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Abstract. This study aims to examine the effect of Work Family Conflict (WFC),
Work Family Enrichment (WFE), and Family Friendly Policies (FFP) on job
satisfaction at KPPD Samsat Kulon Progo. The method used was saturated sampling
with 50 employees as respondents, and data were collected through questionnaires
using Google Forms. The data were analyzed using Partial Least Square (PLS)
through SmartPLS version 4 software. The results showed that WFC did not have a
significant effect on job satisfaction (p-value 0.446), indicating that work and family
conflicts did not directly affect employee job satisfaction. Conversely, WFE has a
significant positive effect on job satisfaction (p-value 0.006), indicating that positive
experiences at work can improve the quality of family life, which in turn increases
job satisfaction. In addition, FFP also has a significant positive effect on job
satisfaction (p-value 0.045), with family-friendly policies such as flexible working
hours and support for family welfare increasing job satisfaction. The practical
implication of this study is the importance of implementing family-friendly policies
in organizations to create a balance between work and family, which can improve
employee welfare and job satisfaction. From a theoretical perspective, this study adds
to the understanding of the relationship between WFC, WFE, FFP, and job
satisfaction factors in the context of work and family.

Keywords: Work Family Conflict, Work Family Enrichment, Family Friendly
Policies, Job Satisfaction.

1 Introduction

Today, we live in an environment that continues to change, especially with the
rapid development of technology, including the use of work-related devices [1] . In an
organization, the interaction between work and family generally has a positive impact.
Employee happiness can improve performance and job satisfaction, which are key
factors in supporting the organization’s success in achieving its goals [3] . However, to
gain a deeper understanding, further research needs to consider Work Family Conflict
(WFC) and Work Family Enrichment (WFE) when analyzing the relationship between
work and family, as stated by [4] . WFC arises from dual roles at home and at work,
influenced by both environments, and results in job dissatisfaction, declining mental
health, and reduced quality of family life [5] . Therefore, addressing this conflict
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becomes a crucial factor in achieving a higher level of job satisfaction [6] . To reduce
WEFC, organizations can develop positive strategies through WFE to improve employee
functioning and performance [7] . WFE refers to conditions that support positive work
completion, characterized by dedication, courage, and engagement in carrying out tasks
[8] . This approach motivates employees to work more enthusiastically, innovate, and
achieve optimal performance. Job satisfaction is achieved when employees feel
fulfilled and strive to reach the company’s goals [9], [10] .

Understanding the relationship between work and family is essential to
achieving optimal work results. When companies are able to meet employees’ needs
and preferences, it can positively reduce WFC, Job satisfaction increases through
positive feedback, becoming an important asset for organizational success. In addition,
experienced human resources provide competitive advantages and added value in
achieving the organization’s vision and mission [12] . Dual roles can improve family
well-being through Family Friendly Policies (FFP), which help address WFC, The
implementation of FFP supports women’s participation and potential, in line with
increasing education and awareness of gender equality, which encourages more women
to pursue careers [14] . Their participation in the workforce helps them achieve
financial independence, and individuals with higher education tend to have more
satisfying jobs due to stronger academic skills. Thus, FFP provides greater motivation
and job satisfaction for employees [15] . However,[16] presents a different perspective,
suggesting that WFC does not always have a negative impact on job satisfaction. It is
argued that the effect of WFC may be influenced by several factors, such as the nature
of the conflict and an employee’s emotional burden, which may explain why WFC does
not always result in negative job satisfaction outcomes. Overall, it is important to
understand the factors that influence job satisfaction at KPPD Samsat Kulonprogo, such
as working hours, work relationships, work-life balance, and compensation. This study
highlights the roles of WFC, WFE, and FFP in enhancing employee well-being and
performance.

2. Literature review

2.1  Grand theory

The Conservation of Resources (COR) theory proposed by [17] explains that
individuals strive to acquire, maintain, and protect resources such as time, energy, and
social support. Stress arises when resources are lost, threatened with loss, or not
obtained as expected. Conflict between work and family (Work Family Conflict) causes
a loss of resources that reduces job satisfaction, while positive experiences between
domains (Work Family Enrichment) add resources that increase satisfaction. Family-
friendly policies help individuals maintain and manage these resources, thereby
supporting work-family balance and increasing job satisfaction. Thus, job satisfaction
depends on the ability of individuals and organizations to maintain and strengthen their
resources.



