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Aim – This study investigates the effect of Family-Supportive Supervisor 
Behaviour (FSSB), work-life balance, job satisfaction, motivation, and job 
performance among married private employees in Indonesia.  
Methodology – Data collection was carried out online using Goole form. This 
study used a sample of 206 private employees who were married and worked 
for at least 3 years in Indonesia. Data was analysed using Structural Equational 
Model (SEM) with Lisrel 8.80 software.  
Findings – The result showed that FSBB, job satisfaction, and motivation, have a 
positive effect on job performance. FSSB also has a positive effect on motivation. 
Work-life balance and motivation also positively influence job satisfaction. 
Another finding showed that work-life balance has no effect on the performance 
of married private employees. Based on testing the indirect relationship, there 
are two mediating roles whose results are significant, namely motivation 
mediates the relationship between FSSB on job performance. In addition, job 
satisfaction mediates the relationship between motivation and job performance.  
Limitations – This research still has some limitations that need to be improved 
in the future. First, the survey only focuses on private sector employees. Second, 
this study uses respondents who are private employees, married, but limited to 
a minimum working period of 3 years and a minimum education of bachelor’s 
degrees. Third, based on regional distribution, most of the respondents work on 
the island of Java, especially in the Greater Jakarta area. Fourth, the variables 
used in this study only focus on five variables, namely FSSB, work-life balance, 
motivation, job satisfaction, and performance.  
Originality/value – The study contributes to literature that the family-
supportive supervisor behaviours can increase motivation and job performance 
especially for among private employees who are married. When motivation 
increases, it affects satisfaction and job performance. Companies can also 
implement a work-life balance as an effort to increase job satisfaction.   
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1 INTRODUCTION  
 
In organizations, employees are the main resource for achieving organizational or company goals 

(Siddiqui, 2014; Pang & Lu, 2018; Nurdiansyah et al., 2020). As the main resource for the company, 
employees are currently experiencing many changes in terms of demographics, including an increase in 
working women or individuals who carry out multiple roles in their lives (Crain & Stevens, 2018). In car-
rying out these various roles, leaders are needed who can understand or can informally assist employees 
so that all roles can be carried out properly, also known as family-supportive supervisor behaviours 
(Suharnomo & Johnpray, 2018; Han & McLean, 2020; Shi et al., 2022).

https://doi.org/10.46287/PKYK4429
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Family-supportive supervisor behaviours consist of four types of behaviours: emotional support, daily 
work and personal problem solving, role modelling, and recognition of the strategic importance of work 
and family issues (Rajahonka et al., 2022). Family-supportive supervisor behaviours from a leader can 
have a positive impact on employees, including influencing an increase in employee motivation, especially 
extrinsic motivation, and prosocial motivation (Bosch et al., 2018). In addition, superior behaviour that 
supports the family can strengthen the relationship between work-life balance and performance (Susanto 
et al., 2022). 

When employees feel satisfied at work, the productivity of an organization will increase, which in turn 
can improve overall work performance (Mabaso & Dlamini, 2017; Ramli, 2019; Riyanto et al., 2021; Susanto 
et al., 2022). Good work performance can also result from a workforce that is committed and feels satisfied 
with aspects of their work in the organization (Onyebuchi et al., 2019). In addition, job satisfaction will 
also increase when a work-life balance is fulfilled, where workers feel a balance between different roles 
performed by an individual, namely work and family roles (Soomro et al., 2018). When work-life balance 
is fulfilled, this can affect employee job performance (Bataineh, 2019; Melayansari & Bhinekawati, 2020; 
Nurdiansyah et al., 2020; Kumari & Aithal, 2022). 

Based on research references previously published by Susanto et al. (2022), this research will also ex-
amine four variables, namely family-supportive supervisor behaviours, work-life balance, job satisfaction, 
and job performance. However, this research will add motivational variables. Family-supportive supervi-
sor behaviours are known to influence extrinsic and prosocial motivation, where extrinsic motivation is 
related to motivation that arises because of recognition from others, while prosocial motivation is related 
to the desire of an individual to be able to benefit others (Bosch et al., 2018). Apart from influencing moti-
vation, the FSSB will also be tested for its relationship to performance directly. In addition, motivation 
will also be linked to job satisfaction and job performance, where motivation can influence both (Riyanto 
et al., 2021). The relationship between motivation and job satisfaction is supported by research conducted 
by Nurdiansyah et al. (2020). Another distinguishing factor is the difference in the object studied. The 
objects that will be considered in this research are private employees in Indonesia with several predeter-
mined criteria, namely having worked for at least 3 years, having a family, and having at least bachelor’s 
degree education. So, that the urgency of the research is related to the status of private employees in In-
donesia who need family-supportive supervisor behaviours to make them feel comfortable and protected 
at work caused by superior support for their family conditions. 

