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Abstract.

This study explores the relationship between work-life balance (WLB), organizational
culture (OC), and lecturer performance (LP) in higher education institutions under
LLDIKTI Region 2. The research specifically investigates how organizational culture
mediates the impact of work-life balance on lecturer performance. Using a sample of
220 lecturers, the data were analyzed via path analysis to assess both direct and indirect
effects. The results show that work-life balance positively influences organizational
culture, which in turn enhances lecturer performance. However, the direct effect of
work-life balance on performance was found to be non-significant, suggesting that
organizational culture plays a crucial mediating role. This research provides novel
insight into how institutional culture mediates the effects of personal well-being on
professional outcomes, offering significant implications for policy development in
higher education. A strong focus on organizational culture can maximize the benefits
of work-life balance initiatives to boost lecturer performance in Indonesian higher
education institutions.

Keywords: work-life balance, organizational culture, lecturer performance, higher
education

1. Introduction

Lecturer performance is a key determinant of the success and reputation of higher
education institutions [1], particularly in regions like LLDIKTI Region 2, which includes
South Sumatra, Lampung, Bengkulu, and Bangka Belitung [2]. Lecturers in these regions
often juggle multiple responsibilities such as teaching, research, community service,
and administrative tasks [3]. As demands on lecturers continue to grow, maintaining a
balance between professional obligations and personal life, commonly known as work-

life balance (WLB), becomes increasingly critical [4].

How to cite this article:

Vera Sari, Mohamad Adam, and Muhammad Ichsan Hadjri, (2025), “The Role of Organizational Culture in Enhancing

Lecturer Performance: Mediating Effects of Work-Life Balance in LLDIKTI Region 2” in The 7th International Conference on Education and Social Page 407

Science

Research, KnE Social Sciences, pages 407—420. DOI 10.18502/kss.v10i9.18513


http://www.knowledgee.com
https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/

KnE Social Sciences ICESRE

Work-life balance is defined as the equilibrium an individual maintains between work-
related responsibilities and personal life [5]. In the context of higher education, achieving
this balance is essential for lecturers to avoid burnout, improve job satisfaction, and
ultimately, enhance their performance [6]. However, the relationship between work-
life balance and performance is complex and may be influenced by several other
factors within the institutional environment. Among these factors, organizational culture
(OC)—defined as the collective norms, values, and practices within an institution—plays
a pivotal role in shaping how lecturers experience their work environment and, by
extension, how effectively they perform their roles [7].

Previous studies have established that a positive organizational culture fosters col-
laboration, innovation, and a sense of belonging, all of which contribute to improved
performance. For instance, institutions with supportive and innovative cultures are more
likely to witness higher productivity and job satisfaction among their employees[8]. Work
-life balance positively impacts employee well-being, its effects on performance are
likely mediated by the nature of the work environment [9]. However, limited research has
been conducted in the context of Indonesian higher education, particularly in LLDIKTI
Region 2. This study seeks to fill this gap by examining how organizational culture
mediates the relationship between work-life balance and lecturer performance. The
central question of this study is whether work-life balance directly improves lecturer

performance or whether the relationship is mediated by the institutional culture.

The performance of lecturers in higher education institutions is a critical factor in
determining the overall success and quality of educational outcomes [10]. Particularly in
the context of LLDIKTI Region 2—comprising institutions in South Sumatra, Lampung,
Bengkulu, and Bangka Belitung—lecturers face significant professional demands. These
demands include teaching, research, and community service, which must be balanced
with personal and family responsibilities. However, managing these responsibilities
while maintaining high performance has become increasingly challenging in today’s
dynamic academic environment, especially in regions with varying levels of institutional
support and resources [11]. The core issue that this research addresses is the challenge

of how to optimize lecturer performance given these competing demands.

Existing research has identified work-life balance (WLB) as a critical factor influencing
lecturer performance [12]. Numerous studies suggest that a well-managed balance
between professional and personal responsibilities can prevent burnout, enhance job

satisfaction, and improve performance outcomes [9, 13, 14]. In parallel, organizational
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culture (OC) has been found to play an essential role in shaping the work environ-
ment and influencing how individuals perform their tasks [8]. Institutions with strong,
supportive cultures are more likely to foster environments that enable employees to
succeed in balancing work and life responsibilities, which in turn enhances their overall

performance [15].

