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Abstract, Organizational Citizenship Behavior in modern organizations has an influence on the success of the 

organization and the personal lives of employees. Studies related to work-family conflict and Perception of 

Organizational Support are some that are correlated and some that are not correlated with Organizational 

Citizenship Behavior, besides that there is no combination of the two. This study combines the two to find out how 

much influence they have on Organizational Citizenship Behavior. The purpose of this study is to empirically test 

the role of Work-Family Conflict and Perception of Organizational Support on Organizational Citizenship 

Behavior. The method used is quantitative. The subject of the study is automotive marketing. Statistical analysis 

with Multiple Regression Test. The sampling method uses saturated sampling. The results of this study indicate 

that Work-Family Conflict and Perception of Organizational Support have a significant influence on 

Organizational Citizenship Behavior. Perception of Organizational Support has a greater influence on 

Organizational Citizenship Behavior. compared to Work-Family Conflict. A small contribution to Work-Family 

Conflict due to the support system in Indonesian culture. In conclusion, Organizational Citizenship Behavior can 

be predicted from an individual's ability to manage their work-family conflict and the individual's positive 

perception of their organizational support. 
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1. INTRODUCTION 

In recent decades, Organizational Citizenship Behavior has become an important 

research topic for the success of individuals and organizations (Kossek and Ozeki 1998; 

Andrade & Mikula, 2014) . The two most relevant and widely studied topics in organizations 

today are work-family balance and Organizational Citizenship Behavior . Studies related to 

work-family balance also include conflicts that exist in it, both from the work and family side. 

On the other hand, there are many studies that have investigated the causes and consequences 

of work-family conflict and stress, and Organizational Citizenship Behavior in organizations, 

but there is still little research investigating how these constructs relate to each other. Some 

studies have found variables of work-family conflict and also greater involvement in the 

organizational environment (Organ & Ryan, 1995). The time constraints, tension, and 

exhaustion that often result from work-family conflict can reduce the likelihood that employees 

will engage in a variety of extra-role behaviors at work (Bacharach, Bamberger, & Conley, 

1991). 

Organizational Citizenship Behavior generally refers to behavior carried out 

voluntarily by employees, which is not formally and clearly regulated into the organization's 

reward and punishment system, but can increase organizational effectiveness and encourage 
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organizational survival and development (Schulz et al., 2014 ; Organ, 2018). Organizational 

Citizenship Behavior can be a "gift" or as an extra-role behavior of employees that is closely 

related to each employee's work. Several studies have shown that Organizational Citizenship 

Behavior has a negative correlation with excessive work roles and Work-Family Conflict 

(Wang et al., 2017). Work-family conflict is mainly caused by an imbalance between employee 

work and family roles. Family performance will be disrupted due to employee participation in 

work roles (Conte et al., 2019). Conversely, work role involvement makes it difficult to fulfill 

family responsibilities. This phenomenon is considered Work-Family Conflict (Major et al., 

2002). 

Employees need to find effective ways to coordinate the interaction between work and 

family, and reduce their work-family conflict . This is also an urgent need in managing family 

structure. Most of the existing studies focus on work -family conflict , however, other studies 

have also found that work-family conflict has a significant impact on employees' extra-role 

behavior (Cho & Ryu, 2016). Therefore, this study examines the different impacts of work -

family conflict and employee citizenship behavior, considering the two dimensions of work-

family conflict at the same time (Liu et al., 2017) . 

work-family conflict literature generally supports the “spillover” model, which states 

that when individuals experience stress in their home lives, that stress spills over into the 

workplace and can influence a variety of workplace behaviors, including Organizational 

Citizenship Behavior. (Kossek & Ozeki, 1998). This study shows that if organizations do not 

take steps to reduce the level of work-family conflict , the resulting stress levels can affect 

efficiency, profitability, and retention as well as Organizational Citizenship Behavior in the 

organization where the individual works. Research has found that high levels of work-family 

conflict also associated with lower job satisfaction (Beutell & Berman, 1999; Boles et al., 1997; 

Higgins et al., 2000; Perrewe et al., 1999; Sund & Ostwald, 1985) and lower organizational 

commitment (Franklin Cannon, 1998; Thompson et al., 1999), and higher levels of burnout 

(Bacharach et al., 1991), emotional exhaustion (Boles et al., 1997), absenteeism (Goff & Mount, 

1991) and turnover (Boles et al., 1997). Researchers are interested in how high levels of work-

family conflict , which appears to cause employees to experience strain, burnout, absenteeism, 

and turnover, are related to Organizational Citizenship Behavior that seems to be unimportant 

in organizations (Daokui et al., 2022) . In addition, research that focuses on the relationship 

between work-family conflict and Organizational Citizenship Behavior mainly considers the 

negative impact of work-family conflict on positive Organizational Citizenship Behavior 

(Bragger et al. 2005). 



 
e-ISSN : 2986-7398, p-ISSN : 2987-6311, Page 77-91 

Other research related to Organizational Citizenship Behavior is Perception of 

organizational support has a negative relationship with Organizational Citizenship Behavior . 

