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1. INTRODUCTION

Introduction The COVID-19 outbreak established many limitations to the daily normal activities. To
lessen the transmission, the works from home (WFH) policies were introduced by many government and
private offices decide. The effect of the outbreak has altered daily normal activities of the community. Many
government and private offices were implementing WFH policies to lessen the risk of the transmission.
Actually, WFH is nothing new. The WFH concept was widely practiced even before the outbreak for work
that could be completed at home using adequate the technology of information and communication. The
benefits of WFH are creating a balance in the middle of family and work life; increasing time efficiency and
diminishing transportation; saving fuel; controlling work schedules and work atmosphere; working
according to mood; encouraging morale; diminishing laziness and absenteeism; diminishing worker
turnover; and strengthening the company's image as a family-friendly environment (Mungkasa, 2020).
During a pandemic, making out activities that were originally accomplisheddirectly online-based is a
challenge and requires its own responsibility (Bhumika, 2020).

Work and life balance (WLB) is a major issue in multi-career married couples. The definition of WLB
is the employee's perception of Numerous factors including personal time, family matters, and work that
can be finished together with minimal role conflict (Williamson & Clark, 2016). WLB during an outbreak
becomes a challenging occupation because one must balance work and family demands. All family member
who gather during working hours and school hours create their own difficulties. Parents are obliged to
complete the work, while children will always need parental help.

Remote work, which expected to minimize the work and family imbalance, did not work as it
designed to be during lockdown. Workers got used to following the fixed working hours thus they cannot
balance their work and personal life. Building boundaries in the middle of professional and personal life to
establish work and life balance is quite challenging. Supervision from the workplace with various systems
is getting tighter because of concerns that workers will relax if they work at home.
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The balance in the middle of work and personal life is affected by the incompatibility in the middle
of family and work (Carlson et al,, 2003; Lapierre et al., 2008; Powell & Greenhaus, 2006; Rini et al., 2020).
When the demand of work-life intermeddling with a private (family) issue the conflict will occurs. Work-
family conflict (WFC) is defined in the roles of work and family that are in conflict (Greenhaus & Beutell,
1985). WLB includes Numerous aspects, i.e., time balance that concerns about the amounts of time for work
and private life, involvement balance that concerns about the psychological level of involvement to an
occupation and outside of occupation. In addition, the satisfactory balance also influence the concerns about
the level of satisfaction at work and personal life (Garg & Dawra, 2017). The human resources required to
fulfill work and family responsibilities are often unbalanced. Culture in Indonesia tends to impose
household domestic responsibilities on women (Wahid & Lancia, 2018). This has an influence on female
workers that tend to bigger WLC than males. During WFH, women are more responsible to do house chores
along with professional work at once. In addition to doing their professional work, women must accompany
children to manage online schools and finishing the house chores. These WFH activities are contrary to the
normal life before pandemic. Before the outbreak, mostly family members are in the workplace or school at
afternoon during weekdays, so that their individual needs can be fulfilled where they are active. Female
workers spend time in the workplace based on daily schedule that minimizes distractions.

