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ABSTRACT

Objectives: The purpose of this study was to determine the effect of family support, leader support, and work-life
balance on teacher performance.

Methodology: The sampling technique used is non-probability sampling and uses a purposive sampling technique.
This study used a sample of 150 teachers in Sukoharjo District, Pringsewu Regency, Lampung. The analysis of
this research used SEM with AMOS 24.0 software.

Finding: The results showed that family support has a significant effect on teacher performance. Family support
has a significant effect on the work-life balance of teachers. Leader support has a significant effect on the work
life balance of teachers. Leader support has a significant effect on teacher performance. Work life balance has no
significant effect on teacher performance.

Conclusion: The conclusion of this study is that family support and leader support have a significant effect on
teacher performance, family support and leader support have a significant effect on work-life balance, and work-
life balance has no significant effect on teacher performance. In the process of achieving a balance between the
"work" and "non-work" domains, various conflicts and problems will arise that must be faced by individuals with
families. The application of work-life balance in each employee cannot improve the employee's performance in
the organization. Employees who can balance their work with their lives may not necessarily improve the
employee's performance
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INTRODUCTION

In an increasingly competitive era, the main problem in Human Resource Management (HRM)
is the low employee performance (Hadi Senen et al., 2016). The success of a company in
achieving its goals is strongly influenced by the performance of the human resources contained
in the company (Nurcahyani & Adnyani, 2016). Quality performance will describe the
professional quality of a teacher, and performance below work standards can describe the
failure of teachers in their profession (Barnawi & Arifin, 2012).

The results of the 2015-2019 strategic plan explain that there are problems in education in
Indonesia related to the role of teachers in the form of the role of education development actors
not being optimal, the implementation of 12-year compulsory education quality is not
maximized, improving the quality of learning is not maximized, the number and distribution of
teachers is still low needs to be better organized, the quality, competence and professionalism
of teachers still needs to be improved (Kemendikbud, 2020).

Based on the results of a preliminary study in Sukoharjo Regency, there are 38 elementary
schools and 10 junior high schools. In preliminary observations in Sukoharjo district there are
teacher problems including the quality of education is still low because teachers in carrying out
the learning process have not fully demonstrated the sincerity of their performance, teachers
are always required to improve their abilities and competencies, some teachers do not work
optimally during class learning, teachers often leave students and giving assignments to
students, many teachers do not accompany their students during practicum, lack of innovation
in learning, class atmosphere seems boring because during the classroom session students are
not enthusiastic when receiving lessons taught.

The performance of a teacher is the controller of operations in education, so that if the teacher's
performance is good, the educational performance will be good too (Usman, 2011). Teacher
performance is said to be successful if it is able to influence the development of students'
abilities in a psychological and physical context, which is positive for what they learn both in
terms of goals and benefits (Kuswana, 2008).

The practice of work-life balance is a change in the organization that is intentionally carried out
by organizational leaders in the form of a new program or organizational culture to improve
teacher performance and reduce conflicts between personal life and work life (Lazar et al.,
2010). Teachers who experience low work and family conflict can be said to have a good work-
life balance. Matters related to work-life balance include roles and responsibilities both in the
world of work and non-work (Wong et al., 2017). Balance is achieved when there is harmony
between work and life (Semlali & Hassi, 2016).

Family support plays an important role in greater individual balance (Russo & Shteigman,
2015). Family support can increase an individual's ability to achieve greater balance because
family members offer real support for work and life roles (Ferguson et al., 2012). Family
support can enable employees to increase effort and concentration leading to better
performance, help reduce tension, stress, anxiety, and increase emotional strength
(Schnackenberg & Tomlinson, 2014).

Leaders who are aware of their duties and responsibilities and are able to encourage their
subordinates are considered supportive leaders. Supportive leaders create a work environment
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conducive to cultivating respect, trust, cooperation, and emotional support (Khalid et al., 2012).
Support from leaders motivates employees, improves their performance, and increases their
level of concentration (Oluseyi & Hammed, 2009). Workplace support, superior support, and
work-life balance policies affect the achievement of better work-life balance (Uddin et al.,
2020).

Informal family support for work has a direct effect on job performance (Ahmad & Omar,
2012). The level of employee involvement in knowledge sharing behavior with co-workers and
support from their managers have a positive impact on the success of organizational
management which can positively affect organizational innovation performance and
organizational financial performance (Muhammed & Zaim, 2020). The practice of work-life
balance has a direct influence on a person and also improves organizational performance (Garg
& Yazurvedi, 2016).