Most studies that analyze Organizational Citizenship Behavior tend to focus on the personality 

and organizational behavior dimensions. (Chiaburu et al. 2011; O'Grady 2018; Omar and 

Delgado 2005; Organ and Ryan 1995). Perceived organizational support is defined as the 

employee 's belief that the organization they work for cares about their well-being and provides 

resources to help them manage the demands of their work and work role (Eisenberger et al. 

1986). Therefore, a supportive workplace tends to be supportive of all employees in general, 

especially those who must balance work demands with family responsibilities. Organizational 

support is often driven by the availability of resources (e.g., flexibility in work arrangements 

and flextime) that aim to reduce the tension associated with work-family conflict (Eisenberger 

et al. 1986). Thus, research suggests that organizational support should not only meet the needs 

of employees that encourage them to join the organization but also increase the employee's 

obligation to care about the organization's well-being (Eisenberger et al. 1986). Research 

consistently finds support for the relationship between Perceived organizational support and 

Organizational Citizenship Behavior (Kapela and Pohl 2020; Kurtessis et al. 2017; Muhammad 

2014). 

These studies show that when employees perceive their organization as supportive, 

caring about their well-being and needs, they will show more Organizational Citizenship 

Behavior (Kapela and Pohl 2020; Kurtessis et al. 2017; Muhammad 2014). Several research 

results show that between Perceived Organizational Support and Organizational Citizenship 

Behavior have inconsistent results. Although some studies found a strong relationship between 

Perceived Organizational Support and Organizational Citizenship Behavior aimed at the 

organizational level when compared to the individual level (Eisenberger et al. 1986; Wayne et 

al. 2002) . Other studies, with samples of workers from the social sector, found a strong 

correlation between Perceived Organizational Support and Organizational Citizenship 

Behavior (Kapela and Pohl 2020; Andrade & Neves, 2022) . Various previous research results 

were obtained related to the correlation between Perception of Organizational Support and 

Organizational Citizenship Behavior . In order to better understand the possibility of this 

relationship, researchers considered the relationship between Perception of Organizational 

Support and Organizational Citizenship Behavior .  rganizational Citizenship Behavior  (Bragger et  al., 2005). The cur rent s tudy also wants  to examine the in fluence between how employees  as  part of the wo rker popu lation, experience wo rk-fam ily confl ict then perceive o rganizational support and  engage in Organizational Citizenship Beh avior  in the company where they w ork.  

Several studies above show that work-family conflict has a correlation with 

Organizational Citizenship Behavior and Perception of Organizational Support also has a 

correlation with Organizational Citizenship Behavior . Organizational Citizenship Behavior is 
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an important citizenship behavior to do even though it is not included in the company's formal 

rules. Organizational Citizenship Behavior also improves employee and company performance, 

so it is necessary to know several variables that correlate with Organizational Citizenship 

Behavior . In the current study, researchers want to test the correlation of both with 

Organizational Citizenship Behavior in employees. The purpose of this study is to 

empirically test the variables of work-family conflict and perception of organizational 

support with employee organizational citizenship behavior . 

 

2. RESEARCH METHODS 

This research was conducted for one year and took the research location at automotive 

marketing employees of PT "X" in the city of Semarang . The population of automotive 

marketing employees of PT "X" amounted to one hundred and ninety-two people. With the 

same task characteristics, the researcher hopes that this research can be generalized to all 

employees engaged in the same automotive marketing field in Indonesia . This study was 

conducted using a quantitative research method with data collection techniques using purposive 

sampling . The data collection used three scales, namely the Organizational Citizenship 

Behavior scale from Organ (2006), the Work-Family Conflict scale from Frone, et. al. (1992) 

which has been developed by Carlson, et. al. (2000) and adapted by Artiawati (2012) and the 

Perception of Organizational Support scale from Rhoades and Eisenberger (2002) . The data 

analysis technique used two-stage Linear Regression or Two Stage East Square with SPSS . 

 

3. RESEARCH RESULT 

This study uses multiple linear regression analysis with the SPSS program. Where this 

statistical technique is able to predict the influence between independent variables (x) to the 

dependent variable (y). 

Table 1. Results of Regression Analysis 

El Variable F Sig 

Organizational Citizenship Behavior 

( Dependent Variable ) 

41,693 0 . 0001 

Work-family Conflict  

( Independent Variable ) 

  

Perception of Organizational Support 

( Independent Variable ) 
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The results in table 1. F value = 41.693 p <0.0001 with RSquare = 0.306 sig.0.0001 

shows that there is a simultaneous influence between Work-Family Conflict and Perception of 

Organizational Support on Organizational Citizenship Behavior . 

Table 2. Marketing Demographic Data of PT "X" 

No Demographic Aspects Category Amount Percentage 

100% 

1 Age <30 years 132 68.75% 

31-40 years 47 24.45% 

41-50 years 10 5.2% 

>50 years 3 1.6% 

2 Years of service 0-4 years 110 57.29% 

5-9 years 24 12.5% 

10-14 years 8 4.17% 

15-20 years 50 26.04% 

3 Number of children 1-2 children 187 97.40% 

3-4 children 4 2.10% 

5-6 children 1 0.5% 

 Demographic data in table 2 shows that the majority of employees are under 30 years 

old, with a working period of 0-4 years and most of them have 1-2 children living with them. 