The purpose of this study was to determine the influence of family-supportive supervisor behaviour, 
work-life balance, job satisfaction, motivation, and job performance on married private sector employees. 
It is hoped that through this research, it can add references related to the relationship between the five 
variables. Particularly related to the role of family-supportive supervisor behaviour. Family-supportive 
supervisor behaviour continues to grow, especially in the last three years (Crain & Stevens, 2018a). As the 
literature on these variables develops, there is a critical need to understand, advance theory, broaden em-
pirical investigations of the construct, and facilitate the practical dissemination of information regarding 
family-supportive supervisor behaviour variables in organizations.  
 

2 LITERATURE REVIEW 
 

2.1 FAMILY-SUPPORTIVE SUPERVISOR BEHAVIOUR 
 
Family-supportive supervisor behaviour (FSSB) is leadership behaviour that supports the role of em-

ployees towards their families in terms of health, welfare, and organizational performance (Hammer et 
al., 2013). FSSB is also one of the informal supports from a leader that attracts attention because it can have 
a positive influence on work and non-work balance and work-related outcomes (Odle et al., 2012). Man-
agers who support employees must empathize with employees’ efforts to ensure work-life balance and 
actively encourage employees’ ability to mix work and personal life to meet requirements (Crain & 
Stevens, 2018).  

Employees who believe that their boss cares about their personal and work lives are more likely to 
improve performance and meet supervisory goals (Rofcanin et al., 2018). There are four types of behaviour 
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in FSSB: (1) emotional support; (2) daily work and personal problem solving; (3) role modelling; and (4) 
recognition of the strategic importance of work and family problems, also known as proactive and creative 
work-family management (Rajahonka et al., 2022).  

 
2.2 WORK-LIFE BALANCE 

 
Work-life balance has six conceptualizations: multiple roles, balance in various roles, satisfaction be-

tween various roles, fulfilment between various roles, the relationship between conflict and facilitation, 
and perceived control between several roles (Kalliath & Brough, 2008). When associated with these mul-
tiple roles, work-life balance can be defined as a balance between several roles that are different from each 
other for an individual, namely the role of work and the role of family, which can provide satisfaction for 
life (Soomro et al., 2018) (Soomro et al., 2018). The concept of balance in question includes happiness, free 
time, family, ambition, and career, accompanied by spiritual activity, in creating a balance between per-
sonal life and work (Sukmayuda & Kustiawan, 2022).  

The dual roles both at work and in the family that must be carried out by an employee make employees 
demand a work-life balance from the organization (Abdirahman et al., 2020). This demand is closely re-
lated to the increase in partners who have similar dual careers, responsibilities to family and dependents, 
or the desire that employees want to spend more time with friends or enjoy leisure time (Bataineh, 2019), 
2019). Based on this, the organization has increased its focus on implementing work-life balance policies 
to increase employee retention (Chaudhuri et al., 2020). Work-life balance policies refer to organizational 
needs to ensure that employees have sufficient time to fulfil family and work responsibilities (Abdirahman 
et al., 2020).  

 
2.3 JOB SATISFACTION 

 
Work is an important aspect of an individual’s life that can take up a lot of personal and professional 

time when compared to other activities (Ali, 2016). Positive and conducive behaviour towards the work 
of an employee can indicate that the employee is satisfied with their work (Armstrong, 2016). Job satisfac-
tion can be defined as employees’ feelings of liking or disliking things related to their work (Onyebuchi et 
al., 2019). Another definition states that job satisfaction is positive or negative work behaviour, which 
consists of cognitive components (knowledge, evaluative judgments, and opinions about work), affective 
components (emotions and feelings about work), and behavioural components (manifestations of em-
ployee actions to do the job) (Paliga et al., 2022).   

Satisfaction for an employee can be shown through the level of satisfaction or pleasure obtained by the 
employee because of their evaluation of the work he has done, or the work experience the employee has 
had (Ramli, 2019). In addition, job satisfaction can also result from the perception that a person’s work 
fulfils their physical and psychological demands (Charka et al., 2022). 

 
2.4 MOTIVATION 

 
Motivation can be understood as an impulse that appears within a person, consciously or uncon-

sciously, and calls for action with a specific purpose (Dal Forno & Merlone, 2010). When it comes to an 
employee, it is widely believed that a motivated employee can provide higher results and lead to the 
successful completion of projects and tasks (Lazarova, 2020). In most cases, motivation comes from some 
need that leads to behavior that can generate several types of rewards (extrinsic and intrinsic) when these 
needs are met (Taylor & Alla, 2016). Intrinsic rewards come from within the individual, while extrinsic 
rewards are related to awards given by others (Shanks, 2007). In the publication Bosch et al. (2018), moti-
vation is divided into three categories: intrinsic, extrinsic, and prosocial motivation (employees’ desire to 
provide welfare for others), but in this publication only extrinsic and prosocial motivation are explained 
further. 