Lockdown increases the potential for WFC. Children need parents, while both parents work. The
work that is most likely to be interrupted is the mother's work (Powell & Greenhaus, 2006). The COVID-19
outbreak will lead to a gender gap in perceptions of work productivity and occupation satisfaction. (Feng &
Savani, 2020). Numerous previous researches discussed WFC related to gender (Kengatharan, 2020; Kulik,
2019; Shockley et al., 2017; Spagnoli et al., 2019). The WFC experienced by women in Italy is higher than
that experienced by men (Spagnoli et al., 2020). There are two types of WFC: work impeding family (WIF )
and family impeding work (FIW ) (Pasewark & Viator, 2006). Men tend to have higher WIF conflicts than
women, howeverthere was no gender distinction in FIW conflicts (Kulik, 2019). No statistically remarkable
distinction in WFC of men and women, although there were some moderating effects of the correlation in
the middle of gender and WIF , i.e.,, dual money earner, parental status, and type of incompatibility in the
middle of family and work (Shockley et al., 2017). Numerous previous researches on WLB analyzed the WLB
experienced by a married couple who both have occupations (Garg & Dawra, 2017; Sundaresan, 2014).
Based upon a research of Indonesian marine soldiers in Surabaya, WFC does not have a statistically
remarkable influence on WLB, (Masita et al., 2019). In contrast, research by Talukder et al. states that WIF
and FIW are predictors of WLB (Talukder et al., 2018). WLB will decrease if there is a incompatibility in the
middle of work and the worker's personal life. (Frone, 2003). Another research reported that WIF had a
negative and statistically remarkable influence on WLB, however FIW had a positive influence on WLB (Rini
et al,, 2020). In the previous study, WLB was only observed during normal conditions. This research has
limitations in assessing the influence of WIF and FIW during this outbreak condition. This research has goal
to ascertain the influence of WFC due to WIF and FIW on WLB in order to discover the nature of the WLB of
multiple career partners during WFH. This research also ascertained the differences in WLB in the middle
of male and female workers. This research is important to find out how the conflicts are faced by dual-career
couples during WFH so that WLB, which should increase by working from home, does not happen. From
this study, it can be estimated what policies must be taken by employers while implementing WFH.

2. METHOD

This This research was a quantitative survey method that questionnaires were used to gather the
data. The questionnaires were shared to 100 respondents (50 men and 50 women) that lived in West
Kalimantan, Indonesia. The respondents were married couples, both employed and having children aged 6
to 17 years old, who currently had online-based schooling. Data were collected for 1 month.

The questionnaires of WLB were Based upon a previous research (Deshmukh, 2020). The questions
were as follows:

1) Iworklong hours because of work demands.

2) Despite working from home, | have no time to spend a family quality time.

3) I have inadequate time to relax with my partner; duties during WFH exceeds more than normal hours.

4) Iam concern about the stress declining my immune system thus I relaxed work schedule.

5) Despite of my partner and [ work at home, we frequently stressed due to the pressure and exceeding
duration of work.

6) Ido not finishing house chores like [ used to be due to [ am too exhausted from work and not interacting
enough with family members.

7) I have a hard time finding time for hobbies while at home; I want to have less my working hours and
workload that [ have no control over.
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Questions for FIW conflict were adapted from a questionnaire (Carlson et al.,, 2000). The questions
were about time-based WIF conflict, behavior based WIF conflict, tension-based WIF conflict, tension-based
FIW conflict, time-based FIW conflict, and behavior based FIW conflict.

Before the questionnaires were distributed via email and social media, validity and reliability tests
were conducted. The validity test was performed by a significance test that compared the value of r count
with the r table for the degree of freedom (df) =n - 2. n is the number of samples. Validity is proven if the r
count is greater than the r table. Meanwhile, a construct or variable is reliable if it gives a Cronbach Alpha
value > 0.6 (Ghozali, 2011). Data were analyzed using a multiple-regression test and an independent-T test.
The independent-T test was accomplished by making a comparison between of the two mean values with
the distinction in the standard error of the mean of the two samples.

In this study, the classification of work-impeding family (WIF) conflict, family-impeding work (FIW)
conflict, and WLB (WLB) was accomplished. The classification criteria refer to Husein Umar (2003), where
the range of scores is estimated by Equation 1.

RS = X2 (1)

RS = Score range

n = Total sample

m = The number of alternative answers for each item

WORK INTERFERENCE

WITH FAMILY CONFLICT
H2

FAMILY INTERFERENCE WORK-LIFE
WITH WORK CONFLICT BALANCE

Figure 1. Conceptual framework

GENDER

Figure 1 demonstrated the conceptual framework of this study. Previous research has revealed the
influence of WIF and FIW on WLB. WLB will decrease if there is an issue in the middle of work life and
personal life of workers (Frone, 2003). WIF and FIW are predictors of WLB (Talukder et al., 2018), married
workers have responsibilities towards their families, if they organize their responsibilities at work and
family, they will achieve WLB (Clark, 2000). Research by Rini et al. (2020) revealed that WIF had a
statistically remarkable negative influence on WLB, while FIW had a statistically remarkable positive
influence on WLB.