Table 3. Mean , SD and Intercorrelation 

 

 

 

 

 

 

 

Sig: p<0.0 00 1 

The results of the study showed a significant correlation between work-family conflict 

and Organizational Citizenship Behavior of -7.5 %, then the correlation between perception of 

organizational support and Organizational Citizenship Behavior of 54.6 %. This shows that 

work-family conflict and perception of organizational support are able to influence 

Organizational Citizenship Behavior. employee. 

Variables Mean SD 1 

Organizational Citizenship 

Behavior 

40.89 5.69 - 

Work-Family Conflict 26.35 7.01 - 0. 0 75 

Perception of Organizational 

Support 

70.02 8.73 0. 546 
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4. DISCUSSION 

Overall, table one has explained that organizational citizenship behavior is influenced 

by Work-Family Conflict and Perception of Organizational Support. This shows that 

individuals who experience conflict both at work and at family will have an influence in 

carrying out their citizenship behavior. Supported by leaders or coworkers who are able to 

provide a positive climate for individuals so that they can have a good perception of 

organizational support, they can develop their Organizational Citizenship Behavior in the 

company. 

Demographic data in table 2 shows that the age under 30 years is the most age, meaning 

that at this age is the time when working individuals begin to build independence both 

personally and economically and pay attention to their career development (Santrock, 2016). 

For individuals who are married, this provides a lot of experience to learn in balancing work 

and family life so that prolonged conflicts do not arise. Furthermore, regarding the length of 

service for working individuals, the longer the working period, the more comfortable the 

individual feels with their environment because they have adapted well to their work 

environment, which can correlate with the perception of organizational support from working 

individuals ( Kreitner and Kinicki, 2004; Jayanti et al, 2021) . This can support the 

organizational citizenship behavior of individuals at work. The number of children in the 

family can also contribute to the complexity of role conflict in working individuals so that it 

can affect the positive behavior that arises such as organizational citizenship behavior . 

Table 3 shows that the perception of organizational support for employees contributes 

quite significantly compared to work-family conflict on employee organizational citizenship 

behavior . This means that marketing employees have a positive perception of organizational 

support for their work environment so that they are able to create mutual assistance behavior 

without being asked. In the field, these marketing employees get sales targets, pressure and 

also fatigue due to achieving the targets desired by the company. This study is supported by 

Hartyanto et al, (2019) which shows that the role of job satisfaction is able to mediate the 

relationship between perceived organizational support and organizational citizenship 

behavior , when employees are supported by the organization, the level of employee job 

satisfaction becomes higher, so that employees will tend to take actions that go beyond their 

responsibilities or are called Organizational Citizenship Behavior . This is further strengthened 

by research by Eliyana et al (2019) which states that the role of superiors in work management 

is very large in providing positive or negative impacts on employees in an organization , when 

employees feel they get organizational support and management involves them in various 
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activities, cares about the obstacles experienced by employees, then employees will give more 

to the company or Organizational Citizenship Behavior and make company targets a 

responsibility that must be achieved. 

In addition, the length of service of most marketing employees between 0-4 years shows 

that there are still many adjustments and adaptations that employees must make in order to 

complete their work or carry out missions towards career stability. This can add to the 

complexity of role conflicts faced both from work and from home, making marketing 

employees must be able to manage work-family conflicts so that they are not carried over when 

carrying out their work duties. Employees who are able to adapt and adjust themselves in the 

workplace will have a positive perception of organizational support so that they can foster 

Organizational Citizenship Behavior . On the other hand, employees who are less able to adapt 

can cause work conflicts that can interfere with their families and vice versa so that they can 

affect Organizational Citizenship Behavior . In this study, work-family conflict did not have a 

significant effect on Organizational Citizenship Behavior . Supported by previous research by 

Beham (2011) on 286 employees in Spain, it was proven that there was a negative relationship 

between work-family conflict and Organizational Citizenship Behavior . Likewise, Tziner and 

Sharoni (2014) found that OCB had a significant negative relationship with work-family 

conflict among 120 Arab employees. A mediation study conducted on 435 employees and 

students in the United States by Cloninger, Selvarajan, Singh, and Huang (2015), found that 

work-family conflict has partially mediated the relationship between work-family conflict and 

Organizational Citizenship Behavior . The latest research conducted by researchers Yu et al. 

(2018) found that work conflict that affects the family ( Work Interference Family ) is another 

term used for work-family conflict found a negative relationship with Organizational 

Citizenship Behavior . 

Work-family conflict that makes a small contribution to Organizational Citizenship 

Behavior is due to the collectivist Indonesian culture , in the family there are many supporting 

systems that play a role such as parents, siblings and neighbors so that conflicts in the family 

that arise can be handled well so as not to interfere with work (Dewi et al, 2021). 