Despite these findings, there remains a gap in the literature regarding the interaction
between work-life balance and organizational culture, particularly in the context of
higher education institutions in developing regions. While work-life balance has been
extensively studied as an independent variable affecting performance, the role of orga-
nizational culture as a mediating variable in this relationship has not been adequately
explored. Specifically, the mediating effect of organizational culture in transforming
work-life balance into tangible performance outcomes for lecturers in LLDIKTI Region 2
remains underexplored. This study offers a novel approach to addressing this gap by
investigating the mediating role of organizational culture in the relationship between
work-life balance and lecturer performance. The novelty of this research lies in its focus
on how organizational culture can amplify or diminish the effects of work-life balance
on performance outcomes. While previous studies have often treated these variables
in isolation, this study integrates them into a cohesive model that better reflects the

complex dynamics at play in academic environments.

2. Method

This study employed a quantitative research design to investigate the relationships
between work-life balance (WLB), organizational culture (OC), and lecturer performance
(LP) in higher education institutions within LLDIKTI Region 2. A cross-sectional survey
method was used to collect data from lecturers, allowing the researchers to assess the
perceptions of these individuals at a specific point in time. The survey method was
selected because it is well-suited to capturing the views of a large population and is
effective for testing relationships between multiple variables.

The population for this study consisted of lecturers employed in various higher
education institutions across South Sumatra, Lampung, Bengkulu, and Bangka Belitung,
which fall under the jurisdiction of LLDIKTI Region 2. These lecturers were actively
engaged in teaching, research, and community service during the data collection period.
A sample of 220 lecturers was chosen using stratified random sampling to ensure a

diverse representation of respondents across institutions. Stratified random sampling
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was selected to account for variations in institutional size, academic rank, and other
demographic factors, ensuring that the sample accurately reflected the larger population
of lecturers in LLDIKTI Region 2. The sample size of 220 was determined through power
analysis, ensuring sufficient statistical power for the path analysis employed in this study.

Data were collected via a self-administered questionnaire, which was distributed to
lecturers both in person and electronically. The questionnaire was divided into three
sections corresponding to the variables being measured: work-life balance, organiza-
tional culture, and lecturer performance. The work-life balance section included nine
items adapted from the scale developed by Greenhaus and Allen (2011) [9], designed
to measure the extent to which lecturers perceived balance between their professional
responsibilities and personal life. For example, one of the items asked, “I am able to
balance my professional duties with my personal life.” Responses were rated on a
five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).

The organizational culture section of the questionnaire was based on the model
developed by Cameron and Quinn (1999) [16, 17] and consisted of nine items aimed
at assessing lecturers’ perceptions of the institutional culture, specifically regarding
support, collaboration, and innovation. An example of an item from this section is, “This
institution promotes collaboration among lecturers.” Similarly, the lecturer performance
section used items adapted from Spencer and Spencer’s [18, 19] performance model,
consisting of nine items that measured self-reported effectiveness in teaching, research,
and community service [20]. Lecturers were asked to rate statements such as, “l con-

sistently meet the performance standards set by my institution.”

Given the importance of ensuring valid and reliable measurement tools in research,
the questionnaire used in this study was rigorously tested for validity and reliability
using SmartPLS before proceeding with further analyses. This process was essential
to confirm that the constructs were accurately measured, ensuring the robustness of
the data for subsequent structural model evaluations. In exploratory research, slightly
lower thresholds may be accepted. For exploratory purposes, composite reliability
values of 0.6 to 0.7 are considered acceptable, while AVE values between 0.4 and 0.5
might be considered tolerable under some conditions, particularly if other indicators of
model fit and validity are strong [21]. The data were analyzed using structural equation
modeling (SEM), which allows for the simultaneous testing of multiple relationships
between variables. Path analysis was used to examine the direct and indirect effects
of work-life balance on organizational culture and lecturer performance, as well as the

mediating role of organizational culture in the relationship between work-life balance
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and lecturer performance. The analysis was conducted using SmartPLS 3.0, which is
particularly suitable for models that involve latent variables and complex relationships.
Additionally, bootstrapping was employed to test the significance of the indirect effects.
Bootstrapping is a robust, non-parametric method that generates confidence intervals
for the mediation effects by resampling the data multiple times [21, 22]. In this study,
5,000 bootstrap samples were used to calculate the bias-corrected confidence intervals
for the indirect effects, ensuring the robustness of the findings [23].