Mostly, Indonesian women tend to have responsibility of the household Based upon Indonesian
culture (Wahid & Lancia, 2018). This makes female workers who play dual roles as housewives have a
greater burden than men. During WFH, women have to organize household and work at the same time. In
addition, a mother also accompanies children to online schools and doing house chores. During the normal
conditions, employed parents and children are in their workplace or school, so that their individual needs
can be delayed finishing their duties. Teachers help children with their school activities, and employed
parents are having minimum distractions.

Numerous previous researches stated that the level of WLB felt by men and women was the same
(Doble & Supriya, 2010; Mulik, 2017). Both men and women feel the adverse effects of work on WLB (Mulik,
2017). Other researches have stated that there are differences in WLB perceived by men and women
(Gragnano et al,, 2020; Jindal & Agarwal, 2020). Men and women have different perceptions of WLB (Toth,
2005). Family affairs are more borne by women than men (Sharabi, 2017), so that in some cases supervisors
are more understanding and open up opportunities if female workers leave work to meet family demands
(Karkoulian et al., 2016). For female workers, family responsibilities are a dominant challenge in balancing
their professional and personal lives.

Based upon the conceptual framework, the hypothesis that tested in this research were:

H1: Work intrusion with family (WIF conflict) affects WLB (WLB).
H2: Family intrusion with Work (FIW conflict) affects WLB (WLB).
H3: There is a distinction in WLB (WLB) in the middle of male and female workers during WFH.
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3. RESULT AND DISCUSSION

The validity test is comparing the r value with the r-table for degrees of freedom (df) =n -2 =100 -
2 =98. In this case, n defined as the samples amount (alpha = 0.05). Therefore, the r-table value is 0.1966.
If r-count is greater than r-table, and the value is positive, it means the item or question or indicator is
reported valid. Table 1 presents the validity test outcomes.

Table 1. The outcomes of the WLB (WLB ) variable validity test

Indicator R-count R-table Indicator R-count R-table
WLB 1 0.960 FIW 1 0.867
WLB 2 0.901 FIW 2 0.936
WLB 3 0.867 FIW 3 0.943
WLB 4 0.812 FIW 4 0.897
WLB 5 0.496 0.1966 FIW 5 0.939 0.1966
WLB 6 0.791 FIW 6 0.955
WLB 7 0.959 FIW 7 0.912
WLB 8 0.537 FIW 8 0.933
WLB 9 0.713 FIW 9 0.921
WIF 1 0.664
WIF 2 0.470
WIF 3 0.398
WIF 4 0.679
WIF 5 0.654 0.1966
WIF 6 0.379
WIF 7 0.642
WIF 8 0.588
WIF 9 0.515

Source: Processed data, 2021

The validity test indicates that all indicators on the WLB, WIF, and FIW variables are valid as
calculated by the r-count value higher than the r-table value (0.1966). A variable is defined to be reliable if
it has a Cronbach’s Alpha value highest than (>) 0.6 (Ghozali & Latan, 2015) (Table 2).

Table 2. Reliability test outcomes

Variable R-count R-table Information
WLB 0.928 Reliable
WIF conflict 0.702 0.60 Reliable
FIW conflict 0.978 Reliable

Source: Processed data, 2021

Based upon Table 2, the reliability test indicated that the research variable has a good level of reliability,
having Cronbach’s Alpha higher than (>) 0.60. Therefore, it can be concluded that the reliability is good. The
reliability can be followed by regression analysis by including all research variables (Table 3).

Table 3. Characteristics of respondents

Characteristics Criteria Total Percentage
Gender Male 50 50
Female 50 50
Age <25yearsold 12 12
25-35 years old 30 30
36-45 years old 43 43
46-55 years old 15 15
Occupation field Education 20 20
Bank 21 21
Trading 22 22
Service/agency 15 15
Government 20 20
Others 2 2
Education High schooler 12 12
Bachelor’s 64 64
Master’s 21 21
Doctoral 3 3

Source: Processed data, 2021
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The respondents are dominated by the age range of 36-45 years. The occupations of the majority of
respondents are workers in trading companies. Most of the respondents had finished bachelor’s degree.
The complete expository statistics in this research are demonstrated in Table 4.