The researchers wanted to see how family support, leader support and work life balance affect
teacher performance.

LITERATURE REVIEW

Family support. Family support is an interpersonal relationship consisting of attitudes, actions
and acceptance of family members, so that family members feel that someone is paying
attention. A supportive environment will make a person have a better condition because family
support is considered to reduce the mental health effects of individuals (Friedman, 2013).
Family support is all the help that one family member receives from other family members in
the form of emotional, instrumental, informative, and assessment support (Ayuningtyas, 2014).

Leader Support. Supportive leadership is defined as behavior that prioritizes employee well-
being and is concerned about the requirements, preferences, and satisfaction of employees
(Khalid et al., 2012). If the leader supports, pays attention, and stimulates understanding and
motivation, it will be very helpful in completing tasks by employees efficiently and effectively
(Shin et al., 2016).

Work Life Balance. Work-life balance is generally seen as the absence of conflict but if it is
linked and incorporated into the notion of work-life balance, the balance here comes from
effectiveness (functioning well, productively, successfully) and positive impact (satisfactory,
happy) both for work and family roles (Greenhaus & Allen, 2011). Work-life balance is how a
person is able to balance the demands of work with his personal and family needs
(Schermerhorn, 2016).

Teacher Performance. Teacher performance is the ability shown by the teacher in carrying
out his duties and work, performance is said to be good or satisfactory if the goals achieved are
in accordance with predetermined standards (Manullang, 2018). Teacher performance is
determined by the expertise and ability of the teacher concerned. This achievement factor has
a very strong correlation and is very critical of competence, compensation, and job satisfaction
which can be an obstacle in improving teacher performance (Kusumaningtyas & Setyawati,
2015).
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Relationship between Concepts

The Effect of Family Support on Teacher Performance

Social support from the family makes a high contribution to the psychological well-being of
individuals so that individuals feel that their families love and accept themselves as they are
and can understand the strengths and weaknesses of their abilities (Desiningrum, 2010).
Psychological well-being and psychological security affect job performance. When the
psychological well-being and psychological security of employees are not satisfactory, job
performance will decline (Obrenovic et al., 2020). The research hypothesis is:

H1: Family support affects teacher performance

Effect of Family Support on Work Life Balance

The importance of support from work and non-work sources to pursue employees to achieve
work-life balance (Russo & Shteigman, 2015). Support of family members affects the work-
life balance of employees (Padma & Reddy, 2013). The research hypothesis is:

H2: Family support affects work-life balance

The Effect of Leader Support on Work-Life Balance

There is a positive relationship between work-life balance with supervisor support, co-worker
support and flexible work arrangements (Wong et al., 2017). Perceived managerial support is
always useful to reduce the adverse effects of fatigue, stress, and absenteeism on employee
commitment (Mukanzi et al., 2014). The research hypothesis is:

H3: Leader support affects work-life balance

The Effect of Leader Support on Teacher Performance

Increasing supervisory support had an impact on improving teacher performance. Improved
employee performance and organizational support is an important part of career development,
it expands one's morale, which further increases their productivity and output (Saleem & Amin,
2017). Supportive leadership has a direct positive effect on performance (Mumkin, 2016). The
research hypothesis is:

H4: Leader support affects teacher performance

The Effect of Work-Life Balance on Teacher Performance

Introducing work-life balance practices benefits companies with respect to talent retention and
higher employee engagement, as well as achieving positive impacts on productivity, costs, and
business results (Osorio et al., 2014). Work-life balance has a positive effect on employee
performance (Soomro et al., 2017). The research hypothesis is:

H5: Work-life balance affects teacher performance
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Relationship variables in this study can be described as follows:

Support
Familv

Teacher
Perfaormance

Work-Life
Balance

Leader
Support

Figure SEQ Gambar \* ARABIC 1 Research Model

METHOD

The type of research used is quantitative research. The number of samples in this study
using the analytical method, namely the Structural Equation Model (SEM) with the Maximum
Likelihood Estimation (MLE) technique and the number of good samples in the study with a
minimum of 100 samples to 200 samples (Hair et al., 2017). The sample in this study amounted
to 150 samples of teachers in Sukoharjo District, Pringsewu Regency, Lampung. The sampling
method in this research used non-probability sampling with purposive sampling technique. The
criteria used for sampling are as follows: teachers work at least 2 years, permanent teachers and
married teachers. Primary data was collected through a questionnaire-based survey which was
distributed directly by the researcher. The research questionnaire was divided into 5 parts. The
first part measures the demographic profile of the respondents (gender, age, last education,
class, and years of service), the second part of questions related to family support is measured
based on 5 question items (Lysaght et al., 2012), the third part questions related to leader
support is measured on 5 question items (Shirazi et al., 2014), the fourth part of the question
related to work-life balance was measured on 5 question items (Shukla & Srivastava, 2016) and
the fifth part of the question related to teacher performance was measured on 5 question items
(Amin et al., 2013). Variables were measured using a Likert scale with a score range of 1 to 7.
The analysis in this study used the Confirmatory Factor Analysis (CFA) test method with
AMOS 24.0 software.