Ethical considerations were carefully addressed throughout the study. All participants
were provided with information regarding the purpose of the research, and informed
consent was obtained prior to data collection [22]. Participants were assured of their
anonymity and the confidentiality of their responses. No identifying information was
collected, and all data were securely stored to protect the privacy of the respondents.
The research protocol was reviewed and approved by the institutional review board
(IRB) of the lead university overseeing the study, ensuring that the study complied with
ethical guidelines for research involving human subjects [22].

The novelty of this study lies in its methodological approach to investigating the medi-
ating role of organizational culture in the relationship between work-life balance and lec-
turer performance. While previous research has often examined work-life balance and
organizational culture as separate factors influencing performance, this study integrates
these variables into a cohesive model that provides a more nuanced understanding of
their interaction. By employing path analysis and bootstrapping to assess the mediation
effects, this study offers new insights into how institutional culture can enhance or
diminish the effects of work-life balance on performance outcomes. This methodological
contribution not only advances theoretical understanding but also provides practical

implications for higher education institutions seeking to improve lecturer performance.

3. Result and Discussion
34. Results

3.11. Respondent Demographics

The demographics of the 220 respondents from higher education institutions in LLDIKTI

Region 2 are presented in Table 1.
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TABLE 1: Respondent Demographics.

Gender

Female

South Sumatra

Bengkulu

Length of Service

5-10 years

> 20 years

University

Employment Status

Contract Lecturer

Academic Rank

Assistant Expert

Professor

Source: Processed Data from Survey/Research (2024)

3.1.2. Outer Loadings for Latent Variables

The outer loadings for the indicators of the three latent variables—Work-Life Balance
(WLB), Organizational Culture (OC), and Lecturer Performance (LP)—are summarized in
Table 2. All loadings exceed the minimum acceptable threshold of 0.70, indicating that

the indicators are valid measures of their respective constructs.
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TABLE 2: Outer Loadings for Latent Variables.

Indicator Latent Variable Outer Loading
WLB1 Work-Life Balance (WLB) 0.845
WLB2 Work-Life Balance (WLB) 0.901
WLB3 Work-Life Balance (WLB) 0.891
WLB4 Work-Life Balance (WLB) 0.840
WLB5 Work-Life Balance (WLB) 0.910
WLB6 Work-Life Balance (WLB) 0.840
WLB7 Work-Life Balance (WLB) 0.874
WLBS8 Work-Life Balance (WLB) 0.896
WLB9S Work-Life Balance (WLB) 0.908
ocC1 Organizational Culture (OC) 0.865
0oC2 Organizational Culture (OC) 0.916
OC3 Organizational Culture (OC) 0.895
OoC4 Organizational Culture (OC) 0.896
OC5 Organizational Culture (OC) 0.846
0ocC6 Organizational Culture (OC) 0.859
OC7 Organizational Culture (OC) 0.833
ocCs8 Organizational Culture (OC) 0.769
0oC9 Organizational Culture (OC) 0.854
PERF1 Lecturer Performance (LP) 0.886
PERF2 Lecturer Performance (LP) 0.873
PERF3 Lecturer Performance (LP) 0.863
PERF4 Lecturer Performance (LP) 0.901
PERF5 Lecturer Performance (LP) 0.715
PERF6 Lecturer Performance (LP) 0.656
PERF7 Lecturer Performance (LP) 0.646
PERF8 Lecturer Performance (LP) 0.642
PERF9 Lecturer Performance (LP) 0.654

34.3. Structural Model: Direct and Indirect Effects

The structural model was analyzed to examine both direct and indirect effects between
the variables. Work-Life Balance (WLB) was hypothesized to have both direct and indirect
effects on Lecturer Performance (LP), with Organizational Culture (OC) serving as the

mediating variable. The results of the path analysis are presented in Table 4.
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TABLE 3: Result of Validity and Reliability Testing.

Composite  Average Vari-

Construct glrg::ach’s rho_A Reliability ance Extracted
(CR) (AVE)
Sg?tiﬂffgg;‘a' 0.971 0972 0974 0.744
,Lneacr:ﬁ;e(rpEPFfFr;m' 0.921 0958 0927 0.589
\év;;ﬁtge(wm) 0963 0965 0968 0772

TABLE 4: Direct and Indirect Effects.

Path Coefficient (f) T-Value P-Value

Direct Effects

WLB - OC 0.921 39.465 0.000
WLB - LP 0.041 0.165 0.869
OC - LP 0.748 3.17 0.002

Indirect Effects

WLB —» OC — LP 0.690 2.874 0.004

The direct effect of Work-Life Balance on Organizational Culture is highly significant
(#=0.921, p < 0.001), indicating that lecturers who experience a better balance between
work and life perceive a more positive organizational culture. However, the direct effect
of Work-Life Balance on Lecturer Performance is not significant (f = 0.041, p = 0.869),

suggesting that work-life balance alone does not directly enhance performance.