Overall, Organizational Citizenship Behavior can be predicted from the management 

of work-family conflict because there are many supporting systems from collectivist culture in 

Indonesia and also positive perceptions of organizational support can be seen from the support 

of superiors or coworkers in completing work tasks. 
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5. CONCLUSION AND SUGGESTIONS 

The results of the study indicate that the variables of Work-Family Conflict and 

Perception of Organizational Support are able to influence the Organizational Citizenship 

Behavior of employees. Furthermore, the variable of work-family conflict is 

significantly negatively correlated with the Organizational Citizenship Behavior of 

employees and the variable of perception of organizational support is significantly 

positively correlated with the Organizational Citizenship Behavior of employees. In 

conclusion, overall organizational citizenship behavior can be predicted from the individual's 

ability to manage work-family conflict because there are many supporting systems from the 

collectivist culture in Indonesia and also the perception of positive organizational support can 

be seen from the support of superiors or coworkers in completing work tasks. 

For further researchers, we suggest conducting research on different cultures (other than 

collectivism ) because the results of this study show a small influence on Organizational 

Citizenship Behavior so that if it can be compared with other cultures it will enrich its dynamics. 

On the other hand, research can also be conducted using other variables that can have a 

significant influence on employee Organizational Citizenship Behavior such as work climate, 

excessive workload, organizational commitment or psychological capital. 

 

BIBLIOGRAPHY 

Ahmad, A., & Omar, Z. (2013). Informal workplace family support and turnover intention: 

Testing a mediation model. Social Behavior and Personality , 41 (4), 555–556. 

https://doi.org/10.2224/sbp.2013.41.4.555 

Allen, T.D., Johnson, R.C., Saboe, K.N., Cho, E., Dumani, S., & Evans, S. (2012). 

Dispositional variables and work-family conflict: A meta-analysis. Journal of Vocational 

Behavior , 80 (1), 17–26. https://doi.org/10.1016/j.jvb.2011.04.004 

Andrade, C., & Mikula, G. (2014). Work-Family Conflict and Perceived Justice as Mediators 

of Outcomes of Women's Multiple Workload. Marriage and Family Review , 50 (3), 285–

306. https://doi.org/10.1080/01494929.2013.879551 

Andrade, C., & Neves, P. C. (2022). Perceived Organizational Support, Coworkers' Conflict 

and Organizational Citizenship Behavior: The Mediation Role of Work-Family Conflict. 

Administrative Sciences , 12 (1). https://doi.org/10.3390/admsci12010020 

Andreae, M.H., Dudak, A., Cherian, V., Dhar, P., Dalal, P.G., Po, W., Pilipovic, M., Shah, B., 

Hazard, W., Rodgers, D.L., & Sinz, E.H. (2020). Data and debriefing observations on 

healthcare simulation to prepare for the COVID-19 pandemic. Data in Brief , 31 . 

https://doi.org/10.1016/j.dib.2020.106028 

Andriyanti, NPV, & Supartha, IWG (2021). Effect of perceived organizational support on 



 
e-ISSN : 2986-7398, p-ISSN : 2987-6311, Page 77-91 

organizational citizenship behavior with job satisfaction as mediating variables. American 

Journal of Humanities and Social Sciences Research (AJHSSR) , 5 (1), 46–55. 

https://www.ajhssr.com/wp-content/uploads/2021/01/H215014655.pdf 

Artiawati. (2012). Work-Family Conflict among Journalists in Java and Bali. Padjadjaran 

University . https://doi.org/10.1017/CBO9781107415324.004 

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 

Avey, J. B., Luthans, F., & Youssef, C. M. (2010). The additive value of positive psychological 

capital in predicting work attitudes and behaviors. Journal of Management , 36 (2), 430–

452. https://doi.org/10.1177/0149206308329961 

Ayu Merisa, & Triantoro Safaria. (2023). The Influence of Perceived Organizational Support 

and Job Satisfaction as Mediators on OCB of Bank X Jakarta Employees. Psyche 165 

Journal , 16 , 250–255. https://doi.org/10.35134/jpsy165.v16i4.286 

 Bacharach, S. B., & Conley, S. (1991). Work-home conflict among nurses and engineers : 

mediating the impact of role stress on burnout and satisfaction at work' . 53 (October 1988), 

39–53. DOI: 10.1002/job.4030120104 

  

Balogun, A.G., & Afolabi, O.A. (2019). Examining the moderating roles of job demands and 

resources on the relationship between work engagement and work–family conflict. South 

African Journal of Psychology , 49 (4), 479–490. 

https://doi.org/10.1177/0081246318818382 

Beham, B. (2011). Work-family conflict and organizational citizenship behavior: Empirical 

evidence from Spanish employees. Community, Work and Family , 14 (1), 63–80. 

https://doi.org/10.1080/13668803.2010.506034 

Beutell, N.J., & Wittig-Berman, U. (1999). Predictors of work-family conflict and satisfaction 

with family, job, career, and life. Psychological Reports , 85 (3 PART 1), 893–903. 