Motivation is an important indicator for an employee to be enthusiastic and increase their determina-
tion to complete work so that personal involvement and consistency with the goals set can be achieved 
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(Malkoc & Dal, 2021). The presence of motivation is expected to stimulate behavior and move it in a way 
that benefits the organization (As’ad & Fridiyanto, 2021). Therefore, motivation in management is used to 
ensure that employees can use the available energy to be effective and productive in business (Charka et 
al., 2022). 

 
2.5 JOB PERFORMANCE 

 
Job performance is the expertise of employees in carrying out their duties in a way that helps the or-

ganization achieve its goals (Sonnentag et al., 2008). Job performance refers to the employee’s relationship 
with activities and tasks that are carried out effectively and efficiently so that it can determine how much 
the employee’s contribution is to the organization (Abualoush et al., 2018). Based on this explanation, 
organizations need high-performing employees to be able to achieve company goals, vision, and mission 
and gain a competitive advantage (Thevanes & Mangaleswaran, 2018). 

The success of a company is directly related to the job performance of an employee and must be con-
sidered as an important aspect that can support the company in achieving its goals (Melayansari & 
Bhinekawati, 2020). Employee job performance is considered a parameter of the employee profession, 
where the output received by workers can be done fairly (Nurdiansyah et al., 2020). Therefore, job perfor-
mance is an indicator of an employee’s ability to fulfil the requirements of a particular job (Unguren & 
Arslan, 2021). 

 

3 RELATIONSHIP BETWEEN CONCEPTS 
 

3.1 RELATIONSHIP OF WORK-LIFE BALANCE AND JOB SATISFACTION 
 
Work-life balance has a role in job satisfaction, and an increased work-life balance can play an im-

portant role in overcoming the low level of job satisfaction of an employee (Jackson & Fransman, 2018). 
Work-life balance is also considered to have an important impact on life satisfaction and job satisfaction, 
and an increase in work-life balance has positive implications for increasing life satisfaction and job satis-
faction (Znidaršič & Marič, 2021). The concept of work-life balance can be accepted as a positive sign where 
employees can be closer to their families so that employee job satisfaction increases (Unguren & Arslan, 
2021).  

Empirical results show that a good work-life balance can increase the job satisfaction of telecommuni-
cations workers supporting partner companies in Indonesia (Erwin et al., 2019). It is also hypothesized 
that work-life balance can increase job satisfaction among interviewed workers who are continuing their 
education in Banten Province (Sukmayuda & Kustiawan, 2022). In addition, the balance between life and 
work also affects job satisfaction for employees of small and medium enterprises (Susanto et al., 2022). 
Thus, this study formulates the following hypothesis: 

H1. Work-life balance has a positive effect on job satisfaction. 
 

3.2 RELATIONSHIP OF WORK-LIFE BALANCE AND JOB PERFORMANCE 
 
Better work-life balance in a company can led to increased employee performance (Abdirahman et al., 

2020). Employees who have a balance between work and personal life responsibilities are considered more 
likely to develop a sense of loyalty to their company and can perform better at work (Melayansari & 
Bhinekawati, 2020). 

In the context of the relationship between work-life balance and job performance, the results of the 
study show that work-life balance is classified as an important element in human resources management 
(HRM), which can affect the job performance of employees in the banking industry in Sri Lanka (Thevanes 
& Mangaleswaran, 2018). Work-life balance also has a positive impact on the loyalty and job performance 
of female employees who work in Greater Jakarta Indonesia (Melayansari & Bhinekawati, 2020). Other 
research also shows that all the independent variables, namely work-life balance, job satisfaction, and 
commitment to the organization, are positively correlated with the dependent variable, namely the job 
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performance of administrative staff at the University of North Malaysia (Abdirahman et al., 2020). In ad-
dition, the effect of work-life balance on job performance was also shown in a study of employees of small 
and medium enterprises (Susanto et al., 2022).  Thus, this study formulates the following hypothesis: 

H2: Work-life balance has a positive effect on job performance. 
 

3.3 RELATIONSHIP OF JOB SATISFACTION AND JOB PERFORMANCE 
 
Employees who feel satisfied with their work are very valuable to the organization because they can 

work better so that they can contribute to the overall goals and success of the organization (Shmailan, 
2016). Job satisfaction is considered to have intrinsic and extrinsic elements, and employees with high job 
satisfaction are motivated to work harder so they can work better (Abdirahman et al., 2020). 