The indirect effect, mediated by Organizational Culture, is significant (f = 0.690,
p = 0.004). This confirms that Organizational Culture plays a crucial mediating role,

amplifying the effects of Work-Life Balance on Lecturer Performance.

31.4. Model Diagram

The structural model, including the direct and indirect paths, is illustrated in Figure 1.
This diagram visually represents the relationships between Work-Life Balance, Organi-

zational Culture, and Lecturer Performance.

3.2. Discussion

The demographic analysis of the 220 respondents from higher education institutions

in LLDIKTI Region 2 revealed notable patterns that could have implications for the
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Figure 1: Model Diagram.

study’s findings. A majority of the respondents were male (57.7%) and had 5-10 years of
service (39.5%), indicating that most participants were in their mid-career stage. This is
significant because mid-career lecturers are often balancing increasing responsibilities
in teaching, research, and administrative tasks, which could affect their perceptions of
work-life balance and organizational culture [24]. Moreover, the fact that 78.6% of the
respondents were from universities rather than schools of higher education suggests
that they might have access to more substantial resources and support systems. This
could influence their ability to maintain a healthy work-life balance and thrive in a positive
organizational culture, potentially leading to better performance outcomes [25]. These
demographic characteristics suggest that future initiatives aimed at improving lecturer
performance should be tailored to address the specific needs of mid-career faculty
members, especially in terms of providing adequate institutional support and promoting
work-life balance strategies that are sensitive to gender and institutional type [26].

The results of this study provide important insights into the relationships between
Work-Life Balance (WLB), Organizational Culture (OC), and Lecturer Performance (LP)
in the context of higher education institutions in LLDIKTI Region 2. The findings reveal
that while Work-Life Balance does not directly influence Lecturer Performance, it exerts
a significant indirect effect through Organizational Culture, suggesting that Organiza-
tional Culture plays a pivotal role in transforming personal well-being into professional
performance outcomes.

This study confirms that Work-Life Balance has a significant positive impact on Orga-
nizational Culture (f = 0.921, p < 0.001). This finding is consistent with previous research
by Cameron and Quinn, who argued that institutions with a supportive and collaborative

culture tend to foster a more positive work environment, where employees feel valued
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and supported [27]. In the context of higher education, where lecturers are often
required to juggle multiple roles (teaching, research, and community service), a well-
balanced work-life system contributes to a more harmonious institutional culture. This
finding also aligns with Greenhaus and Allen [9], who suggested that Work-Life Balance
not only enhances individual well-being but also promotes a healthier, more productive

work environment.

However, what this study uniquely contributes is the evidence that Organizational
Culture serves as a bridge that connects Work-Life Balance to Lecturer Performance.
While previous studies have explored the direct impact of Work-Life Balance on job
satisfaction and performance, few have considered the mediating role of Organizational
Culture in this relationship. This research provides a clearer understanding of how
a supportive institutional culture is instrumental in converting Work-Life Balance into
tangible improvements in performance [28].

One of the key contributions of this study is the identification of Organizational
Culture as a full mediator between Work-Life Balance and Lecturer Performance. The
direct path between Work-Life Balance and Lecturer Performance was found to be non-
significant (f = 0.041, p = 0.869), but the indirect effect through Organizational Culture
was significant (f = 0.690, p = 0.004). This indicates that while Work-Life Balance alone
does not directly improve performance, it positively influences performance when the
organizational environment is supportive, collaborative, and conducive to professional
growth [29].

This finding challenges the assumption made by previous studies that Work-Life
Balance directly correlates with performance in all contexts [12]. Instead, it suggests
that the organizational environment plays a crucial role in translating personal well-
being into professional success [30]. Lecturers who perceive their institutions as having
a strong, positive culture are more likely to channel the benefits of Work-Life Balance
into higher performance, particularly in areas like teaching and research, which require
sustained focus and commitment. The results of this study both align with and extend
previous research. For example, Cameron and Quinn’s [16] work on Organizational Cul-
ture highlights the role of culture in enhancing employee engagement and performance.
However, the novel contribution of this study is its focus on the higher education sector
in Indonesia, specifically in LLDIKTI Region 2, and its demonstration of how Work-Life

Balance interacts with Organizational Culture to impact Lecturer Performance.
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In contrast to studies that have found a direct relationship between Work-Life Balance
and performance Greenhaus & Allen [9, 29], this study provides evidence that the
relationship is more complex and mediated by organizational factors. This finding
underscores the importance of context when examining these relationships. In highly
structured environments like higher education, where performance is often influenced
by institutional support and collaboration, Organizational Culture becomes a critical
intermediary [31].