https://doi.org/10.2466/pr0.1999.85.3.893 

Blomme, R. J., Van Rheede, A., & Tromp, D. M. (2010). Work-Family Conflict as a Cause for 

Turnover Intentions in the Hospitality Industry. Tourism and Hospitality Research , 10 

(4), 269–285. https://doi.org/10.1057/thr.2010.15 

Bonner, L. (2016). and Psychological Capital Levels. British Journal of Nursing , 25 (15), 865–

872. https://doi.org/10.12968/bjon.2016.25.15.865 

Botsford Morgan, W., Perry, S. J., & Wang, Y. (2018). The angry implications of work-to-

family conflict: Examining the effects of leadership on an emotion-based model of 

deviance. Journal of Vocational Behavior , 108 (May), 13–27. 

https://doi.org/10.1016/j.jvb.2018.05.009 

Bragger, J.D., Rodriguez-Srednicki, O., Kutcher, E.J., Indovino, L., & Rosner, E. (2005). 

Work-family conflict, work-family culture, and organizational citizenship behavior 

http://dx.doi.org/10.1002/job.4030120104


 
Organizational Citizenship Behaviour As Seen in The Framework-Family Conflict and Perception of 

Organizational Support 

86          International Journal of Management Research and Economics - Volume. 3 Nomor. 2, 2025 

among teachers. Journal of Business and Psychology , 20 (2), 303–324. 

https://doi.org/10.1007/s10869-005-8266-0 

Butler, A.B., Grzywacz, J.G., Bass, B.L., & Linney, K.D. (2005). Extending the demands-

control model: A daily diary study of job characteristics, work-family conflict and work-

family facilitation. Journal of Occupational and Organizational Psychology , 78 (2), 155–

169. https://doi.org/10.1348/096317905X40097 

Carlson, D. S., Kacmar, K. M., & Williams, L. J. (2000). Construction and Initial Validation 

of a Multidimensional Measure of Work-Family Conflict. Journal of Vocational 

Behavior , 56 (2), 249–276. https://doi.org/10.1006/jvbe.1999.1713 

Chamisa, SF, Mjoli, T. Q., & Mhlanga, T. S. (2020). Psychological capital and organizational 

citizenship behavior in selected public hospitals in the Eastern Cape Province of South 

Africa. SA Journal of Human Resource Management , 18 , 1–12. 

https://doi.org/10.4102/sajhrm.v18i0.1247 

Chiaburu, D.S., Berry, C.M., Gardner, R.G., Chiaburu, D.S., Berry, C.M., Li, N., & Gardner, 

R.G. (2012). Texas A & M University The Five-Factor Model of Personality Traits and 

Organizational . https://doi.org/10.1037/a0024004 

Conte, J.M., Aasen, B., Jacobson, C., Loughlin, CO, & Toroslu, L. (2019). Investigating 

relationships between and work engagement . 34 (7), 459–473. 

https://doi.org/10.1108/JMP-01-2018-0046 

Crawford, W.S., Shanine, K.K., Whitman, MV, & Kacmar, K.M. (2016). Examining the 

impostor phenomenon and work-family conflict. Journal of Managerial Psychology , 31 

(2), 375–390. https://doi.org/10.1108/JMP-12-2013-0409 

Daokui, J., Qian, C., & Teng, L. (2022). The Effects of Congruence Between Work-to-Family 

Conflict on Organizational Citizenship Behavior: An Empirical Study in China*. Journal 

of Asian Finance , 9 (4), 345–0355. https://doi.org/10.13106/jafeb.2022.vol9.no4.0345 

Dewi, R., Parung, J., & Artiawati. (2021). Work-Family Climate and Work-Family Conflict on 

Medical Representative. Al-Maiyyah Media Gender Transformation in the Socio-

Religious Paradigm , 14 (1), 1–11. 

Dhas, D. B., & Vetrivel, S. C. (2020). MEDIATION EFFECTS OF WORK LIFE BALANCE 

ON FAMILY AND WORK CONFLICTS . 29 , 409–418. 

Drach-Zahavy, A., & Somech, A. (2008). Coping with Work-Family Conflict: Integrating 

Individual and Organizational Perspectives. Handbook of Work-Family Integration , 267–

285. https://doi.org/10.1016/B978-012372574-5.50018-1 

Ernst Kossek, E., & Ozeki, C. (1998). Work-family conflict, policies, and the job-life 

satisfaction relationship: A review and directions for organizational behavior-human 

resources research. Journal of Applied Psychology , 83 (2), 139–149. 

https://doi.org/10.1037/0021-9010.83.2.139 

Eshak, E. S. (2019). Work-to-family conflict rather than family-to-work conflict is more 

strongly associated with sleep disorders in Upper Egypt. Industrial Health , 57 (3), 351–

358. https://doi.org/10.2486/indhealth.2018-0091 



 
e-ISSN : 2986-7398, p-ISSN : 2987-6311, Page 77-91 

Fiksenbaum, L. M. (2014). Supportive work-family environments: implications for work-

family conflict and well-being. International Journal of Human Resource Management , 