A survey of 400 lecturers at public and private universities in Thailand showed that job satisfaction has 
a positive impact on employee engagement and job performance (Pongton & Suntrayuth, 2019). Various 
surveys with different respondents also show the same thing. In other words, there is a correlation be-
tween job satisfaction and job performance, with high job satisfaction leading to better performance for 
employees (Widarto & Anindita, 2018; Ramli, 2019; Sidabutar et al., 2020; Nurdiansyah et al., 2020; Imran 
et al., 2020; Ridlwan et al., 2021). Thus, this study formulates the following hypothesis: 

H3: Job satisfaction has a positive effect on job performance. 
 

3.4 RELATIONSHIP OF MOTIVATION AND JOB PERFORMANCE 
 
For highly motivated employees, performance increases linearly (Rosita & Syah, 2019). Organizational 

management must motivate employees both intrinsically and extrinsically to maximize job performance 
(Kumari et al., 2021). Regarding the relationship between motivation and job performance, empirical re-
sults on information technology employee objects show that motivation has a positive effect on achieve-
ment (Riyanto et al., 2021). Other empirical data provide the same results for employee objects in manage-
ment positions in telecommunications companies (Hanafi & Syah, 2021). A study of South Sumatra ESDM 
Office employees showed positive and significant results related to work motivation (Charka et al., 2022). 
Thus, this study formulates the following hypothesis: 

H4: Motivation has a positive effect on job performance. 
 

3.5 RELATIONSHIP OF MOTIVATION AND JOB SATISFACTION 
 
A manager’s ability to influence employees can lead to a positive psychological state for employees 

when working for a company (Nurdiansyah et al., 2020). Employee behavior and emotions are influenced 
by motivation and job satisfaction (Pang & Lu, 2018). A study conducted on Bank Rakyat Indonesia em-
ployees showed that work motivation has a significant positive impact on job satisfaction (Nurdiansyah 
et al., 2020). Another study conducted on 150 employees showed similar results (Sidabutar et al., 2020). 
Furthermore, the relationship between motivation and job satisfaction was also confirmed in research on 
employees of the Department of Energy and Mineral Resources, South Sumatra, which found that moti-
vation can contribute to fluctuations in employee job satisfaction (Charka et al., 2022). Thus, this study 
formulates the following hypothesis: 

H5: Motivation has a positive effect on job satisfaction. 
 

3.6 RELATIONSHIP OF FAMILY-SUPPORTIVE SUPERVISOR BEHAVIOUR AND MOTIVA-
TION 

 
A leader’s decisions and actions can affect a person’s satisfaction and motivation, so a leader must 

understand different personality types and realize that different techniques work differently for each em-
ployee (Lazarova, 2020). Based on research that examines the relationship between family-supportive su-
pervisor behavior (FSSB) and individual prosocial and extrinsic motivation at work, covering research 
areas in four countries, namely Brazil, Kenya, the Netherlands, and the Philippines, the results show that 
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FSSB has a positive relationship with prosocial and extrinsic motivation (Bosch et al., 2018). The positive 
impact of FSSB on prosocial and extrinsic motivation applies across cultures (Shen et al., 2022). Thus, this 
study formulates the following hypothesis: 

H6: Family-supportive supervisor behavior has a positive effect on motivation. 
 

3.7 RELATIONSHIP OF FAMILY-SUPPORTIVE SUPERVISOR BEHAVIOUR AND JOB PER-
FORMANCE 

 
Family-supportive supervisor behavior (FSSB) is very important for work-life balance and the achieve-

ment of organizational goals (García et al., 2018). Employees who believe that their boss cares about their 
personal and professional lives are more likely to improve their job performance and meet control objec-
tives (Rajahonka et al., 2022; Rofcanin et al., 2018). Research conducted on employees of small and medium 
enterprises showed that family-supportive supervisor behavior strengthens the relationship between 
work-life balance and job performance (Susanto et al., 2022). In research conducted in three countries, 
namely Brazil, Chile, and Ecuador, it was found that the FSSB is associated with increased performance 
in these three countries, so organizations in Latin America must train supervisors to improve their FSSB, 
especially in countries with high levels of unemployment and low social spending (Manfredo et al., 2006). 
Thus, this study formulates the following hypothesis: 

H7: Family-supportive supervisor behavior has a positive effect on job performance. 
 

Fig 1. Research Model 
 

 
 
 
 
 
 
 

source: own research  

 
 
 
 
 
 
 

4 METHODOLOGY 
 
Quantitative measurements are carried out through data collected by online survey methods using 

Google Forms. The measurement scale used is the Likert scale. The topic to be analysed in this research is 
the influence of family-supportive supervisory behaviours, work-life balance, job satisfaction, motivation, 
and performance on married private employees. Statements related to each variable refer to previous 
studies. The statement adopted from Susanto et al. (2022) for measuring work-life balance, job satisfaction, 
and job performance variables. There are three statements related to work-life balance that generally dis-
cuss the availability of free time that an employee has for family and friends, taking care of personal mat-
ters, and fulfilling personal interests. In the job satisfaction variable, there are five statements that discuss 
job roles and the feelings felt by each individual employee when doing their current job. In the perfor-
mance variable, there are six statements that link personal judgments regarding the fulfilment of compe-
tence, responsibility, and ability to complete tasks and contribute positively to the division or department. 