RESULTS AND DISCUSSION
Results

The characteristics of the research sample in this study were 5 respondents' criteria
consisting of gender, age, last education group and years of service. In this step, we use cross
tabulation analysis (crosstab) between criteria so that we can know the distribution of the
characteristics of respondents in the study.

Table 1 Respondent Profile

Attribute Description Frequency Percentage
Gender Male 59 39,3%
Female 91 60,7%
Age 20-30 Years Old 31 20,7%
30-40 Years Old 35 23,3%
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40-50 Years Old 11 7,3%
50-60 Years Old 71 47,3%
> 60 Years Old 2 1,3%
Last Education Senior High School 7 4,9%
Bachelor 141 93,7%
Magister 2 1,4%
Category Honorary 42 28%
1 4 2,7%
1l 42 28%
v 4 2,7%
Years of Service < 20 Years 52 34,7%
20-30 Years 46 30,7%
> 30 Years 52 34,7%

Source: Primary Data 2021

Testing the validity of the instrument in this study used the Confirmatory Factor
Analysis (CFA) test method with AMOS 24.0 software. The indicator of a variable can be said
to be valid if the value of the Loading Factor or Standardized Loading Estimate > 0.50-0.60 (I
Ghozali, 2014). An indicator of a variable can be said to be reliable if the value of Variance
Extracted (VE) is 0.6 and the value of Construct Reliability (CR) is 0.7 (Imam Ghozali, 2018).

Table 2 Instrument Quality Test

Variables/Indicators Standardized factor loading
Support Family (CR: 0,914 = 0,7; VE: 0,780 = 0,6)
Family care 0.715
Talking about personal matters 0.806
Supportive family behavior 0.751
Talking about work problems 0.715
Leader Support (CR: 0,934 = 0,7; VE: 0,827 = 0,6)
Manage learning optimally 0.715
Creating a sense of comfort 0.762
Support developing skills 0.830
Leaders accept suggestions 0.661
Work Life Balance (CR: 0,845 > 0,7: VE: 0,667 = 0,6)
Time balance 0.638
Work and activity balance 0.738
Personal life activities support work 0.678
Balanced work 0.673
Teacher Performance (CR: 0,932 = 0,7: VE: 0,794 = 0,6)
Teaching preparation 0.725
Responsible 0.777
Aurrive on time 0.817
Completing assignments on time 0.756
Collaborate with colleagues 0.600

Source: Primary Data 2021

Based on table 2 shows that the value of the Loading Factor or Standardized Loading
Estimate >0.6 so it can be said to be valid and, in the reliability, test the value of Variance
Extracted (VE) is 0.6 and the value of Construct Reliability (CR) is 0.7 so that it can be said to
be reliable.

Hypothesis testing in this study was carried out by observing whether the path
coefficients contained in the model were significantly related. The criteria for the significance
of the path coefficient is if the C.R (Critical Ratio) value 1.967 and the P value = 0.05 (Imam
Ghozali, 2017)
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Table 3 Hypothesis Test

Hypothesis Regression Weight Estimate S.E. C.R. P Description

H1  Support Family 0 eacher 0405 0110 3,682 0,000 Significant
Performance

M2 Support Family m  Work Life 0207 0090 2,308 0021 Significant
Balance

H3 | cader support 0 WorklLife 0741 0138 5355 0,000 Significant
Balance

H4 | cader Support 0 leacher 0497 0182 2,734 0,006 Significant
Performance

H5 ~ WorklLife — p  Teacher 0081 0169 0481 0631 NOt

Balance Performance Significant

Source: Primary Data 2021

Based on table 9 shows that family support has a significant effect on teacher performance (p:
0,000 < a: 0,05), family support has a significant effect on work-life balance (p: 0,021 < a:
0,05), leader support has a significant effect on balance work life (p: 0,000 < a: 0,05), leader
support has a significant effect on teacher performance (p: 0,006 < a: 0,05) and work-life balance
has no significant effect on teacher performance (p: 0,631 = a: 0,05).