Table 4. Criteria for classification of work impeding family (WIF) conflict, family impeding work (FIW)
conflict and WLB (WLB)

. Total Score Classification ps -
Variable Highest Lowest Total Classification Range

Very imbalanced (100-180)
Imbalanced (181-260)

WLB 500 100 5 Fairly imbalanced (261-340)
Balanced (341-420)
Very balanced (421-500)
Very High (100-180)
High (181-260)

Conflict WIF 500 100 5 Fairly High (261-340)
Low (341-420)
Very Low (421-500)
Very High (100-180)
High (181-260)

Conflict FIW 500 100 5 Fairly High (261-340)
Low (341-420)
Very Low (421-500)

Source: Processed data, 2021

Table 5. Expository statistics of WLB (WLB ) variables

Indicators Questions Quality Criteria
Despite of my partner and I work at home, we
frequently stressed due to the pressure and 278 Fairly imbalanced

exceeding duration of work.

My quality time to relax with my partner is Fairly imbalanced

: 265
Time Balance disturbed.
I work from home past normal working 265 Fairly imbalanced
hours.
Relaxing for a moment is hard to do. 267 Fairly imbalanced

I am concern that workload stress can
impede my immune system.
Despite of my partner and I work at home, we
frequently stressed due to the pressure and 219 Imbalanced
exceeding duration of work.
I do not finishing house chores like I used to
be due to I am too exhausted from work and 277 Fairly imbalanced
Involvement Balance not interacting enough with family members.
I have a hard time finding time to do hobbies
while at home.
I want to have less working hours and
workload, however, have no control over this 205 Imbalanced
situation.
Average 244.33 Imbalanced
Source: Processed data, 2021

194 Imbalanced

229 Imbalanced

The lowest score is on the statement “I am concern that workload stress can impede my immune system,”
which falls in the unbalanced category, indicating that respondents have high concerns that work stress can
interfere with body immunity. The highest score is on the statement “I am too exhausted from work and not
interacting enough with family members.,” indicating that quite a number of respondents could not acquire
family time despite of professional work was done from home. The average score for the WLB variable is in
the unbalanced category. According to Robbins and Coulter (2012), the WLB program includes family-
friendly benefit programs that workers need, such as flexible time, occupation sharing, and
telecommunication.
The expository statistics of the WIF conflict are demonstrated in Table 6.
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Table 6. Expository statistics of work impeding family (WIF ) conflict

Indicator Questions Weight Criteria
My occupation keeps me away from family quality times more than .
. 397 High
I would like.
Time based Despite working from home, the time I have to devote to my
occupation prevents me from participating equally in household 407 High
responsibilities and activities.
I have to skip family qugl}t.}/.tlmes because of the duration I have to 336 Fairly high
spend on work responsibilities.
When 1 finish work, I often feel too exhausted to participate in 308 Hich
family quality times/responsibilities. &
Strain Based I am often so emotlonglly .exhausted When I finish work that it 374 High
prevents me from contributing to my family.
Due to the pressure of work, sometimes I am too stressed to do the 372 Hich
things I love when I finish work. g
The problem-solving behaviours I use at my occupation are not .
. . 373 High
efficacious at solving problems at home.
Behavior Based Behavior that IS'efﬁCGCIOUS and obligatory for me at work would be 357 High
counterproductive at home.
The behaviours I do that make me efficacious at work don't help me 370 High

to be a better parent and partner.

Average 376 High
Source: Processed data, 2021

The highest score on the statement “The time I have to devote to my work prevents me from participating

equally in household responsibilities and activities” in the high category. The lowest score is on the

statement “I have to skip family quality times due to of the duration I have to spend on work,” which is in

the fairly high category. The average score for the WIF conflict variable is in the high category. WIF occurred

because individual working hours shorten time with family. Role theory stated that people have many roles

in their work and family. The many demands in the two regions often lead to conflict (Kahn et al., 1964).
The expository statistics of the FIW conflict are demonstrated in Table 7.

