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 This study examines how Work-to-Family Conflict and Family-to-
Work Conflict affect High Quality Relationships among employees 
of APJII-affiliated Internet Service Providers in Cilegon, with Job 
Satisfaction as a mediator. Using questionnaires from 150 
respondents and SEM analysis, results show both types of conflict 
are perceived as low, while Job Satisfaction and High-Quality 
Relationships are rated positively. Work-to-Family Conflict 
negatively impacts both Job Satisfaction and High-Quality 
Relationships, with Job Satisfaction fully mediating this 
relationship. Family-to-Work Conflict does not significantly affect 
Job Satisfaction or High-Quality Relationships. The findings 
highlight the need for supportive work policies to enhance job 
satisfaction and workplace relationships, and suggest expanding 
future research to include broader variables and contexts.  
Contribution: The findings provide valuable insights for managers 
to develop supportive work policies that foster job satisfaction and 
strong interpersonal relationships, and offer a foundation for future 
research to explore these dynamics across broader contexts and 
variables. 
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1. INTRODUCTION 
In the era of rapid digital transformation, the internet has become an essential need that not only 

supports communication but also supports almost all aspects of modern human life. Social, economic, 
educational, and governmental life are highly dependent on the existence of digital connectivity. According 
to the We Are Social report (2024), internet users in Indonesia have reached 215 million people, equivalent 
to 77% of the total population. This increase reflects the acceleration of digitalization and the increasing 
dependence of society on the internet. This massive growth in internet usage cannot be separated from the 
crucial role of internet service providers or Internet Service Providers (ISPs). In Indonesia, ISP companies 
are members of the Indonesian Internet Service Providers Association (APJII), an organization that regulates 
service standardization, strengthens collaboration between members, and facilitates the expansion of 
internet networks to remote areas of the country (Nasution, 2021). 
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In a survey by the Indonesian Internet Service Providers Association (APJII) to 38 provinces, it was 
noted that in 2023, Banten Province had the highest internet penetration nationally, at 89.10%, surpassing 
DKI Jakarta (86.96%) and West Java (82.73%) (Kompas, 2023). Cilegon City, as one of the main industrial 
areas in Banten, showed an increase in internet usage from 77.04% (2022) to 83.67% (2023) according to 
BPS Banten. This spike puts great pressure on ISP performance in ensuring the quality and continuity of 
services. The increasing number of users and increasing expectations for internet services have caused ISP 
employees in Cilegon City to face greater work pressure. This pressure comes from the increasing volume 
of requests, demands for speed in responding to network disruptions, and the requirement to work in a 24-
hour shift system. This condition creates tension that has the potential to cause Work-to-Family Conflict 
(WFC) and Family-to-Work Conflict (FWC). WFC occurs when work responsibilities take up time, energy, 
and attention, thus interfering with one's role in the family. In contrast, FWC occurs when household 
responsibilities such as taking care of children or parents interfere with concentration and productivity at 
work (Khalid, 2017). 

In the context of the highly dynamic and demanding ISP industry, the risk of WFC and FWC is higher. 
A study by (Obrenovic et al., 2020) stated that high-intensity work and 24/7 service expectations are very 
susceptible to triggering this role conflict. This condition not only affects employees' personal lives but 
also has a direct impact on job satisfaction and high-quality relationships in the work environment. Job 
satisfaction is an important indicator in human resource management. Employees who are satisfied with 
their jobs tend to show high loyalty, increased productivity, and a cooperative attitude in the team. 
Conversely, unmanaged Work to Family Conflict can significantly reduce job satisfaction levels (Kalliath 
& Kalliath, 2015). Several previous studies have examined WFC and FWC in the manufacturing, 
education, and health sectors (Kunkcu et al., 2024). However, research that specifically highlights this 
dynamic in technology-based service industries such as ISPs is still very limited. In fact, this sector has 
unique characteristics such as demands for 24/7 service, intense customer interaction, and high urgency 
in handling network disruptions (Liu et al., 2015). 

In addition, the quality of relationships between individuals in the workplace or high-quality relationships 
is also an important aspect that is often overlooked. Employees who experience emotional stress due to role 
conflict tend to show withdrawal behavior, difficulty communicating, and weakened trust among coworkers 
(Rispens & Demerouti, 2016). The long-term impact can be a decrease in team collaboration and a decrease 
in overall organizational effectiveness. Several previous studies have tried to understand this phenomenon 
in various contexts. For example, studies by (Chung et al., 2018) and (Kunkcu et al., 2024) examined work 
to family conflict in the manufacturing and education sectors, and found a significant correlation between 
WFC and FWC with job satisfaction. However, very few studies have focused on the service technology 
sector such as ISP, which has different work characteristics from other industries. Furthermore, there are 
still few studies that use job satisfaction as a mediating variable between work to family conflict, family to 
work conflict and high-quality relationships. In fact, based on the findings of (Lim et al., 2021) job satisfaction 
acts as a psychological dampener that bridges the negative impact of role conflict on social aspects in the 
workplace (Salazar & Diego-Medrano, 2021) also found that in the information technology sector, stress due 
to role conflict greatly affects job satisfaction, especially when there is no company policy that supports work-
family life balance. This condition illustrates that the technology service-based sector is in great need of a 
managerial approach based on empathy and role balance.  