Statements regarding family-supportive supervisor behaviours and motivation are adopted from 
(Bosch et al., 2018). There are four statements in the measurement of the family-supportive supervisory 
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behaviours variable that generally link the behaviour of superiors who support employees in work and 
non-work matters, which include comfort in discussing, handling, and solving problems as well as organ-
izing work to mutually benefit employees and the company. For the motivation variable, there are four 
statements that related to prosocial motivation indicators. 

Purposive sampling is the sampling method used in this study. Based on Hardani et al. (2020), purpos-
ive sampling is considered to have one main characteristic, namely that the sample is specifically selected 
according to the research objectives, where the writer determines the target respondents. The author uses 
several sample criteria, namely: (1) private employees working in Indonesia; (2) having worked for at least 
3 years in the company; (3) being willing and easy to get; (4) already married; and (5) having an education 
of at least bachelor’s degree.  

The research was carried out quantitatively using the SEM (Structural Equation Model) method with 
validity, reliability, and the hypothesis testing was tested using Lisrel 8.80 software. In the validity and 
reliability test, 22 indicators were declared valid. Initial validity and reliability tests were tested by looking 
at the outer loading and average variance extracted (AVE) indicators. Indicators fall into the valid category 
if the outer loading value is > 0.7 and the AVE is > 0.5 (Hair et al., 2017). The reliability test shows a 
composite reliability (CR) value of > 0.7 and Cronbach's alpha (CA) > 0.7, so all of them are declared 
reliable. Based on this explanation, the total number of indicators used in hypothesis testing is 22 statement 
indicators. The sample size is at least 5 to 10 times the total indicators used in the research method (Hair 
et al., 2017). Therefore, the required sample is at least 110 to 220 respondents. From this population, a 
sample of 206 respondents was drawn so that the minimum requirement of 110 respondents was met. 
Data collection was carried out from January to May 2023.  

 

5 RESULTS 
 
In this study, the sample consisted of 7 respondents with criteria consisting of gender, marital status, 

age, total number of children, education, tenure, and work location. In this step, we use a cross-tabulation 
analysis to find out the distribution of the characteristics of the respondents who participated in the study. 

 
Table 1. Profile of Respondents Based on Demographic Characteristics  

Respondents Frequency Percent (%) 

Gender 
Male 
Female 

 
106 
100 

 
51.5% 
48.5% 

Marital Status 
Married 

 
206 

 
100% 

Age (years) 

21-30 
31-40 
41-50 
51-60 
> 60 

 
87 
82 
33 
3 
1 

 
42.2% 
39.8% 
16% 
1.5% 
0.5% 

Children 
0 
1 
2 
3 
4 
≥5 
Education 

Bachelor’s degree 
Master’s degree 
Postgraduate degree 

 
42 
80 
61 
19 
4 
0 
 

181 
25 
0 

 
20.4% 
38.8% 
29.6% 
9.2% 
1.9% 
0% 

 
87.9% 
12.1% 

0% 

Tenure (years) 

3 
4 
5 

 
46 
9 
15 

 
22.3% 
4.4% 
7.3% 
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Between 5-10 
≥10 

76 
60 

36.9% 
29.1% 

Work Location 

Java Island (Greater Jakarta Indonesia) 
Java Island (Non-Greater Jakarta Indonesia) 
Sumatera Island 
Kalimantan Island 
Nusa Tenggara Island 
Bali Island 
Sulawesi Island 
Maluku and Papua Island 

 
173 
18 
13 
6 
1 
2 
0 
0 

 
84% 
8.7% 
6.3% 
2.9% 
0.5% 
1% 
0% 
0% 

source: own research  

 
Testing the validity of the instrument in this study used Lisrel 8.80 software. The loading factor value 

must be more from 0.7 for confirmatory research and loading factor values between 0.6-0.7 for those that 
are exploratory are still acceptable as well as the VE (Variance Extracted) value must be greater than 0.5 
(Hair et al., 2014). 

 
Table 2. Instrument Quality Test 

Variables/ Indicators Standardized Factor Loading 

Family-Supportive Supervisor Behaviour (CR: 0.932 ≥ 0.7; VE: 0.774 ≥ 0.5)  

My supervisor makes me feel comfortable talking to him/her about my conflict 
between work and non-work. 

0.820 

My supervisor demonstrates effective behaviours in how to juggle work and 
non-work issues. 

0.950 

My supervisor works effectively with employees to creatively solve conflict be-
tween work and non-work. 