The non-significant direct effect of Work-Life Balance on Lecturer Performance was
unexpected, particularly given the emphasis in much of the literature on the positive
effects of Work-Life Balance on job performance. However, this finding suggests that in
the context of higher education in Indonesia, Work-Life Balance alone is insufficient to
drive performance improvements without the presence of a supportive organizational
culture. This result has significant practical implications for higher education institu-
tions. Administrators seeking to improve lecturer performance should not focus solely
on Work-Life Balance policies [32]. Instead, they should prioritize cultivating a strong
Organizational Culture that reinforces collaboration, innovation, and mutual support. By
doing so, institutions can create environments where the benefits of Work-Life Balance
are fully realized in improved performance outcomes [31].

This study presents a new perspective on the relationship between Work-Life Bal-
ance, Organizational Culture, and Lecturer Performance by emphasizing the mediating
role of Organizational Culture. Institutions that foster a positive culture may see greater
benefits from Work-Life Balance initiatives, as the culture helps lecturers translate
personal well-being into professional success [33]. Future research should explore
additional mediating variables, such as job satisfaction or emotional commitment, which
may also play a role in this relationship. Moreover, longitudinal studies would provide
further insight into how these relationships evolve over time. Such research could
examine how changes in institutional culture or shifts in work-life balance policies affect
lecturer performance in the long term.

However, this study is not without limitations. The cross-sectional nature of the
research means that causal relationships cannot be definitively established. Addition-
ally, the reliance on self-reported measures may introduce bias, as respondents could
overestimate or underestimate their work-life balance or performance. Future studies
could address these limitations by using objective performance data and employing

longitudinal designs to explore causal relationships.
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4. Conclusion

In conclusion, this study contributes to the growing body of literature on Work-Life
Balance, Organizational Culture, and Lecturer Performance by highlighting the full medi-
ating role of Organizational Culture. These findings suggest that institutions seeking to
enhance lecturer performance should not only promote Work-Life Balance policies but
also actively work to cultivate a positive and supportive Organizational Culture. This
research offers a nuanced understanding of how personal and organizational factors
interact to influence performance and provides a foundation for future research in this

area.

References

[1] Barry RR, Meilani CP, Wuisan DS, et al. Engagement Perception of Young Lecturers
Managerial Level at Business School PHU. Management and Economic Journal
(MEC-J) 2020; 4: 253-272.

[2] PDDikti. Pangkalan Data Pendidikan Tinggi. PD Dikti,
https://pddikti.kemdikbud.go.id/ (accessed 22 September 2023).

[3] Republik Indonesia P. Undang-Undang Republik Indonesia Nomor 14 Tahun 2005
Tentang Guru dan Dosen. Jakarta, 2005.

[4] Isnainy UC, Setiyadi AB, Rini R, Aprina A. Adaptive Culture as an Important
Predictor of Improving Lecturers’ Performance. WSEAS Transactions on Business
and Economics. 2023;20:1600-6.

[5] Olawale AV, Fapohunda TM, llesnmi JV. Work-life balance and organisational
commitment: perceptions of working postgraduate students. BVIMSR’s. J Manag
Res. 2017;9:178-88.

[6] Kazimierz W, Nguyen H-T. Factors affecting job satisfaction of lecturers of the Faculty

of Business Administration at.

[7] Chung YW. Workplace ostracism And workplace behaviors: A moderated mediation
model of perceived stress and psychological empowerment. Anxiety Stress Coping.
2018 May;31(3):304-17.

[8] Cameron K, Sine W. A framework for organizational quality culture. Qual Manag J.
1999;6(4).7-25.

[9] Greenhaus JH, Allen TD. Work-family balance: A review and extension of the

literature. Handbook of occupational health psychology (2nd ed).

DOI 10.18502/kss.v10i9.18513 Page 418



KnE Social Sciences ICESRE

[10] Setyaningsih S, Sukono S. Cypriot Journal of Educational During The Covid-19
Pandemic Using Logistic Regression and Genetic. Cypriot Journal Of educational.
Sciences (New York). 2022;17:542-61.