The Influence of Work-Family Conflict, Work-Family Enrichment, ... 619
2.2  Job Satisfaction

[18] Job satisfaction is important to understand because it influences employees'
attitudes and behaviors toward their work. In addition, the role of leadership also needs
to be considered, as a monotonous leadership style can reduce employee productivity.
[19] explains that to achieve maximum job satisfaction, organizations strive to develop
the skills of their employees in completing their workloads in order to achieve the vision
and mission of a company by providing compensation and benefits to their employees
because low job satisfaction will lead to job dissatisfaction, which will also have a
negative impact on the company. [20] Job satisfaction is a sense of happiness with one's
work that is influenced by factors such as environment, culture, compensation, and
coworkers. Communication and social support help reduce stress, improve mental
health, and encourage employee dedication[21] . According to[22] , the indicators of
job satisfaction are: work, wages, supervisors, and coworkers.

2.3  Work-Family Conflict

[23] Work-family conflict occurs when work and family roles are unbalanced
due to pressure from both sides, making it difficult to divide time fairly. This conflict
can reduce job satisfaction, as excessive work demands cause stress and employee
dissatisfaction.[24] In this case, the relationship between work and family is very
difficult because it can cause a conflict called work-family conflict. When someone
chooses to be a career woman, WFC is often felt by women who choose to work. In
this case, it has a negative impact on the job satisfaction of married employees because
they must juggle two roles: one role and another role[26] .[27] Work-Family Conflict
negatively impacts job satisfaction because it is influenced by the psychological
condition of employees. When individuals struggle to balance their roles as workers
and family members, conflicts arise that reduce performance and job satisfaction. In the
study [28] Work-Family Conflict has two indicators: Work Interference with Family
(WIF) and Family Interference with Work (FIW). Employees who are satisfied perform
better, while those who are dissatisfied tend to have lower performance. The
hypothesis is that high Work-Family Conflict negatively affects job satisfaction.
H1: Work-Family Conflict has a negative effect on job satisfaction.

2.4  Work-Family Enrichment

Work Family Enrichment occurs when work experiences improve. skills,
knowledge, and resources that enhance the quality of family life. In this case,[29]
Every individual with a family has dual roles that can cause Work Family Conflict or
create. Work Family Enrichment, which improves well-being, job satisfaction, and
reduces stress. [30][31] Work Family Enrichment creates positive relationships
between roles that help employees complete. tasks and increase job satisfaction. In
government agencies, a balanced time allocation is crucial to maintaining happiness
and job satisfaction. [32][33] A career woman faces the challenge of balancing work
and family roles, thus requiring Work Family Enrichment. Marital satisfaction
contributes to WFE. because. work experiences can be. applied to family life. In Work
to Family Enrichment[34] , it is divided into three indicators: Capital, Affect, and
Development.[35] As many as 80% of employees seek a better work environment, so
organizational support is important to retain them.
H2: Work Family Enrichment has a positive effect on Job Satisfaction.
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2.5 Family Friendly Policies

An organization implements Family Friendly Policies to support gender
equality, improve family welfare, and reduce poverty. Managers need to provide paid
leave, affordable childcare, breastfeeding support, and flexible working arrangements
so that mothers can balance work and family roles.[36] .[37] In order for employees
to achieve maximum job satisfaction, organizations need to implement Family
Friendly Policies to balance the demands of work and family. Without these. policies,
employee well-being declines and job dissatisfaction arises.[38] The implementation
of Family Friendly Policies can increase job satisfaction and prevent Work Family
Conflict.[39] Family Friendly Policies help employees balance work and family roles,
improve. quality of life, well-being, and mental health, and have a positive impact on
the organization[40] . Several indicators that can be used to implement Family
Friendly Policies according toare Work Scheduling and Benefits Packages. Family
Friendly Policies help workers obtain more flexible working hours to avoid
depression or anxiety and symptoms of stress childcare [41]. Family-friendly policies,
such as childcare. services at Samsat Kulonprogo, are. implemented to reduce. Work
Family Conflict. High work-family conflict has been proven to have a negative
correlation with employee performance. Thus, the hypothesis that emerges is that
strong Family Friendly Policies have a positive influence. on Job Satisfaction within
an organization. Therefore, the research hypothesis can be formulated as follows:
H3: Family-friendly policies have a positive effect on job satisfaction.