0.930 

My supervisor organizes the work in my department or unit to jointly benefit 
employees and the company. 

0.810 

Work-Life Balance (CR: 0.884 ≥ 0.7; VE: 0.721 ≥ 0.5)  

I have enough time for my family and friends. 0.710 

I have enough time to carry out personal matters. 0.880 

I have enough time to fulfil my personal interest. 0.940 

Job Satisfaction (CR: 0.906 ≥ 0.7; VE: 0.659 ≥ 0.5)  

My job is like a hobby for to me. 0.710 

My job is usually interesting enough to keep me from getting bored. 0.810 

I feel that I am happier in my work than most other people. 0.850 

I like my job better than the average worker does. 0.820 

I find real enjoyment in my work. 0.860 

Motivation (CR: 0.901 ≥ 0.7; VE: 0.694 ≥ 0.5)  

Because I care about benefiting others through my work. 0.790 

Because I want to have a positive impact on others. 0.850 

Because I want to help others through my work. 0.880 

Because it is important to me to do good to others through my work. 0.810 

Job Performance (CR: 0.883 ≥ 0.7; VE: 0.602 ≥ 0.5)  

I meet formal performance requirements of the job. 0.700 

I fulfil responsibilities specified in the job description. 0.810 

I engage in activities that can positively affect my performance evaluation. 0.850 

I perform tasks that are expected of me. 0.780 

I can make constructive suggestions to the overall functioning of my work 
group. 

0.730 

source: own research  

 
Table 2 shows that the value of loading factor is greater than 0.7, so it can be said that it is valid. In the 

reliability test, the value of variance extracted is greater than 0.5, and the value of construct reliability is 
greater than 0.7, so it can be said that it is reliable. 
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After analysing the outer model (measurement model), the next step is to analyse the inner model 
(structural model). Structural model analysis was performed using Lisrel 8.80 software. Based on the 
standardized solution output, the outer loading value was > 0.7 on the 22 indicators used. Based on the fit 
model assessment, several tests were carried out, namely GFI (goodness fit index), RMSEA (root mean 
square error of approximation), CFI (comparative fit index), AGFI (adjusted goodness of fit), and NFI 
(normal fit index). The goodness of fit index is a model suitability index that is often proposed as a refer-
ence for assessing model fit. RMSEA is the residue contained in the model. The CFI (Comparative Fit 
Index) value is a comparison value of the model compared with the ideal model. AGFI (adjusted goodness 
of fit) is a fit index criterion for the development of GFI adjusted for the ratio of the degree of freedom for 
the proposed model to the degree of freedom for the null model. The NFI (Normed Fit Index) is a com-
parison of the proposed model with the null model. The results of the fit model assessment can be seen in 
Table 3. From these outputs on Table 3, it can be concluded that the research model is classified as a close-
fit research model (based on RMSEA), good-fit (based on two indicators, namely CFI, and NFI) and mar-
ginal-fit (based on two indicators, namely AGFI and GFI). 

 
Table 3. Model Fit Assessment 

Research Aspects Criteria Conclusion Kesimpulan 

GFI 

GFI 0: poor fit 

GFI 1: perfect fit 

GFI ≥ 0,90: good fit 

0,80 ≤ GFI < 0,90: marginal fit 

0,89 Marginal fit 

RMSEA 

RMSEA ≤ 0,05: close fit 

0,05 < RMSEA ≤ 0,08: good fit 

0,08 < RMSEA ≤ 0,10: marginal fit 

RMSEA > 0,10: poor fit. 

0,049 Close fit 

CFI CFI ≥ 0,90: good fit 0,99 Good fit 

AGFI AGFI ≥ 0,90: good fit 0,85 Marginal fit 

NFI NFI ≥ 0,90: good fit 0,97 Good fit 

source: own research 

 
Table 4. Research Model Hypothesis Test Results 

Hypothesis Hypothesis Statements T-Values (> 1,96) Results 

H1 
Work-life balance has a positive effect on job satisfac-

tion. 
3,89 Accepted 

H2 
Work-life balance has a positive effect on job perfor-

mance. 
1,48 Rejected 

H3 
Job satisfaction has a positive effect on job perfor-

mance. 
2,10 Accepted 

H4 Motivation has a positive effect on job performance. 4,58 Accepted 

H5 Motivation has a positive effect on job satisfaction. 5,53 Accepted 

H6 
Family-supportive supervisor has a positive effect on 

motivation. 
5,87 Accepted 

H7 
Family-Supportive Supervisor has a positive effect on 

job performance. 
2,25 Accepted 

source: own research  

 
Based on the data contained in Table 4, it shows that there are six hypotheses that produce data that 

supports them, while one other hypothesis produces data that does not support them because it has a t-
value of less than 1.96, namely the relationship between work-life balance and performance. In addition 
to the seven hypotheses, an indirect relationship between variables was also tested. There are two medi-
ating roles that produce a positive relationship: motivation significantly mediates the relationship between 
FSSB and performance with a t-value of 4.52, and job satisfaction also mediates a significant relationship 
between motivation and performance with a t-value of 2.10. 
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Fig 2. Path Diagram T-Value 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

source: own research  

 