Table 7. The expository statistics of the FIW conflict
Indicator Questions Weight Criteria
The time I spend on family responsibilities often intermeddling

with my work responsibilities. 305 Fairly high
Time based The time I spend with my family often prevents me from spending . .
L o 307 Fairly high
time in work-related activities that can help my career.
I have to skip work re'SPOI’lSIbIIIt{e.'S‘ 'b'ecause of the long duration 1 325 Fairly high
have to spend on family responsibilities.
Duet’ to ofst.ress at home, I am often occupied with family matters 315 Fairly high
while working.
Strain based Beca'use I am qften stressed because of family responsibilities, | 319 Fairly high
find it challenging to concentrate on my work.
Thfz ‘ tensions and anxze?zes of my family life often weaken my 322 Fairly high
ability to do my occupation.
fvrooier behaviour at home does not appear to be efficacious at 306 Fairly high
. Behaviors that are efficacious and obligatory for me at home . .
Behavior based would be counterproductive if applied at work. 327 Fairly high
The problem-solving behaviour that works for me at home doesn't 326 Fairly high
seem very useful at work.
Average 316.89 Fairly high

Source: Processed data, 2021

The highest score is on the statement “The problem-solving behaviour that worked for me at home doesn’t
seem very useful at work,” whose criteria are quite high. The lowest score is on the statement “The time |
spend on family responsibilities often intermeddling with my work responsibilities,” which is in the
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moderately-high category. The average score for the FIW conflict variable is in the fairly high category.
Support at work helps workers better balance different roles at work with family (Ghayyur & Jamal, 2012;
Kang & Sandhu, 2012). Support at work is facilitated through family-friendly policies, supportive
supervisory practices, and the presence of family-oriented benefits or outcomes. Numerous researches have
shown that a supportive work environment remarkably impacts the workplace (Eby et al., 2005; Fub et al,,
2008). The classical assumption test was accomplished prior to the regression test. The calculation
outcomes indicate that the regression model is feasible since it matched the assumption of data normality;
there is no multicollinearity in the middle of the independent variables in the regression model; the
independent variables in the model do not underwent heteroscedasticity symptoms, and the model does
not contain autocorrelation. the regression coefficients based upon the outcomes of the regression using
the SPSS program are demonstrated in Table 8.

Table 8. Outcomes of multiple linear regression coefficients

Unstandardized Standardized
Model Coefficients2 Coefficientsa t Sig.
B Std. Error Beta
1 (Constant) 14.170 3.394 4175 0.000
WIF -0.034 0.083 -0.016 -0.402 0.689
FIW 0.665 0.029 0.937 23.018 0.000

a. Dependent Variable: WLB
Source: Processed data, 2021

The value of -0.034 on the WIF conflict variable is negative, indicating that the WIF conflict variable has a
negative correlation with WLB . This indicates that if there is an increase in WIF conflict, the WLB will
decrease by —-0.016. Numerous researchers have found that perception of WIF is a predictor of WLB
(Carlson et al,, 2010; Greenhaus & Allen, 2011). Workplace support, such as flexible working hours and
family leave, allowed workers to have a balanced role in the middle of family and work (McCarthy et al,,
2010). In addition, Aryee et al. (2005) and Kumarasamy et al. (2016) found that excessive workload
weakens WLB and causes workers to often get frustrated and overwhelmed at work due to the absence of
WLB . The value of 0.665 on the FIW conflict variable is positive, indicating that the FIW conflict variable
has a positive correlation with WLB . This indicates that if one unit of FIW conflict increases, then the WLB
will increase by 0.937. When work-from-home, individuals can replace lost time with family when working
outside the home. So despite of family matters interfere with work, individuals feel WLB has occurred to
them.