25 (5), 653–672. https://doi.org/10.1080/09585192.2013.796314 

French, Kimberly A., Allen D, Tammy, Shockley, K. (2018). A Meta-Analysis of Work-

Family Conflict and Social Support Kimberly. Psychol Bull. , 144 (3), 284–314. 

https://doi.org/10.1037/bul0000120 

Goh, Z., Ilies, R., & Wilson, K.S. (2015). Supportive supervisors improve employees' daily 

lives: The role supervisors play in the impact of daily workload on life satisfaction via 

work-family conflict. Journal of Vocational Behavior , 89 , 65–73. 

https://doi.org/10.1016/j.jvb.2015.04.009 

Grant-Vallone, E. J., & Donaldson, S. I. (2001). Consequences of work-family conflict on 

employee well-being over time. Work and Stress , 15 (3), 214–226. 

https://doi.org/10.1080/02678370110066544 

Gupta, M., Shaheen, M., & Reddy, P. K. (2017). Impact of psychological capital on 

organizational citizenship behavior: Mediation by work engagement. Journal of 

Management Development , 36 (7), 973–983. https://doi.org/10.1108/JMD-06-2016-0084 

Gurbuz, S., Turunc, O., & Celik, M. (2013). The impact of perceived organizational support 

on work-family conflict: Does role overload have a mediating role? Economic and 

Industrial Democracy , 34 (1), 145–160. https://doi.org/10.1177/0143831X12438234 

Hwang, P. C., & Han, M. C. (2019). Does psychological capital make employees more fit to 

smile? The moderating role of customer-caused stressors in view of JD-R theory. 

International Journal of Hospitality Management , 77 (October 2017), 396–404. 

https://doi.org/10.1016/j.ijhm.2018.08.003 

Jensen, M. T., & Rundmo, T. (2015). Associations between work family conflict, emotional 

exhaustion, musculoskeletal pain, and gastrointestinal problems in a sample of business 

travelers. Scandinavian Journal of Psychology , 56 (1), 105–113. 

https://doi.org/10.1111/sjop.12177 

Juniarly, A., Pratiwi, M., Purnamasari, A., & Nadila, TF (2021). Work-Family Conflict, Social 

Support and Marriage Satisfaction on Employees At Bank X. Jurnal Psikologi , 19 (4), 

343–356. https://doi.org/10.14710/jp.19.4.343-356 

Work, PM, Work, P., Dan, P., & Lengkong, VP (2018). The Influence of Work Period, Work 

Experience, Education, Training and Competence on Employee Performance of PT. Pln 

(Persero) Manado Area. EMBA Journal: Journal of Economic, Management, Business 

and Accounting Research , 6 (4), 3903–3913. https://doi.org/10.35794/emba.v6i4.21915 

Khalid, U. (2017). Work Family Conflict / Family Work Conflict - a Study of Gender. 1-

Department of CAPS, Institute of Business Management, Karachi, Pakistan , July 2017 , 

481–498. 

Khan, M. N. (2015). Impact of work-family conflict on organizational performance. Research 

Journal of Recent Sciences , 4 (5), 48–53. www.isca.me 

Kim, M., Kim, A.H., Newman, J.I., Ferris, G.R., & Perrewé, P.L. (2019). The antecedents and 



 
Organizational Citizenship Behaviour As Seen in The Framework-Family Conflict and Perception of 

Organizational Support 

88          International Journal of Management Research and Economics - Volume. 3 Nomor. 2, 2025 

consequences of positive organizational behavior: The role of psychological capital for 

promoting employee well-being in sport organizations. Sport Management Review , 22 

(1), 108–125. https://doi.org/10.1016/j.smr.2018.04.003 

Kim, S.Y., Velez, B., Daheim, J., & Lei, N. (2019). Validation of the Work Family Conflict 

Scale for Sexual Minority Employees. Journal of Career Assessment , 27 (4), 594–609. 

https://doi.org/10.1177/1069072718788329 

Kim, T., Sezer, O., Schroeder, J., Risen, J., Gino, F., & Norton, M.I. (2021). Work group rituals 

enhance the meaning of work. Organizational Behavior and Human Decision Processes , 

165 (July 2018), 197–212. https://doi.org/10.1016/j.obhdp.2021.05.005 

Kossek, E.E., Pichler, S., Bodner, T., & Hammer, L.B. (2011). Workplace social support and 

work-family conflict: A meta-analysis clarifying the influence of general and work-

family-specific supervisor and organizational support. Personnel Psychology , 64 (2), 

289–313. https://doi.org/10.1111/j.1744-6570.2011.01211.x 

Krisor, S.M., Diebig, M., Rowold, J., Guille, C., Frank, E., Zhao, Z., Kalmbach, D.A., Nietert, 

P.J., Mata, D.A., Sen, S., Luk, D.M., Shaffer, M.A., Eng, W., Moore, S., Grunberg, L., 