6 DISCUSSION 
 
This study aims to study the relationship between family-supportive supervisor behaviour, motivation, 

work-life balance, job satisfaction, and job performance, both directly and indirectly. These five variables 
are interesting to study, especially for married employee respondents where they have many roles in their 
lives. The world is changing rapidly where many people are now looking for balance and meaning in their 
lives. Including in terms of work, they want their work to be balanced, feel interesting and meaningful, 
full of opportunities to learn new things, and consistent in achieving these goals (Rajahonka et al., 2022). 
The study shows that there is a positive relationship to the six hypotheses that were built and based on 
the indirect relationship resulting from the Lisrel 8.80 output, two mediating roles were obtained which 
played a significant role. 

The total number of male respondents involved in this research was slightly more than female respond-
ents. This shows that male respondents as heads of households certainly have greater obligations and 
responsibilities towards their families compared to female respondents. If we look at the age, most of the 
respondents are in the age range of 21-30 years and 31-40 years, this shows that people aged 21-30 years 
and 31-40 years tend to be new families who are still very committed to serving their family's needs. Based 
on work location, most respondents work in the Java Island region, especially Greater Jakarta. The location 
profile of these respondents shows that Greater Jakarta is the centre of the economy as well as the centre 
of the highest business competition in Indonesia, causing employees to be more motivated to be able to 
stay in their jobs to meet family needs. 

This research proves that work-life balance has a positive effect on job satisfaction. Married private 
employees, especially those who work in Greater Jakarta, feel their job satisfaction increases when work-
life balance is realized in their lives. Psychologically, a fulfilled work-life balance builds levels of satisfac-
tion in various roles (Brough et al., 2020). Married private employees certainly have many roles in their 
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lives. The role as a child, as a wife or husband, as a mother or father, as part of society or as an employee 
certainly requires an employee to be able to divide their time between their personal life and their work 
life. This balance can be in the form of happiness, free time, family, ambition, or career. Companies can 
build working hours that comply with regulations but avoid increasing working hours if there is no urgent 
matter. This includes not discussing work outside working hours. This is one of the efforts that manage-
ment can take so that employees can remain focused on their personal lives when they are not working 
hours, so that work-life balance can be established and ultimately increase job satisfaction for married 
employees. 

The positive influence of work-life balance on job satisfaction is not directly proportional to the role of 
work-life balance on job performance, especially among the respondents studied, namely married private 
sector employees. This finding can certainly show the meaning that even if work-life balance is not met 
properly, married private sector employees will still try to show good performance. This can be caused by 
the many roles played by married employees, giving them a greater sense of responsibility to be able to 
perform better in the Company to continue to meet their family's needs. Good performance will of course 
be directly or indirectly related to company policies related to welfare that will be given to employees 
such as salaries, bonuses, promotions, etc. so that a fulfilled work-life balance is not always directly related 
to improving employee performance.  However, work-life balance is positively related to increasing em-
ployee job satisfaction directly. 

Job satisfaction has a positive effect on the performance of married employees in the private sector. 
Employees who feel satisfied with their work will have positive implications for improving their perfor-
mance (Widarto & Anindita, 2018; Abdirahman et al., 2020; Unguren & Arslan, 2021). Job satisfaction can 
be a cause of high and low employee performance. By increasing job satisfaction for married private em-
ployees, it is hoped that the Company can achieve the goals desired by the Company in obtaining good 
work results and producing high productivity. Employees who are satisfied with their work will have 
high work motivation where they will be happier doing their work, while workers who are less satisfied 
with their work will tend to be lazy about going to work and will not be enthusiastic about completing 
their work. Therefore, job satisfaction is one of the important things that needs to be stimulated by com-
pany management as an effort to improve performance. 

The influence of motivation on performance produces a positive relationship. Apart from that, the in-
fluence of motivation on job satisfaction is also positively related. The results of this research are in line 
with much previous literature which shows that motivation influences job satisfaction and performance, 
where high motivation will have an impact on increasing job satisfaction and performance (Kumari et al., 
2021; Riyanto et al., 2021; Hanafi & Syah, 2021; Charka et al., 2022). Based on the validity test, the motiva-
tion indicator that is declared valid is the prosocial motivation indicator. This shows that for private em-
ployees who are married, the employee's desire to provide benefits or value, have a positive impact, help, 
and do good for other people, especially family, can increase job satisfaction and performance of the em-
ployee. Most of the respondents involved in this research were employees who had one child. Of course, 
this also increases employee motivation to make the best contribution to their company. Thus, the results 
of this research show how important it is for a private company to pay attention to the motivation of its 
employees, especially those related to helping or improving the welfare of employees and their families 
so that reward programs related to employee families such as child scholarships, complete family health 
insurance, reduced income tax payments are deducted from employee salaries (taxes can be borne by the 
company), and recreation involving family members. 