3. Conceptual Framework and Research Hypotheses

Work Family
Conflict

Job
Satisfaction

Work Family
Enrichment

Family Friendly
Policies

Figure 1. Conceptual framework

Figure 1. The conceptual framework This study uses two variables, namely the.
dependent variable and the independent variable. The dependent variable. is job
satisfaction, while the independent variables are work-family conflict, work-family
enrichment, and family-friendly policies.
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4. Methodology

This study uses saturated sampling technique, which is used when the entire
population is used as respondents, provided that the population is less than 100 people.
Therefore, this study uses the existing population as respondents, namely 51
employees of KPPD Samsat Kulon Progo, with data collection using questionnaires,
meaning that the author provides a list of statements to respondents through Google
forms. This study used PLS (Partial Least Square) analysis, which is variance-based
SEM, with SmartPLS Version 4 software. The Smart PLS testing began with a series
of indicator validity and reliability tests, which assessed convergent validity with a
correlation value of >0.50, discriminant validity with an AVE. value of >0.50, and
composite reliability with a value of >0.70. The next stage tested the suitability by
comparing the results of the SRMR, d ULS d G, Chi-Square, and NFI criteria.

Table 1. Statement Items

Work-Family Conflict
Work Interference. My work hours interfere with my family activities.

with Family I often miss spending time with my family because of work.
Family Interference. Time spent with my family hinders the completion of my work
with Work responsibilities.

Family issues often weaken my concentration at work.
Work-Family Enrichment

Capital Work experience improves my quality of life. at home.
My role at work can improve, family relationships.
Affect Positive feelings at work have an impact on the quality of my

relationships with my family.
Emotional intelligence. at work helps me build better relationships
with my family.

Development Workplace experiences are beneficial for my family.
The skills I develop at work can improve my family's quality of life

Family-Friendly Policies

Work Scheduling My work schedule helps me balance my responsibilities between
work and family.
My manager provides work flexibility to manage family
responsibilities.

Benefit Packages Leave from the agency helps me achieve a better work-life balance.
The health insurance provided by the company supports my family's
health needs.

Job Satisfaction

Work I am satisfied with my job.

My supervisor provides opportunities to improve my quality of life.
Salary The salary I receive is commensurate with the work I do.

The salary I receive is commensurate with my education.
Supervision My supervisor provides effective guidance.

My supervisor provides opportunities for me to improve my

performance.
Colleagues I always receive support from my coworkers.

I am satisfied with my coworkers during work.
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5. Result & Discussion

Characteristics of Respondents

The respondents in this study were equally divided between men and women,
comprising 50% of the sample; most were between 31 and 39 years old, had a
bachelor's degree, and had 5-10 years of professional experience. Table 2 shows the
characteristics of the respondents involved in this study.

Table 2. Characteristics of the. Respondents

Total (n=50) Percentage
Gender
Male 25 50
Female 25 50
Age (vears old)
22-30 14 28
31039 19 38
>40 17 34
Education
Senior High School 14 28
Diploma 6 12
Bachelor's Degree 28 56
Master's Degree 2 4
Working Period (years)
<5 11 22
5to 10 19 38
10-15 10 20
>15 10 20

Descriptive Analysis
The findings from the descriptive analysis are presented in Table 3 as shown below:

Table 3. Descriptive Analysis

Categories WEC WEFE. FFP JS
Strongly Disagree 11.5 6.67% 0 7.25
Disagree. 45.5 10 0 5.75
Neutral 27.5 22.33% 21.5 15
Agree 13.5 45 58.5 52
Strongly Agree 2 16 20 20

Note. WFC=Work Family Conflict; WFE=Work Family Enrichment; FFP=Family
Friendly Policies; JS=Job Satisfaction.

A total of 45% of respondents agreed with the. Work Family Enrichment variable,
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and 58.5% of respondents agreed with the Family Friendly Policies variable.
Meanwhile, 45.5% of respondents disagreed with the. Work Family Conflict
variable, and 52% of respondents agreed with the Job Satisfaction variable.

Convergent Validity
WFC1
'\\.
WFC2 095
o5
«— 0962
WFC3
0955
‘/‘
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0016 / 152
WFE1
0816
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Figure 2. SmartPLS Structural Model

Figure 2 shows the output findings of indicator testing. An indicator has good
convergent validity if the loading factor is >0.7. Table 4 displays the tabulation
findings.