Discussion

Based on the results of testing on hypothesis 1, it is found that family support has a
significant effect on teacher performance. Social support from the family makes a high
contribution to the psychological well-being of individuals so that individuals feel that their
families love and accept themselves as they are and can understand the strengths and
weaknesses of their abilities (Desiningrum, 2010). Psychological well-being and psychological
security affect job performance. When the psychological well-being and psychological security
of employees are not satisfactory, job performance will decline (Obrenovic et al., 2020). Family
support is effective in preventing the negative impact of personal problems on performance
(Welsh et al., 2014). The above results seem to support a situation where family support affects
psychological well-being and psychological security so as to improve performance.

Based on the results of testing on hypothesis 2, it is found that family support has a
significant effect on the work-life balance of teachers. Work is important for people to live a
happy and comfortable life, but the main group of every employee is his family members. If
she gets the needed support from her partner and parents, then it becomes easy for anyone to
maintain balance in their life. Low balance can result in downsizing, high absenteeism, and
sometimes can lead to health problems. It is very important to have maximum family support
to ensure an excellent work-life balance (Indra, 2014). Support from family members will play
an important role in balancing personal and professional life (Padma & Reddy, 2013). The
above results seem to support a situation where support from family members can play a role
in balancing work and personal life.

Based on the results of testing on hypothesis 3, it is found that leader support has a
significant effect on the work-life balance of teachers. Supportive leaders provide positive
feedback and make individual team members feel good about themselves, their work
environment and their lives in general (Surji, 2015). Leader support is also a key informal
practice of work-life balance which refers to the extent to which leaders support and understand
their subordinates with regard to their personal and family life issues. Leader support is critical
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to driving concrete action and securing successful implementation (Oludayo et al., 2018).
Organizations cannot work optimally unless there is total participation and commitment from
all employees, which comes from a good balance between work and live (Mahesh et al., 2016).
The above results are supportive of situations where the presence of support from the leader
can affect balance in the workplace as well as in personal life.

Based on the results of testing on hypothesis 4, it was found that leader support had a
significant effect on teacher performance. By displaying supportive behavior in a genuine and
authentic way, leaders inspire and support people to develop into the best members of the
organization (Surji, 2015). Leaders must be fully aware that their support is important for
employees working in the organization and only with the support of leaders can employees
cope with stress and perform better. At the same time, the work environment must support
employees because employees can work well if their leaders are supportive and considerate.
When employees working in any organization receive support from their leaders, stress levels
are reduced and performance is improved. Employees always want to have leaders who care
about them, understand their problems and help solve problems (Khalid et al., 2012). The above
results support situations where support from the leader can create better performance.

Based on the results of testing on hypothesis 5, it is found that work-life balance does
not significantly affect teacher performance. Work-life balance is a very important issue in the
field of human resource management which has a vital impact on employee productivity and
performance (Wolor et al., 2020). In the process of achieving a balance between the "work" and
"non-work" domains, various conflicts and problems will arise that must be faced by individuals
with families (Roboth, 2015). The application of work-life balance in each employee cannot
improve the employee's performance in the organization. Employees who can balance their
work with their lives may not necessarily improve the employee's performance (Herlambang &
Murniningsih, 2019). The high and low levels of teacher work-life balance have no impact on
teacher performance, because there are different methods of improving work performance.
because the method used in the teacher's performance to improve is the target. It can be
interpreted that the teacher's performance does not depend on the balance of his life. Whether
there is a balance of life with work or not, teachers will still try to work well, because they have
targets that must be met (Chiekezie et al., 2014). So, the high and low work-life balance of
employees has no effect on teacher performance because basically teachers have targets that
must be achieved to make government programs successful.

CONCLUSION

The family support variable has a significant effect on teacher performance. This shows
that the higher the support from the family, the higher the teacher's performance. The family
support variable has a significant effect on work-life balance. This shows that the higher the
support from the family, the higher the work-life balance. The leader's support variable has a
significant effect on work-life balance. This shows that the higher the support from the leader,
the higher the work-life balance. The leader's support variable has a significant effect on teacher
performance. This shows that the higher the support from the leader, the higher the
performance. The work-life balance variable has no effect on teacher performance, this shows
that a teacher's work-life balance that can balance work and life does not necessarily improve
performance in the organization.