Greenberg, E., Sikora, P., Rosseel, Y., Anafarta, N., … Boyar, S.L. (2014). Reducing 

Teachers' Work-Family Conflict. Journal of Vocational Behavior , 3 (1), 1005–1018. 

https://doi.org/10.1123/jsm.21.4.471 

Kurtessis, J.N., Eisenberger, R., Ford, M.T., & Stewart, K.A. (2016). Perceived Organizational 

Support: A Meta-Analytic Evaluation of Organizational Support Theory . March 2015 . 

https://doi.org/10.1177/0149206315575554 

Liao, E.Y., Lau, VP, Hui, RT yin, & Kong, K. H. (2019). A resource-based perspective on 

work–family conflict: meta-analytical findings. Career Development International , 24 

(1), 37–73. https://doi.org/10.1108/CDI-12-2017-0236 

Liu, J., Lambert, E.G., Jiang, S., & Zhang, J. (2017). A research note on the association between 

work–family conflict and job stress among Chinese prison staff. Psychology, Crime & 

Law , 23 (7), 633–646. https://doi.org/10.1080/1068316X.2017.1296148 

Lohana, J., & Harsono. (2011). The Influence of Work-Family Conflict on the Withdrawal 

Behavior of Working Couples. Business Economics , 16 (1), 53–62. http://fe.um.ac.id/wp-

content/uploads/2009/10/7-Lohana-Juariyah.pdf 

Major, V.S., Klein, K.J., & Ehrhart, M.G. (2002). Work time, work interference with family, 

and psychological distress. Journal of Applied Psychology , 87 (3), 427–436. 

https://doi.org/10.1037/0021-9010.87.3.427 

Malekar, S. (2020). Organizational Citizenship Behavior: A Review. International Journal of 

Work Organization and Emotion , 11 (2), 1. https://doi.org/10.1504/ijwoe.2020.10031493 

Matthews, R.A., Winkel, D.E., & Wayne, J.H. (2014). A longitudinal examination of role 

overload and work – family conflict : The mediating role of interdomain transitions . 91 

(January 2013), 72–91. https://doi.org/10.1002/job 

McDowell, WC, Matthews, LM, Matthews, RL, Aaron, JR, Edmondson, DR, & Ward, CB 

(2019). The price of success: balancing the effects of entrepreneurial commitment, work-



 
e-ISSN : 2986-7398, p-ISSN : 2987-6311, Page 77-91 

family conflict and emotional exhaustion on job satisfaction. International 

Entrepreneurship and Management Journal , 15 (4), 1179–1192. 

https://doi.org/10.1007/s11365-019-00581-w 

Nilsen, W., Skipstein, A., & Demerouti, E. (2016). Adverse trajectories of mental health 

problems predict subsequent burnout and work-family conflict - a longitudinal study of 

employed women with children followed over 18 years. BMC Psychiatry , 16 (1), 1–10. 

https://doi.org/10.1186/s12888-016-1110-4 

Obrenovic, B., Jianguo, D., Khudaykulov, A., & Khan, MAS (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 

Organ, D. W., & Ryan, K. (1995). A META-ANALTIC REVIEW OF ATTITUDINAL AND 

DISPOSITIONAL PREDICTORS OF ORGANIZATIONAL CITIZENSHIP BEHAVIOR . 

Pan, Y., Aisihaer, N., Li, Q., Jiao, Y., & Ren, S. (2022). Work-Family Conflict, Happiness and 

Organizational Citizenship Behavior Among Professional Women: A Moderated 

Mediation Model. Frontiers in Psychology , 13 (June), 1–8. 

https://doi.org/10.3389/fpsyg.2022.923288 

Pecino, V., Mañas-Rodríguez, M. Á., Díaz-Fúnez, P. A., Aguilar-Parra, J. M., Padilla-Góngora, 

D., & López-Liria, R. (2018). Interpersonal justice climate, extra-role performance and 

work family balance: A multilevel mediation model of employee wellbeing. PLOS ONE , 

13 (11), 1–14. https://doi.org/10.1371/journal.pone.0207458 

Pohl, S., Santo, L.D., & Battistelli, A. (2012). ép re u co nt rô le de . September . 

Preacher, KJ, Rucker, DD, Hayes, AF, Preacher, KJ, Rucker, DD, Hayes, AF, Rucker, DD, & 

Hayes, AF (2016). Addressing Moderated Mediation Hypotheses: Theory, Methods, and 

Prescriptions Addressing Moderated Mediation Hypotheses: Theory, Methods, and 

Prescriptions. Multivariate Behavioral , 3171 (June), 37–41. 

http://www.tandfonline.com/doi/abs/10.1080/00273170701341316 

Rabenu, E., Tziner, A., & Sharoni, G. (2017). The relationship between work-family conflict, 

stress, and work attitudes. International Journal of Manpower , 38 (8), 1143–1156. 

https://doi.org/10.1108/IJM-01-2014-0014 

Richter, A., Schraml, K., & Leineweber, C. (2014). Work–family conflict, emotional 

exhaustion and performance-based self-esteem: reciprocal relationships. International 

Archives of Occupational and Environmental Health , 88 (1), 103–112. 

https://doi.org/10.1007/s00420-014-0941-x 

Schaubroeck, J. (1990). Investigating reciprocal causation in organizational behavior research. 