In the sixth hypothesis, family-supportive supervisor behaviour has a positive effect on motivation. 
This shows that if the company wants to increase employee motivation, FSSB must be considered. A su-
pervisor and employees can try to creatively resolve conflicts between work and non-work which are felt 
by most employees who have families. Another example is that a company can provide a play area in the 
office for employees' children who are not yet school age. A leader's decisions and behaviour can influence 
the satisfaction and motivation of the employees that their leads so that the role of leaders who can un-
derstand the characteristics of each employee is very much needed (Lazarova, 2020). When leaders are 
present and can understand their employees well, especially the problems they face, this can increase 
employee motivation (Bosch et al., 2018). 
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In the seventh hypothesis, family-supportive supervisor behaviour is also positively related to increas-
ing the performance of married private sector employees. These results certainly further strengthen the 
reason that management needs to start taking seriously the selection, direction, or training of people in 
leadership positions, whether team leaders, supervisors, superintendents, division heads or managers, to 
lead employees while still paying attention to life the families of the employees that their leads. For exam-
ple, in times of emergency, such as when a child or parent is sick, leaders can consider accepting employee 
permission to do WFH (work-from home) or hospital work-form or if the employee's annual leave enti-
tlement remains, the employee is given the freedom to use their leave rights in emergency situations. Em-
ployees can also discuss conflicts that occur between work and non-work where their leaders can try to 
demonstrate effective behaviour to resolve these conflicts with employees. Apart from that, a leader can 
also organize work in their department to jointly benefit both employees and the company. This kind of 
attention or concern will certainly make employees feel more comfortable working in the company so that 
it plays a direct role in improving the employee's performance. 

There are interesting things in the output produced from Lisrel 8.80 data processing, especially regard-
ing indirect relationships that are not included in the hypothesis, namely the role of mediation. In the 
output of the data processing results, two mediating roles were obtained which were significantly related. 
The first mediating role is that motivation mediates the relationship between FSSB and performance. The 
hypothesis results in the direct relationship between FSSB and performance are also stated to be signifi-
cant. So, the mediating role of motivation in the relationship between FSSB and performance is partial 
mediation, which means that the motivation variable does not only function as a mediating variable. The 
second mediating role is that job satisfaction significantly mediates the relationship between motivation 
and performance. The direct relationship between motivation and performance was also stated to be sig-
nificant, so the mediating role of job satisfaction in the relationship between these two variables was also 
classified as partial mediation. 

 

7 CONCLUSION 
 
Based on the research results, there are six hypotheses that form a positive association, and one hypoth-

esis states that the data does not support it. The family-supportive supervisor behaviour (FSSB) variable 
as the main variable in this study shows that the entire hypothesis that is built and involves this variable 
produces a positive relationship where the FSSB has a positive relationship to motivation and perfor-
mance. Work-life balance has a direct positive relationship to an increase in job satisfaction but does not 
have a positive relationship to an increase in the performance of married private employees. A work-life 
balance that is not positively related to performance can be a sign that the burden of life due to the many 
roles that must be carried out by private employees who are married requires employers to pay attention 
to improving their performance even though the work-life balance is not implemented properly in the 
company. Another result is that fluctuations in motivation have a positive impact on job satisfaction and 
performance. Job satisfaction is also positively related to employee performance. Another finding outside 
the tested hypothesis is the existence of a mediating role as an indirect relationship, which results in sig-
nificant results for two relationships, namely that motivation mediates the relationship between FSSB and 
performance. In addition, there is a mediating role for job satisfaction in the relationship between motiva-
tion and employee performance. 

This research still has some limitations that need to be improved in the future. First, the survey only 
focuses on private sector employees. Second, this study uses respondents who are private employees, 
married, but limited to a minimum working period of 3 years and a minimum education of bachelor’s 
degrees. Third, based on regional distribution, most of the respondents work on the island of Java, espe-
cially in the Greater Jakarta area. Fourth, the variables used in this study only focus on five variables, 
namely FSSB, work-life balance, motivation, job satisfaction, and performance. For further research, it is 
suggested to try to include other variables in the research construct, such as work-family conflict and 
family-work conflict. 

This study shows the managerial implications of corporate governance that demands superior behav-
iour that supports family to motivate and improve employee performance. Increased work motivation can 
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affect job satisfaction and employee performance. Companies must also pay attention to a good work-life 
balance to increase job satisfaction among employees. 
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