The theoretical implication of this research is enriching the concept of family support,
leader support and work-life balance on teacher performance. The practical implication of this
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research is the need to conduct teacher evaluations in order to improve themselves in relation
to what has been done in an effort to improve teacher performance. The limitation of this study
Is that the study was conducted in districts where there were only elementary and junior high
schools, so the results of the study could not be generalized to different areas. Suggestions for
further research are to use a large sample in order to obtain optimal results, conduct mediation
analysis between variables in research and enrich respondents so that it will greatly help provide
diverse and accurate data that affects work-life balance and teacher performance.

REFERENCES

Ahmad, A., & Omar, Z. (2012). Effects of Informal Work-Family Support on Job Performance:
Mediating Roles of Work-Family Conflict and Job Satisfaction. The Journal of
International Management Studies, 7(2), 202-206.
https://www.researchgate.net/publication/265511043_Effects of Informal_Work-
Family_Support_on_Job_Performance_Mediating_Roles_of Work-
Family_Conflict_and_Job_Satisfaction

Amin, M., Shah, R. ullah, Ayaz, M., & Atta, M. A. (2013). Teachers’ Job Performance at
Secondary Level in Khyber Pakhyunkhwa, Pakistan. Gomal University Journal of
Research, 29(2). http://www.gomal.pk/GUJR/PDF/Dec-2013/13-Rahmat Ullah Shah.pdf

Ayuningtyas, D. (2014). Kebijakan Kesehatan: Prinsip dan Praktik. Raja Grafindo Persada.

Barnawi, & Arifin, M. (2012). Manajemen Sarana dan Prasarana Sekolah (A. Najihah (ed.)).
Ar-Ruzz Media.

Chiekezie, O., Gerald, E., Chukwujama, N. C., & Nzewi, H. (2014). Work Life Balance and
Job Performance in Selected Commercial Banks in Anambra State, Nigeria. EPRA
International ~ Journal ~ of  Economic  and Business  Review,  4(6).
https://eprapublishing.com//admin/admin/public/uploads/710pm5.Dr.Obianuju Mary
Chiekezie.pdf

Desiningrum, D. R. (2010). Family’s Social Support and Psychological WellBeing Of The
Elderly in Tembalang. Anima, Indonesia Psychological Journal, 26(1), 61-68.

Ferguson, M. J., Carlson, D. S., Zivnuska, S., & Whitten, G. D. (2012). Support at Work and
Home: The Path to Satisfaction Through Balance. Journal of Vacational Behaviour, 80(2),
299-307.

Friedman. (2013). Keperawatan Keluarga. Gosyen Publishing.

Garg, P., & Yazurvedi, D. N. (2016). Impact of Work-Life Balance Practices on Employees
Retention and Organizational Performance — A Study on IT Industry. Indian Journal of
Applied Research, 6(8). https://www.worldwidejournals.com/indian-journal-of-applied-
research-(IJAR)/recent_issues_pdf/2016/August/August_2016 1471699315 32.pdf

Ghozali, 1. (2014). Structural Equation Modeling, Metode Alternatif dengan Partial Least
Square  (PLS). (edisi 4). Badan  Penerbit  Universitas  Diponegoro.
https://digilib.undip.ac.id/2012/10/04/structural-equation-modeling-metode-alternatif-
dengan-partial-least-square/

Ghozali, Imam. (2017). Model Persamaan Struktural Konsep dan Aplikasi dengan Program
AMOS 24. Badan Penerbit Universitas Diponegoro.

Ghozali, Imam. (2018). Aplikasi Analisis Multivariete dengan Program IBM SPSS 25. Badan
Penerbit Universitas Diponegoro.

Greenhaus, J., & Allen, T. D. (2011). Work-Family Balance: A Review and Extension of the

78 ‘https://publikasi.mercubuana.ac.id/index.php/jurnaI_Mix



MIX: Jurnal limiah Manajemen p-ISSN: 2088-1231
Volume 12 Number 1 | February 2022 e-ISSN: 2460-5328

Literature; Handbook of Occupational Health Psychology. In J. C. Quick & L. E. Tetrick
(Eds.), Handbook of Occupational Health Psychology (2nd ed., pp. 165-183). American
Psychological Assosiation. https://www.researchgate.net/publication/259280583 Work-
Family_Balance_A Review_and_Extension_of the_Literature

Hadi Senen, S., Masharyono, Triananda, N., & Sumiyati. (2016). The Employee Performance
Influenced by Communication: a Study of BUMD in Indonesia. Proceedings of the 2016
Global  Conference on  Business, Management and  Entrepreneurship.
https://dx.doi.org/10.2991/gcbme-16.2016.111

Hair, J. F., Hult., G. T. M., Ringle, C. M., & Sarstedt, M. (2017). a Primer on Partial Least
Squares Structural Equation Modeeling (PLS-SEM). SAGE Publications, Inc.