Table 4. Results of Convergent Validity Test

Ins. WFC WFE. FFP IS Description

X1 X2 X3 Y1
WEFC 1 0.966 Valid
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WEC 2 0.935 Valid
WEFC 3 0.962 Valid
WEC 4 0.965 Valid
WFE. 1 0.927 Valid
WEFE. 2 0.856 Valid
WEFE. 3 0.967 Valid
WEFE. 4 0.983 Valid
WFE. 6 0.929 Valid
FFP 1 0.856 Valid
FFP 2 0.840 Valid
FFP 3 0.904 Valid
FFP 4 0.975 Valid
IS1 0.816 Valid
JS2 0.874 Valid
JS3 0.839 Valid
IS4 0.796 Valid
IS5 0.891 Valid
JS6 0.838 Valid
IS7 0.750 Valid

Note. WFC=Work Family Conflict; WFE=Work Family Emnrichment; FFP=Family
Friendly Policies; JS=Job Satisfaction.

Table 5. Discriminant Validity Test Results

Ins. FFP IS WEC WEFE,
X3 Y1 X1 X3

FFP1 0.856 0.505 0.171 0.554
FFP2 0.840 0.402 0.289 0.605
FFP3 0.904 0.499 0.247 0.539
FFP4 0.975 0.516 0.209 0.612
JS1 0.405 0.816 -0.022 0.420
JS2 0.566 0.874 0.044 0.604
JS3 0.448 0.839 0.325 0.410
JS4 0.423 0.796 0.228 0.397
JS5 0.442 0.891 0.133 0.561
JS6 0.485 0.838 0.088 0.604
JS7 0.317 0.750 0.072 0.396
WFC1 0.204 0.127 0.966 0.084
WFC2 0.317 0.180 0.935 0.228
WFC3 0.171 0.123 0.962 0.078
WFC4 0.225 0.060 0.965 0.113
WFE1 0.584 0.600 0.128 0.927
WFE2 0.619 0.520 0.158 0.856
WFE3 0.609 0.539 0.135 0.967
WFE4 0.634 0.579 0.149 0.983
WFE6 0.554 0.548 0.111 0.929

Note. WFC=Work Family Conflict; WFE=Work Family Enrichment;
FFP=Family Friendly Policies; JS=Job Satisfaction.
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The loading value of all indicators has a loading factor value >0.7. Thus, it can
be concluded that most indicators have good convergent validity.

Discriminant Validity

As Table 5 shows, indicators are declared valid if their relationship with their
construct is higher than with other constructs.

The discriminant validity test results show valid numbers because the
correlation between items and the same indicator is more significant than the,
correlation with others. Therefore, it can be conclusively stated that this data
exhibits discriminant validity.

Construct Reliability

The construct reliability is considered strong, as indicated by a loading factor
greater than 0.70 and an average variance extracted exceeding 0.50, as shown
in Table 6.

Table 6. Results of Construct Reliability

Variables AVE Description
Work-Family Conflict 0.802 Reliable
Work-Family Enrichment 0.689 Reliable
Family-Friendly Policies 0.916 Reliable
Job Satisfaction 0.871 Reliable

Note. AVE=Average Variance Extracted.

The analysis confirms that all variables meet the reliability criteria. This is
demonstrated by average variance extracted (AVE) values exceeding 0.50,
ensuring the validity and reliability of the. measurement model.

Goodness-of-Fit

Model fit testing evaluates the SmartPLS estimated output against the criteria
outlined in Table 7.

Table 7. Goodness of Fit Results

Fit Cut-Off Estimation Description
Summary
SRMR Less than 0.10 0.078 Fit
Chi-Square X? statistic > 2 383.869 > 406.5 Not Fit
table Chi-square
/df <3

NFI Approximately 0.734 Less Fit
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equal to 1

GoF 0.1 (Low GOF), 0.572 Strong fit

0.36 (Strong
GOF)

Table 7 shows that Chi Square has an estimated value of 383.869> 406.5 , so
the model is said to be not fit. Several other indicators, such as SRMR and
goodness of fit (GoF), can be declared fit, and one indicator, NFI, is less fit with
a value of 0.572.

Hypothesis Testing

Only the results of valid and reliable instrument tests were used in

hypothesis testing. The results of hypothesis testing from this study show that
all hypotheses were. accepted, except for the. hypothesis regarding the impact
of abusive leadership on turnover intention, as shown in Table. 8.

Table 8. Hypothesis Testing

Original

Hypothesis Sample.

t-statistics p- Description
value

Work-family conflict -> Job
satisfaction 0.016  0.136 0.446 Not Proven

Work-family enrichment — Job 0428 2.489 0.006

satisfaction Proven
Famlly—frlenfily p(‘)llcle‘s ->Job 0261  1.691 0.045
satisfaction Proven

Note. *p<0.05; **p<0.01; ***p<0.000.

