. A. A., & Asbari, M. (2021). The Role of Leadership on 

Innovation Performance: Transactional versus Transformational Style. JIMFE (Jurnal Ilmiah Manajemen 

Fakultas Ekonomi), 7(1), 27–36. 

Novitasari, D., Supriatna, H., Asbari, M., Nugroho, Y. A., & Nadeak, M. (2021). Exploring the Impact of Trust 

in Leader and Knowledge Sharing on Employee Innovation. International Journal of Social and 

Management Studies (IJOSMAS), 2(03), 47–62. 

Pramono, R., Suyantoko, Purwanto, A., Kristiana, Y., Yuliantoro, N., & Asbari, M. (2020). Implementation of 

Analysis of Talent Management in Family Business. International Journal of Advanced Science and 

Technology, 29(6), 6124–6146. http://sersc.org/journals/index.php/IJAST/article/view/19899 

Purwanto, A., Asbari, M., & Santoso, P. B. (2020). Pengaruh Parenting Style dan Personality Genetic terhadap 

Pengembangan Pedidikan Karakter Anak di PAUD Islamic School. Journal of Empirical Research in 

Islamic Education, 8(1). https://doi.org/http://dx.doi.org/10.21043/quality.v8i1.6606 

Purwanto, A., Asbari, M., Santoso, P. B., Wijayanti, L. M., Hyun, C. C., & Pramono, R. (2020). Effect of 

Application ISO 38200:2018 Chain of Wood Products Custody toward Paper Company Competitiveness 

in Borneo Island Indonesia. International Journal of Science and Management Studies (IJSMS), 3(2), 28– 

35. 

Purwanto, A., Asbari, M., & Santoso, T. I. (2021a). Analisis Data Penelitian Manajemen Pendidikan: 

Perbandingan Hasil antara Amos, SmartPLS, WarpPLS, dan SPSS untuk Jumlah Sampel Kecil. 

International Journal of Social, Policy and Law (IJOSPL), 01(01), 111–122. 

https://ijospl.org/index.php/ijospl/article/view/64 

Purwanto, A., Asbari, M., & Santoso, T. I. (2021b). Analisis Data Penelitian Marketing: Perbandingan Hasil 

antara Amos, SmartPLS, WarpPLS, dan SPSS untuk Jumlah Sampel Besar. Journal of Industrial 

Engineering & Management Research (JIEMAR), 2(4), 216–227. 

https://www.jiemar.org/index.php/jiemar/article/view/178/138 

Purwanto, A., Asbari, M., & Santoso, T. I. (2021c). Analisis Data Penelitian Sosial dan Manajemen: 

Perbandingan Hasil antara Amos, SmartPLS, WarpPLS, dan SPSS untuk Jumlah Sampel Medium. 

International Journal of Social and Management Studies (IJOSMAS), 02(04), 43–53. 

https://www.ijosmas.org/index.php/ijosmas/article/view/50/40 

Purwanto, A., Asbari, M., & Santoso, T. I. (2021d). Education Management Research Data Analysis: 

Comparison of Results between Lisrel, Tetrad, GSCA, Amos, Smartpls, Warppls, And SPSS for Small 

Samples. Nidhomul Haq: Jurnal Manajemen Pendidikan Islam, 6(2), 382–399. https://e- 

journal.ikhac.ac.id/index.php/nidhomulhaq/article/view/1575 

Purwanto, A., Asbari, M., Santoso, T. I., Haque, M. G., & Nurjaya. (2019). Marketing Research Quantitative 

Analysis for Large Sample: Comparing of Lisrel, Tetrad, GSCA, Amos, SmartPLS, WarpPLS, and SPSS. 

Jurnal Ilmiah Ilmu Administrasi Publik: Jurnal Pemikiran Dan Penelitian Administrasi Publik, 9(2), 355– 
372. https://ojs.unm.ac.id/iap/article/view/22803 

Purwanto, A., Asbari, M., Santoso, T. I., Paramarta, V., & Sunarsih, D. (2020). Social and Management 

Research Quantitative Analysis for Medium Sample: Comparing of Lisrel, Tetrad, GSCA, Amos, 

SmartPLS, WarpPLS, and SPSS. Jurnal Ilmiah Ilmu Administrasi Publik: Jurnal Pemikiran Dan 

Penelitian Administrasi Publik, 9(2), 518–532. https://ojs.unm.ac.id/iap/article/view/22804 