 
2.     METHOD 

This study is quantitative in nature, referring to previous studies conducted by (Kunkcu et al., 2024) and 
(Zainal Badri & Ngo, 2025). Which aims to test the relationship between Work-to-Family Conflict and Family-
to-Work Conflict on High-Quality Relationship, with Job Satisfaction as a mediating variable, on employees of 
Internet Service Provider companies that are members of APJII in Cilegon City. The data collected are cross-
sectional, because they are only carried out once in a certain period, namely from April to May 2025. The unit 
of analysis in this study is individuals, namely employees who work at Internet Service Provider companies that 
are members of APJII in Cilegon City. The setting of this study is non-contrived settings, because it is carried 
out in a natural work environment without any manipulation from the researcher (Sekaran & Bougie, 2016). 
Data collection was conducted through an online survey with a five-point Likert scale-based questionnaire that 
had been adapted from previous studies to measure the variables of Work-to-Family Conflict, Family-to-Work 
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Conflict, Job Satisfaction, and High-Quality Relationship. Data analysis was conducted using the Structural 
Equation Modeling (SEM) method with the help of AMOS software version 22. 

In addition, this study also uses the Sobel Test to analyze the mediating role of Job Satisfaction on the 
relationship between Work to Family Conflict and Family to Work Conflict on High Quality Relationship. All tests 
were carried out after first evaluating the overall fit model based on the Kesselring approach and the criteria 
set by (Ström et al., 2023). This evaluation is important to ensure that the structural model built is statistically 
valid and is able to explain the relationship between variables comprehensively and scientifically. 

The sample used is based on the non-probability sampling method with the purposive sampling technique, 
the minimum sample size is 140 respondents, then the maximum sample size is 280 respondents. The sample 
of this study is 150 samples, this is done in case there are statement items that are not filled in by the 
respondents. The analysis technique in this study explicitly uses a quantitative approach that is objective and 
measurable, with the aim of testing the causal relationship between variables through relevant statistical 
methods. 

 
Figure 5 

 

 

 

 

 

 

 

 

 

Source: Data processed using AMOS 

 
3.     RESULTS AND DISCUSSION 

From the data that has been obtained, it shows the respondent profile based on gender. Employees 
who work in the field internet service provider with male gender having 124 respondents while female has 
26 respondents. Male respondents have a more dominant number because most of the work in this sector 
is technical skills such as fiber optic line development and internet network installation so that it requires 
physical strength and direct involvement outdoors. Therefore, the position is filled more by male workers. 
Meanwhile, from the age data that has been obtained, the respondent profile of employees is mostly in the 
age range of 18-25 years with a percentage of 42%. Respondents with this age range are more dominant 
because in this age group it is a transition period from the world of education (SMK, D3, D4, and S1) starting 
to enter the job market and tend to be more adaptive to technological developments. 

The results of this hypothesis test aim to test whether there is a negative influence of work to family 
conflict on high quality relationships, a negative influence of family to work conflict on high quality 
relationships, a negative influence of job satisfaction on high quality relationships, a positive influence of 
work to family conflict on job satisfaction, a positive influence of family to work conflict on job satisfaction, a 
negative influence of work to family conflict on high quality relationships mediated by job satisfaction, and a 
negative influence of family to work conflict on high quality relationships mediated by job satisfaction. The 
results of this analysis provide an indication of whether or not there is a significant relationship between the 
independent variables and the dependent variables in the SEM framework in this study. The discussion of 
the research hypothesis is as follows: 
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Tabel 1 
Hypothesis Testing Results 

Hypothesis Estimation (β) p-value (≤ 
0.05) Decision 

Work to Family Conflict has a negative effect on High-Quality 
Relationship 

0.319 0.005 Supported 

Family to Work Conflict has a negative effect on High-Quality 
Relationship 

0.350 0.001 Supported 

Job Satisfaction has a positive effect on High-Quality Relationship 0.478 0.000 Supported 
Work to Family Conflict has a negative effect on Job Satisfaction 0.308 0.006 Supported 
Family to Work Conflict has a negative effect on Job Satisfaction 0.138 0.162 Not 

Supported 
Work to Family Conflict negatively affects High-Quality Relationship 

through Job Satisfaction 
0.308 × 0.478 = 

0.147 
0.005 Supported 

Family to Work Conflict negatively affects High-Quality Relationship 
through Job Satisfaction 

0.138 × 0.478 = 
0.107 

0.092 Not 
Supported 

Source: AMOS software version 22, 2025. 
 