Herlambang, H. C., & Murniningsih, R. (2019). Pengaruh Worklife Balance Terhadap Kinerja
Karyawan dengan Kepuasan Kerja Sebagai Variabel Intervening (Studi Empiris pada
Serikat Pekerja Media dan Industri Kreatif Untuk Demokrasi. Prosiding 2nd Business and
Economics Conference In Utilizing of Modern.

Indra, K. (2014). Role of Family Support in Balancing Personal and Work Life of Women
Employees. International Global Journal of Research Analysis, 3(11).
https://www.worldwidejournals.com/global-journal-for-research-analysis-
GJRA/special_issues_pdf/November 2014 1476527415 53.pdf

Kemendikbud. (2020). Laporan Kinerja 2019 Kementerian Pendidikan dan Kebudayaan
Periode Akhir Renstra 2015-2019. Kemendikbud.

Khalid, A., Zafar, A., Zafar, M. A., Saqgib, L., & Mushtag, R. (2012). Role of Supportive
Leadership as a Moderator between Job Stress and Job Performance. Information
Management and Business Review, 4(9), 487-495.
https://ojs.amhinternational.com/index.php/imbr/article/view/1004/1004

Kusumaningtyas, A., & Setyawati, E. (2015). Teacher Performance of The State VVocational
High School Teachers in Surabaya. International Journal of Evaluation and Research in
Education (JERE), 4(2), 76-83.
https://www.researchgate.net/publication/324233879_Teacher_Performance_of the Stat
e_Vocational High School_Teachers_in_Surabaya

Kuswana, W. S. (2008). FILSAFAT: Pendidikan Teknologi dan Vokasi. Kejuruan. Alfabeta.

Lazar, 1., Osoian, C., & Ratiu, P. (2010). The Role of Work Life Balance Practices in Order to
Improve Organizational Performance. European Research Studies, 13(1), 201-214.
https://www.researchgate.net/publication/46542605_The Role_of Work-
Life_Balance_Practices_in_Order_to_Improve_Organizational_Performance

Lysaght, R., Fabrigar, L., Trode, S. L., Stewart, J., & Friesen, M. (2012). Measuring Workplace
Social Support for Workers with Disability. Journal of Occupational Rehabilitation,
22(3), 376-386. https://pubmed.ncbi.nim.nih.gov/22350141/

Mahesh, B. P., Prabhushankar, M. R., Chirag, S. K., & Amit, V. S. (2016). A Study of Work-
Life Balance and Its Effect on Organizational Performance. International Journal of
Engineering Research and Advavance Technology (IJERAT), 2(1), 344-349.
https://www.academia.edu/30715760/A_STUDY_OF WORK-
LIFE_BALANCE_AND_ITS EFFECTS _ON_ORGANIZATIONAL_PERFORMANC
E

Manullang, M. (2018). Dasar-dasar Manajemen. Ghalia Indonesia.

Muhammed, S., & Zaim, H. (2020). Peer Knowledge Sharing and Organizational Performance:
The Role of Leadership Support and Knowledge Management Success. Journal of
Knowledge Management, 24(10), 2455-2489.

http://dx.doi.org/10.22441/jurnal_mix.2022.v12i1.006 ‘ 79



MIX: Jurnal limiah Manajemen p-ISSN: 2088-1231
Volume 12 Number 1 | February 2022 e-ISSN: 2460-5328

https://www.researchgate.net/publication/343818436_Peer_knowledge_sharing_and_org
anizational_performance_the_role_of leadership_support_and_knowledge management
success

Mukanzi, C., Gachunga, H., Ngugi, P. K., & Kihoro, J. M. (2014). Leadership and Work Life
Balance: Perceived Managerial Support as a Moderator Between Burnout, Stress,
Absenteeism and Employee Commitment. Journal of Leadership and Management, 1, 85—
92.
https://www.researchgate.net/publication/304198734 LEADERSHIP_AND_ WORK_ LI
FE_BALANCE

Mumkin, I. A. (2016). The Influence of Supportive Leadership, Trust and Responsibility On
the Performance of Section Chief of District Education Office in Jakarta. Journal limiah
Educational Management, 7(1). https://adoc.pub/the-influence-of-supportive-leadership-
trust-and-responsibil.html