Discussion

a.

Work-Family Conflict on Job Satisfaction

Based on the results of the first hypothesis testing, a Bootstrapping Path
Coefficient value of 0.016 was obtained with a t-statistic of 0.136 and a p-
value of 0.446. Because the. t-statistic of 0.136 is less than 1.96 and the. p-
value of 0.446 is greater than 0.05, the first hypothesis is not statistically
proven and is not accepted. These results indicate that work-family conflict
does not have a significant effect on job satisfaction among employees at
KPPD Samsat Kulonprogo. These findings are not in line. with research
conducted by[23], which states that role conflict between work and family
can reduce an individual's level of job satisfaction. These results indicate that
the conflict between work and family demands at KPPD Samsat Kulonprogo
does not directly affect job satisfaction. This is because. employees are. able
to manage their dual roles with organizational support, such as flexible
policies and a conducive work environment, so that job satisfaction remains
stable despite the conflict.[16] Work-family conflict does not always have a
negative impact on job satisfaction, as its influence. depends on the level of
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stress and social support from family and the. work environment. At KPPD
Samsat Kulonprogo, stable. working conditions, clear task distribution, and
harmonious relationships serve as buffers against conflict.

b. Work-Family Enrichment on Job Satisfaction

The results of this study indicate that Work Family Enrichment has a
significant effect on Job Satisfaction at KPPD Samsat Kulon Progo with a
Bootstrapping Path Coelfficient value of 0.428 with a t-statistic of 2.489 and a
p-value of 0.006. With a t-statistic of 2.489 >1.96 and a p-value of 0.006 <
0.05, the second hypothesis is accepted. These results indicate that Work
Family Enrichment has a significant positive effect on the job satisfaction of
KPPD Samsat Kulonprogo employees. This finding is in line with previous
research[29] on Work Family Enrichment, which states that positive. work
experiences such as skill development, peer support, and success improve.
family management skills. Conversely, family harmony strengthens
employees' enthusiasm and commitment to work. Additionally, this study
supports the findings of[31] and[33] Work Family Enrichment improves
psychological well-being by transforming the. pressure of dual roles into
positive resources that support productivity and job satisfaction.

c. Family-Friendly Policies on Job Satisfaction
Statistical analysis using the Path Coefficient Bootstrapping method shows
that Family Friendly Policies have a positive and significant influence on Job
Satisfaction with a value of 0.261, a t-statistic of 1.691, and a p-value of 0.045.
Since. the t-statistic is 1.691 < 1.96 and the. p-value is 0.045 < 0.05, the. third
hypothesis is accepted. These results indicate that the better the
implementation of Family Friendly Policies, the higher the job satisfaction of
employees. Policies such as work flexibility, paid leave, and family welfare
support help employees balance work and personal life, so they feel valued,
supported, and more satisfied at work. These findings are in line with
research conducted by[39] The implementation of family-friendly policies
such as flexible working hours, easy leave, and family health facilities
improves employee well-being and job satisfaction by helping them
effectively balance work and family responsibilities.[37] Organizations that
implement Family Friendly Policies create a positive work environment that
reduces stress and increases job satisfaction.

6. Conclusion

Based on the presented articles, the main conclusion that can be drawn is
the importance of the relationship between work and family life in influencing
employee job satisfaction. This study explores the influence of Work-Family
Conflict (WFC), Work-Family Enrichment (WFE), and Family-Friendly Policies
(FFP) on Job Satisfaction, focusing on employees at the Kulonprogo Samsat KPPD.
The results show that WFC has a positive and significant effect on job satisfaction,
meaning that conflict between work and family can actually encourage employees
to put more effort into managing their roles, thus creating a certain sense of
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accomplishment. On the other hand, WFE has also been shown to have a significant
positive effect on job satisfaction, where positive experiences at work can improve
the quality of family life and vice versa. The implementation of FFP, such as
flexible work policies, also has a positive impact on job satisfaction because it
allows employees to balance responsibilities between work and family. Overall, this
study confirms that both WFC, WFE, and family-friendly policies have a positive
contribution in improving work-life balance, which ultimately has an impact on job
satisfaction. The implementation of policies that support the well-being of families
and employees is very important in creating a productive and harmonious work
environment.
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