Purwanto, A., Asbari, M., Santoso, T. I., Sunarsi, D., & Ilham, D. (2021). Education Research Quantitative 

Analysis for Little Respondents: Comparing of Lisrel, Tetrad, GSCA, Amos, SmartPLS, WarpPLS, and 

SPSS. Jurnal Studi Guru Dan Pembelajaran, 4(2), 335–350. https://e-journal.my.id/jsgp/article/view/1326 

Purwanto, A., Hidayat, D., & Asbari, M. (2021). Work-Family Conflict Disaster: From Organizational 

Commitment to Job Satisfaction. International Journal of Social and Management Studies (IJOSMAS), 

02(01), 86–92. https://doi.org/https://doi.org/10.5555/ijosmas.v2i1.13 

https://www.ijosmas.org/
http://www.ijsmsjournal.org/volume3-issue4.html
http://sersc.org/journals/index.php/IJAST/article/view/19899
http://dx.doi.org/10.21043/quality.v8i1.6606
http://www.jiemar.org/index.php/jiemar/article/view/178/138
http://www.ijosmas.org/index.php/ijosmas/article/view/50/40


INTERNATIONAL JOURNAL OF SOCIAL AND MANAGEMENT STUDIES (IJOSMAS) 

Volume: 06 No. 02 (2025) https://www.ijosmas.org e-ISSN: 2775-0809 

10 

 

 

Seers, A., McGee, G. W., Serey, T. T., & Graen, G. B. (1983). The Interaction of Job Stress and Social Support: 

A Strong Inference Investigation. Academy of Management Journal, 26(2), 273–284. 

https://doi.org/10.2307/255975 

Silitonga, N., Novitasari, D., Sutardi, D., Sopa, A., Asbari, M., Yulia, Y., Supono, J., & Fauji, A. (2020). The 

Relationship of Transformational Leadership, Organizational Justice and Organizational Commitment: a 

Mediation Effect of Job Satisfaction. Journal of Critical Reviews, 7(19), 89–108. 

http://www.jcreview.com/?mno=101999 

Sutardi, D., Novitasari, D., Asbari, M., Silitonga, N., Nugroho, Y. A., Hutagalung, D., Mustofa, Chidir, G., 

Basuki, S., & Yuwono, T. (2020). Pengaruh Work-Family Conflict, Stres Kerja dan Social Support 

terhadap Kepuasan Kerja: Studi Kasus pada Guru Wanita di Tangerang. EduPsyCouns: Journal of 

Education, Psychology and Counseling, 2(1), 482–498. https://ummaspul.e- 

journal.id/Edupsycouns/article/view/513 

Wang, I.-A., Tsai, H.-Y., Lee, M.-H., & Ko, R.-C. (2019). The effect of work–family conflict on emotional 

exhaustion and job performance among service workers: The cross-level moderating effects of 

organizational reward and caring. The International Journal of Human Resource Management, 1–22. 

Yuwono, T., Novitasari, D., Asbari, M., Sutardi, D., Mustofa, & Asbari, M. (2020). Peran Organizational 

Commitment terhadap Hubungan Work- Family Conflict dan Kepuasan Kerja Karyawan Wanita di Kota 

Seribu Industri Tangerang. EduPsyCouns: Journal of Education, Psychology and Counseling, 2(1), 524– 

540. https://ummaspul.e-journal.id/Edupsycouns/article/view/526/303 

Yuwono, T., Novitasari, D., Hutagalung, D., Sasono, I., Silitonga, N., & Asbari, M. (2020). Peran 

Organizational Justice terhadap Komitmen Organisasional: Analisis Mediasi Kepuasan Kerja Dosen 

Perguruan Tinggi Swasta. EduPsyCouns: Journal of Education, Psychology and Counseling, 2(1), 582– 

599. 

Yuwono, T., Wiyono, N., Asbari, M., Novitasari, D., & Silitonga, N. (2020). Analisis Pengaruh Efektivitas 

Kepemimpinan Transformasional dan Kesiapan untuk Berubah terhadap Kinerja Karyawan Wanita di 

Masa Pandemi Covid-19. Jurnal Ilmiah Mahasiswa Ekonomi Manajemen, 5(3), 615–632. 

http://www.jim.unsyiah.ac.id/EKM/article/view/15502 

https://www.ijosmas.org/
http://www.jcreview.com/?mno=101999
http://www.jim.unsyiah.ac.id/EKM/article/view/15502