[11] Terttiaavini HY, Hartono Y, Ermatita, Palupi Rini D. Comparison of Simple Additive
Weighting Method and Weighted Performance Indicator Method for Lecturer
Performance Assessment. International Journal of Modern Education and Computer
Science. 2023;15(2):1-11.

[12] Johari J, Yean Tan F, Tjik Zulkarnain ZI. Autonomy, workload, work-life balance and
job performance among teachers. Int J Educ Manag. 2018;32(1):107-20.

[13] Ninaus K, Diehl S, Terlutter R. Employee perceptions of information and
communication technologies in work life, perceived burnout, job satisfaction and
the role of work-family balance. J Bus Res. 2021;136:652—-66.

[14] Ahmed |, Islam T, Afzal R, et al. Predicting the link between employees’ task
performance and propensity to take charge: the role of family supportive supervision
and LMX. International Journal of Emerging Markets. Epub ahead of print 2023.
https:/doi.org/10.1108/IJOEM-12-2021-1859..

[15] Osman-Gani AM, Hashim J, Ismail Y. Establishing linkages between religiosity and
spirituality on employee performance. Employee Relat. 2013;35(4):360-76.

[16] Quinn R, Cameron K. Diagnosing and changing organizational culture. Reading:
Addison-Wesley.

[17] Quinn RE, Cameron KS. Positive organizational scholarship and agents of change.
Research in organizational change and development. Emerald Publishing Limited,;
2019. pp. 31-57.

[18] Spencer LM, Spencer SM. Competence at work. John Wiley&Sons. Inc, New York.

[19] Diwanti DP, Hariyanto M. Human resources who competen The Influence Of Human
Resource Competence In Spencer’s Concept To Organizational Entrepreneurship.
Jurnal Manajerial. 2022;9(2):117-37.

[20] Sukirno S. Dataset of lecturer performance appraisel. Data Brief. 2020
Aug;32:106161. ; Epub ahead of print.

[21] Hair J, R A, Babin B, et al. Multivariate Data Analysis.pdf. Australia: Cengage 2014;
7 edition: 758.

[22] Cohen L. Lawrence Manion, Keith Marisson. The ethics of educational and social
research. Taylor & Francis Group; 2018.

[23] Chin W, Marcoulides G. The Partial Least Squares Approach to Structural Equation

Modeling. Modern Methods for Business Research; 8.

DOI 10.18502/kss.v10i9.18513 Page 419



KnE Social Sciences ICESRE

[24] Zacher H, Rudolph CW, Todorovic T, Ammann D. Academic career development: A
review and research agenda. J Vocat Behav. 2019;110:357-73.

[25] Pawirosumarto S, Sarjana PK, Gunawan R. The effect of work environment,
leadership style, and organizational culture towards job satisfaction and its
implication towards employee performance in Parador hotels and resorts, Indonesia.
International Journal of Law and Management. 2017;59(6):1337-58.

[26] Daulay S. Lecturer Performance Decision Support System Using the Topsis Method
Based on Web. Journal of Applied Engineering and Technological Science.
2020;2(1):42-9.

[27] Quinn R, Cameron K. Diagnosing and changing organizational culture. Reading:
Addison-Wesley.

[28] Wu Q, Dbouk W, Hasan I, Kobeissi N, Zheng L. Does gender affect innovation?
Evidence from female chief technology officers. Res Policy. 2021;50(9):104327.

[29] Soomro AA, Breitenecker RJ, Shah SA. 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. 2018;7(1):129-46.

[30] Fiksenbaum LM. Supportive work—family environments: implications for work—family
conflict and well-being. Int J Hum Resour Manag. 2014;25(5).653-72.

[31] Mary MA, Ramesh V. An empirical study on the effect of work/family conflict to
work-life integration (WLI). Mater Today Proc. 2020;37:2279-83.

[32] Nazir O, Islam JU. Enhancing organizational commitment and employee performance
through employee engagement: an empirical check. South Asian Journal of Business
Studies. 2017;6(1):98-114.

[33] Rahim NB, Siti-Rohaida MZ. Career satisfaction and psychological well-being among
professional engineers in Malaysia: the effect of career goal development. Asian

Academy of Management Journal. 2015;20:127—-46.

DOI 10.18502/kss.v10i9.18513 Page 420



	Introduction
	Method
	Result and Discussion
	Results
	Respondent Demographics
	Outer Loadings for Latent Variables
	Structural Model: Direct and Indirect Effects
	Model Diagram

	Discussion

	Conclusion
	References