Journal of Organizational Behavior , 11 (1), 17–28. 

https://doi.org/10.1002/job.4030110105 

Schulz, S. A., Luthans, K. W., & Messersmith, J. G. (2014). Psychological capital: A new tool 

for driver retention. International Journal of Physical Distribution and Logistics 

Management , 44 (September), 621–634. https://doi.org/10.1108/IJPDLM-06-2013-0174 



 
Organizational Citizenship Behaviour As Seen in The Framework-Family Conflict and Perception of 

Organizational Support 

90          International Journal of Management Research and Economics - Volume. 3 Nomor. 2, 2025 

Selvarajan, T.T., Singh, B., & Cloninger, P.A. (2016). Role of personality and affect on the 

social support and work family conflict relationships. Journal of Vocational Behavior , 

94 , 39–56. https://doi.org/10.1016/j.jvb.2016.02.004 

Shang, S., O'Driscoll, M.P., Roche, M., & Sudong Shang | Michael P. O'Driscoll | Maree Roche. 

(2018). Mechanisms linking acculturation, work–family conflict, and subjective well-

being among Chinese immigrants in New Zealand. Human Resource Management , 57 

(5), 1–13. https://doi.org/10.1002/mc.2940140312 

Shore, L. M. F., & Tetrick, L. E. (1991). A Construct Validity Study of the Survey of Perceived 

Organizational Support. Journal of Applied Psychology , 76 (5), 637–643. 

https://doi.org/10.1037/0021-9010.76.5.637 

Somech, A., & Drach-Zahavy, A. (2007). Strategies for coping with work-family conflict: The 

distinctive relationships of gender role ideology. Journal of Occupational Health 

Psychology , 12 (1), 1–19. https://doi.org/10.1037/1076-8998.12.1.1 

Sri Ramalu, S., & Janadari, N. (2022). Authentic leadership and organizational citizenship 

behavior: the role of psychological capital. International Journal of Productivity and 

Performance Management , 71 (2), 365–385. https://doi.org/10.1108/IJPPM-03-2020-

0110 

Sunarti, E., Rizkillah, R., Hakim, F.A., Zakiya, N., & Damayanti, R. (2021). Family Resource 

Management, Work-Family Conflict, and Family Tasks. Journal of Family and Consumer 

Sciences , 14 (1), 1–13. https://doi.org/10.24156/jikk.2021.14.1.1 

Surya, S. (2012). The Relationship Between Role Conflict, Role Ambiguity, and Organizational 

Commitment with Turnover Intention . IV (1995), 2–7. 

Undale, S. (2016). Management of pharmaceutical sales representatives: A literature review. 

Journal of Chinese Pharmaceutical Sciences Http://Www.Jcps.Ac.Cn , 25(1) , 73–78. 

Wahyuningsih, D., & Wulansari, NA (2016). The Impact of Psychological Capital On Nurse's 

Performance: The Mediating Role of Psychological Well-Being and Work-Family 

Conflict. Management Analysis Journal , 5 (4), 325–338. 

https://doi.org/10.15294/maj.v5i4.12663 

Wang, I.-A., Lee, B.-W., & Wu, S.-T. (2017). The relationships among work-family conflict, 

turnover intention and organizational citizenship behavior in the hospitality industry of 

Taiwan. International Journal of Manpower , 38 (8), 1130–1142. 

https://doi.org/10.1108/IJM-04-2015-0056 

Wayne, J. H., Matthews, R., Crawford, W., & Casper, W. J. (2020). Predictors and processes 

of satisfaction with work–family balance: Examining the role of personal, work, and 

family resources and conflict and enrichment. Human Resource Management , 59 (1), 25–

42. https://doi.org/10.1002/hrm.21971 

Wu, G., Wu, Y., Li, H., & Dan, C. (2018). Job burnout, work-family conflict and project 

performance for construction professionals: The moderating role of organizational 

support. International Journal of Environmental Research and Public Health , 15 (12). 

https://doi.org/10.3390/ijerph15122869 



 
e-ISSN : 2986-7398, p-ISSN : 2987-6311, Page 77-91 

Youssef, CM, & Luthans, F. (2007). Positive Organizational Behavior in the Workplace: The 

Impact of Hope, Optimism, and Resilience. Management Department Faculty 

Publications . https://doi.org/10.1177/0149206307305562 

Yu, K. (2016). Better and worse: A dual-process model of the relationship between core self-

evaluation and work-family conflict. Frontiers in Psychology , 7 (OCT), 1–9. 

https://doi.org/10.3389/fpsyg.2016.01579 

Zhang, M., Griffeth, R. W., & Fried, D. D. (2012). Work-family conflict and individual 

consequences. Journal of Managerial Psychology , 27 (7), 696–713. 

https://doi.org/10.1108/02683941211259520 

 

 