Nurcahyani, N. M., & Adnyani, I. G. A. D. (2016). Pengaruh Kompensasi dan Motivasi
Terhadap Kinerja Karyawan dengan Kepuasan Kerja Sebagai Variabel Intervening. E-
Jurnal Manajemen Unud, 05(01), 500-532.
https://media.neliti.com/media/publications/253981-pengaruh-kompensasi-dan-motivasi-
terhada-0888fc7e.pdf

Obrenovic, B., Jianguo, D., Khudaykulov, A., & Khan, M. A. S. (2020). Work-Family Conflict
Impact on Psychological Safety and Psychological Well-Being: A Job Performance
Model. Front Psychol. https://pubmed.ncbi.nlm.nih.gov/32296367/

Oludayo, O., Falola, H., Obianuju, A., & Fatogun, T. O. (2018). Work-Life Balance Initiative
as a Predictor of Employees’ Behavioural Outcomes. Academy of Strategic Management
Journal, 17(1). https://www.abacademies.org/articles/worklife-balance-initiative-as-a-
predictor-of-employees-behavioural-outcomes-6923.html

Oluseyi, A. S., & Hammed, T. A. (2009). Influence of Work Motivation, Leadership
Effectiveness and Time Management on Employees’ Performance in Some Selected
Industries in Ibadan, Oyo State, Nigeria. European Journal of Economics, Finance and
Administrative Sciences, 16.
https://www.researchgate.net/publication/279897635 _Influence_of work_motivation_le
adership_effectiveness_and_time_management_on_employees%27_performance_in_so
me_selected_industries_in_Ibadan_Oyo_State Nigeria

Osorio, D. B., Aguado, L. M., & Villar, C. (2014). The Impact of Family and Work-Life
Balance Policies on the Performance of Spanish Listed Companies. Management, 17(4),
214-236.
https://pdfs.semanticscholar.org/144d/b7b2b8f92468113217bfabcd0da23139c14b.pdf?
0a=2.165640508.2032292335.1642303377-563432702.1624325535

Padma, S., & Reddy, M. S. (2013). Role of Family Support in Balancing Personal and Work
Life of Women Employees. IJCEM International Journal of Computational Engineering
& Management. IJCEM International Journal of Computational Engineering &
Management, 16(3). https://ijcem.org/papers052013/ijcem_052013 15.pdf

Roboth, J. Y. (2015). Analisis Work Family Conflict, Stress Kerja dan Kinerja Wanita Berperan
Ganda pada Yayasan Compassion East Indonesia. Jurnal Riset Bisnis Dan Manajemen,
3(1), 33-46. https://media.neliti.com/media/publications/127629-1D-analisis-work-
family-conflict-stres-kerj.pdf

Russo, M., & Shteigman, A. (2015). Workplace and Family Support and Work-Life Balance:
Implications for Individual Psychological Availability and Energy at Work. The Journal

80 ‘https://publikasi.mercubuana.ac.id/index.php/jurnaI_Mix



MIX: Jurnal limiah Manajemen p-ISSN: 2088-1231
Volume 12 Number 1 | February 2022 e-ISSN: 2460-5328

of Positive Psychology.
https://www.researchgate.net/publication/271832541_ Workplace_and_Family_Support_
and_Work-
Life_Balance_Implications_for_Individual_Psychological_Availability_and_Energy at
Work

Saleem, S., & Amin, S. (2017). The Impact of Organizational Support for Career Development
and Supervisory Support on Employee Performance: An Empirical Study from Pakistani
Academic Sector. European Journal of Business and Management, 5(5).
https://www.iiste.org/Journals/index.php/EJBM/article/view/4993

Schermerhorn. (2016). Management (9th ed.). John Wiley & Sons.

Schnackenberg, A. K., & Tomlinson, edward C. (2014). Organizational Transparency: A New
Perspective on Managing Trust in Organizational-Stakeholder Relationships. Journal of
Management, 42(7), 1784-1810.
https://www.researchgate.net/publication/275441822_Organizational _Transparency A
New_Perspective_on_Managing_Trust_in_Organization-Stakeholder_Relationships

Semlali, S., & Hassi, A. (2016). Work-Life Balance: How Can We Help Women it
Professionals in Morocco. Journal of Global Responsibility, 7(2), 210-225.
https://www.emerald.com/insight/content/doi/10.1108/JGR-07-2016-0017/full/htmi