Table 9. Outcomes of the coefficient of determination
Model Summaryb

Model R R Squared Adjusted R Squared Std. Erl_'or of the Durbin-Watson
Estimate
1 0.947a 0.897 0.895 2.628 1.524
a. Predictors: (Constant), FIW , WIF
b. Dependent Variable: WLB

Source: Processed data, 2021

Based upon the calculation in Table 9, the value of R Squared is 0.897. This indicates that the independent
variables WIF conflict and FIW conflict can interpret the dependent variable WLB by 89.7 percent, whereas
the rest is explained by other factors not examined.

The F test aimed to ascertain the correlation in the middle of the independent and dependent
variables; whether the WIF conflict and the FIW conflict really have a simultaneous influence on the
dependent variable of WLB . The outcomes of the F test are demonstrated in Table 10.

Table 10. Simultaneous test outcomes (F test)

ANOQOVAa
Model Sum of Squares df Mean Square F Sig.
1 Regression 5,864.844 2 2932.422 424.452 .000p
Residual 670.146 97 6.909

Total 6,534.990 99
a. Dependent Variable: WLB
b. Predictors: (Constant), FIW , WIF
Source: Processed data, 2021
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The calculated F value was 424.452 (P = 0.000). With a significance level of 95 percent (a = 0.05), the P
value < a. This indicates that HO is rejected. This, the WIF conflict and FIW conflict variables have a
statistically remarkable influence simultaneously on the WLB variable. The T test aimed to ascertain
whether the correlation in the middle of the independent variables WIF conflict and FIW conflict is
statistically remarkable and the dependent variable is WLB.

Table 11. Partial test outcomes (t test)

Coefficientsa
Model Unstandardized Coefficients Standardized Coefficients ¢ Sig.
B Std. Error Beta
1 (Constant) 14.170 3.394 4,175 0.000
WIF -0.034 0.083 -0.016 -0.402 0.689
FIW 0.665 0.029 0.937 23.018 0.000

a. Dependent Variable: WLB

Source: Processed data, 2021

Demonstrated in Table 11, the hypotheses of the T test outcomes are reported as follows:
1. WIF conflict variable
1) HO: = 0; the WIF conflict variable does not have a partially statistically remarkable influence on the WLB
variable.
2) HO: 0; the WIF conflict variable has a partially statistically remarkable influence on the WLB variable.
In the WIF conflict variable (a = 0.05), the significance number (P Value) is 0.689 > 0.05. Therefore,
HO is accepted, meaning that the WIF conflict variable does not have a statistically remarkable influence on
the WLB variable.
2. FIW conflict variable
1) HO: = 0; the FIW conflict variable does not have a partially statistically remarkable influence on the WLB
variable.
2) HO: 0; the FIW conflict variable has a partially statistically remarkable influence on the WLB variable.
In the FIW conflict variable (a = 0.05), the significance number (P Value) is 0.000 < 0.05. This
indicates that HO is rejected, meaning that the FIW conflict variable has a statistically remarkable influence
on the WLB variable.
The independent-T test was accomplished by making a comparison in the middle of the two mean
values and the distinction in the standard error of the mean of the two samples. In this study, an
independent-T test was also conducted to ascertain differences in WLB of male and female workers. The
outcomes of the independent-T test in this research can be seen in Table 12.

Table 12. Partial test outcomes (t test)

Group Statistics

Gender N Mean Std. Deviation Std. Error Mean
WLB Men 50 24.20 1.927 273
Women 49 39.84 2.294 .328

Source: Processed data, 2021
The average WLB for male workers is 24.20, whereas that for female workers is 39.84, meaning that the

average WLB for female workers is greater than that for females. WLB has an average value for male
workers. The average distinction can be calculated using the following independent sample T test.