Shin, Y., Oh, W,, Sim, C. H. S., & Lee, J. Y. (2016). A Multilevel Study of Supportive
Leadership And Individual Work Outcomes: The Mediating Roles Of Team Cooperation,
Job Satisfaction, And Team Commitment. Journal of Applied Business Research, 32(1),
55-70.
https://www.researchgate.net/publication/290201875_ A Multilevel Study Of Supporti
ve_Leadership_And_Individual_Work_Outcomes_The Mediating_Roles_Of Team_Co
operation_Job_Satisfaction_And_Team_Commitment

Shirazi, M., Emami, A. H., Mirmoosavi, S. J., Alavinia, S. M., Zamanian, H., Fathollahbeigi,
F., & Masiello, I. (2014). Contextualization and Standardization of the Supportive
Leadership Behavior Questionnaire Based on Socio-Cognitive Theory in Iran. Medical
Journal of the Islamic Republic of Iran (MJIRI), 28.
https://pdfs.semanticscholar.org/e791/1242e3850b80007d65b5¢125830fd4863468.pdf

Shukla, A., & Srivastava, R. (2016). Development of Short Questionnaire to Measure an
Extended Set of Role Expectation Conflict, Coworker Support and Work-Life Balance:
The New Job Stress Scale. Cogent Business & Management, 3.

Soelton, M., & Noermijati, N., Rohman, F., Mugiono, M. (2021). Improving The Performance
Non-Profit Organization?. Academy of Strategic Management Journal, 20, 1-13.

Soelton, M., & Noermijati, N., Rohman, F., Mugiono, M. (2021). Conceptualizing the Role of
Organizational Performance in Indonesia. The Journal of Asian Finance, Economics and
Business, 8(6), 1151-1160. https://doi.org/10.13106/JAFEB.2021.VOL8.N0O6.1151.

Soomro, A. A., Breitenecker, R. J., & Shah, S. A. M. (2017). Relation of work-life balance,
work-family conflict, and family-work conflict with the employee performance-
moderating role of job satisfaction. South Asian Journal of Business Studies, 7(1), 129—
146. https://www.emerald.com/insight/content/doi/10.1108/SAJBS-02-2017-
0018/full/ntml

Surji, K. (2015). Understanding Leadership and Factors that Influence Leaders’ Effectiveness.
European Journal of Business and Management, 7(33).
https://www.researchgate.net/publication/313636384 Understanding_Leadership_and_F
actors_that_Influence_Leaders%27_Effectiveness

http://dx.doi.org/10.22441/jurnal_mix.2022.v12i1.006 ‘ 81



MIX: Jurnal limiah Manajemen p-ISSN: 2088-1231
Volume 12 Number 1 | February 2022 e-ISSN: 2460-5328

Uddin, M., Ali, K. B., & Khan, M. A. (2020). Impact of Perceived Family Support, Workplace
Support, and Work-Life Balance Policies on Work-Life Balance Among Female Bankers
in Bangladesh. International Journal of Economics, Management and Accounting, 20(1),
97-122.
https://www.proquest.com/openview/b88ce4fef6dela6d541ae4ch34f199d1/1?7pq-
origsite=gscholar&chl=60227

Usman, H. (2011). Manajemen: Teori, Praktik dan Riset Pendidikan. Bumi Aksara.

Welsh, D. H. B., Kim, G., Kaciak, E., & Memili, E. (2014). The Influence of Family Moral
Support and Personal Problems on Firm Performance: The Case of Korean Female
Entrepreneurs. Journal of Developmental Entrepreneurship, 19(3).
https://www.researchgate.net/publication/276594123 The_influence_of family_moral_s
upport_and_personal_problems_on_firm_performance_The _case_of Korean _female en
trepreneurs

Wolor, C. W., Kurnianti, D., Zahra, S. F., & Martono, S. (2020). The Importance of Work-L.ife
Balance on Employee Performance Millennial Generation in Indonesia. Journal of Critical
Reviews, 7(9).
https://www.researchgate.net/publication/342231057_THE_IMPORTANCE_OF WOR
K-
LIFE_BALANCE_ON_EMPLOYEE_PERFORMANCE_MILLENNIAL_GENERATI
ON_IN_INDONESIA

Wong, P.-Y., Bandar, N. F. A., & Saili, J. (2017). Workplace Factors And Work-Life Balance
Among Employees In Selected Services Sector. International Journal of Business and
Society, 18(1), 677—684. https://www.proquest.com/docview/2039811619

82 ‘ https://publikasi.mercubuana.ac.id/index.php/jurnal_Mix