Table 13. Partial test outcomes (t test)

Independent Sample Test

Levene’s Test for

Equality of T test for Equality of Means
Variances
Si 95% Confidence
F Si ¢ Df + '8 ) Mean Std. Error Interval of the
& (.WO Difference  Difference Difference
tailed)
Lower  Upper
WLB Equal variancesy 1,5 075 _36746 97 0.000 -15.637 0426 ~16.481 -14.792
assumed
Equal variances -36.681 93.525 0.000 -15.637  0.426 -16.483 -14.790

not assumed

Source: Processed data, 2021
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In the WLB, the calculated F value for Levene’s test is 3.175, finding the probability of 0.078 because the
probability is >0.05. Therefore, H1 is rejected that indicating the WLB data is identical. Thus, the different
T test analysis must apply to determine the assumed equal variances. Based upon the calculation of the
independent-T test table, in which the t-value on the equal variances assumed, is —36.746 with a statistically
remarkable probability of 0.000 (< 0.05). Therefore, it can be concluded that there is a statistically
remarkable distinction in the middle of WLB for male workers and that for female workers.

Based upon the statistical calculation, the WIF conflict did not have a statistically remarkable
influence on the WLB . The consequences of failing to fulfill the family demands are less severe than
occupation’s. For family matters, the others cannot demand that a certain individual take responsibility.
Even in certain situations, family matters can be handled by other family members. Family members are
considered more understanding and more flexible than bosses in the office. Therefore, the presence of the
WEC does not remarkably disturb the balance in the middle of professional and private life. The outcomes
of this research extend the outcomes of previous research that WIF conflicts do not have a statistically
remarkable influence on the WLB of Indonesian marine soldiers in Surabaya (Masita et al., 2019). However,
this research contradicts the outcomes of another research found that the WIF conflict has a statistically
remarkable negative influence on WLB (Rini et al., 2020). The statistical test concluded that the FIW conflict
had a positive and statistically remarkable influence on WLB . The existence of family conflicts that interfere
with work affects the balance of work-life and family life. Married workers have responsibilities towards
their families, if they organize to organize their responsibilities in work and family, they will achieve WLB
(Clark, 2000). Similar to previous study, outcomes of this research indicated that the FIW conflict has a
positive influence on WLB (Rini et al., 2020).

There was a statistically remarkable distinction in the middle of WLB for male workers and that for
female workers based upon the outcomes of statistical tests concluded that. Indonesian culture assumes
that women are fully responsible for the household (Wahid & Lancia, 2018). This makes female workers
carry the roles as housewives. Therefore, female workers tend to carry a heavier burden than male ones.
Both men and women feel the adverse effects of work on WLB (Mulik, 2017). Other researches have stated
that there are differences in WLB perceived by men and women (Gragnano et al., 2020; Jindal & Agarwal,
2020). Men and women have different perceptions of WLB (Toth, 2005). The imbalance in the middle of
men and women continues to exist in work and family roles (McElwain et al., 2005). Men feel the influence
of work and family conflict on WLB to a lesser extent than women (Takahashi et al., 2014). Women bear
more responsibility for family life than men (Zhao et al,, 2011), so that FIW is more common in women
(Watai et al., 2008) which has an influence on WLB.

4. CONCLUSION AND RECOMMENDATION

Based upon the outcomes, WFH affects workers as an imbalance in their work-life and personal life.
Workers experienced WIF and FIW conflicts, which were in the high and fairly high categories, respectively.
The consequences of failing to fulfill family matters are less severe than those of failing to address family
matters. The FIW conflict has a positive and statistically remarkable influence on the WLB of WFH workers.
The presence of family conflicts that interfere with work affects the balance of work-life and family life.
Women have more problems because of the dual responsibilities for family matters and occupation duties.
This research shows that workplaces need to provide support to their workers by providing family-friendly
policies, supportive supervisory practices, and family-oriented benefits or outcomes. It can help workers
balance their roles better. Family-oriented benefits, such as family-based pay, work-from-home
opportunities for workers , maternity leave for women, childcare programs, and training to deal with poor
work schedules, can be beneficial in managing WFC in a more balanced way. This research was limited by
the outbreak itself. The sample of 100 individuals who were in one province without in-depth interview
should be improved in the further research to gain the better outcomes. Further research can use other
analytical tools, such as PLS, to get more specific outcomes related to the correlation in the middle of
dimensions and variable indicators. The comparison before and after the outbreak also had to be further
studied. Further researches can be conducted by combining organizational support variables or supervisor
support to ascertain the support from employers for human resources related to work and family balance.
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