Work family conflict has a negative influence on high quality relationships 
Based on the results of the hypothesis test in the table, it is known that the magnitude of the estimate (β) is 

-0.319, meaning that the higher the perception value of Work Family Conflict, the lower the perception of the High-
Quality Relationship value. With a p-value of 0.005 <0.05, the decision of the statistical test is that the hypothesis 
is supported, so it can be concluded that Work Family Conflict has a negative effect on the High-Quality 
Relationship of employees in internet service provider companies in Cilegon City. This study shows that Work 
Family Conflict is an important factor that can disrupt the harmony and quality of interpersonal relationships in the 
work environment. This indicates that conflicts that arise from an imbalance between work demands and family 
needs can reduce the quality of work relationships that have the potential to affect employee performance and job 
satisfaction. The implication is that internet service provider companies in Cilegon City need to pay special 
attention to efforts to manage Work Family Conflict, for example by implementing flexible work policies, providing 
support for employees in balancing work and family roles, and creating a work environment that supports 
employee welfare. Thus, the company can improve High Quality Relationships which ultimately contribute to 
increased productivity and employee retention. 

This understanding is in line with previous research from (Kunkcu et al., 2024) who studied Work Family 
Conflict in the construction sector. They found that work to family conflict has a negative effect on job satisfaction, 
which in turn also reduces high quality relationships in the workplace. In the study, pressure from work roles that 
spread to the family realm caused stress and emotional exhaustion, which then prevented workers from building 
healthy communication and interpersonal relationships in the work environment. The decline in the quality of this 
relationship is a significant challenge in team-based organizations, especially in work management. Support for 
this negative relationship is also strengthened in the research of (Zainal Badri & Ngo, 2025) which was conducted 
in the manufacturing sector, especially on millennial workers. They found that work to family conflict had a direct 
impact on decreasing job satisfaction, which was one of the triggers for decreasing work motivation, as well as 
decreasing the quality of social interactions in the work environment. In the context of young workers, limited 
emotional resources due to this conflict make it difficult for them to build positive interpersonal connections, even 
in a supportive work environment. On the other hand, high quality work relationships (HQR) are actually one of 
the protectors against the negative impacts of role conflict. According to (Stephens et al., 2015), positive work 
relationships help improve individual resilience in dealing with stress, including from work-family imbalance. They 
found that supportive relationships in the workplace encourage helping behavior and increase employee 
perceptions of the work environment as an emotionally safe place. 

 
Family work Conflict has a negative influence on High Quality Relationships 

Based on the results of the hypothesis test in the table, it is known that the magnitude of the estimate (β) 
is -0.330, meaning that the higher the perception value of Family Work Conflict, the lower the perception of the 
High-Quality Relationship value. With a p-value of 0.001 <0.05, the decision of the statistical test is that the 
hypothesis is supported, so it can be concluded that Family Work Conflict has a negative effect on the High-
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Quality Relationship of employees in internet service provider companies in Cilegon City. This study indicates 
that pressure and demands from family can interfere with employees in establishing healthy communication, 
effective teamwork, and positive emotional relationships with coworkers. This is a crucial issue, especially in a 
work environment that relies on collaboration such as the internet service industry. The implication is that 
internet service provider companies in Cilegon City need to pay special attention to the balance of family and 
work life experienced by employees. Organizations need to develop flexible work policies, psychosocial 
support, and stress management training programs that can help employees manage the pressures of home 
life. With support from the company, the quality of work relationships can be improved, which will ultimately 
strengthen team performance and increase organizational productivity. 

In line with research by (Mincarone et al., 2025), family tensions have been shown to disrupt social 
relations in the workplace, and companies that ignore this aspect will face challenges in maintaining a positive 
and productive work atmosphere. This finding is reinforced by several previous studies showing that conflict 
between family and work roles has an impact on less harmonious work relationships. (Shiri, 2024) explains that 
family to work conflict can increase work stress levels and disrupt the dynamics of relationships between 
individuals in the organization, especially in companies that have intensive work systems and high targets. In 
addition, research by (Aldhaen, 2024) emphasizes the importance of organizational support in building healthy 
working conditions, because conflict from the household can damage trust and collaboration between 
employees in the workplace. If left without intervention, this condition can have an impact on increasing conflict 
between employees, high turnover, and decreased productivity. Research by (Naafs, 2017) which studied 
young workers in the Cilegon industrial area also strengthens the relevance of the local context of these 
findings. In his report, it was stated that cultural pressures on traditional roles, especially on men as 
breadwinners, increase the potential for dual role conflict. When employees have to balance work and family 
demands without structural support from the company, the quality of interpersonal relationships tends to 
decline. This is in line with the findings of (Artiawati, 2014) which shows that the imbalance between work and 
family roles has a negative correlation with job satisfaction and relationships between employees. This study 
is also supported by a measurement instrument that shows that most respondents feel that home life interferes 
with their focus and responsibilities at work, and causes tension in completing tasks and establishing teamwork. 
Employees who feel disturbed by family pressure tend to experience emotional exhaustion more easily and 
exhibit behavior that withdraws from social dynamics in the workplace. This hinders the formation of high-
quality relationships that include trust, empathy, and collaboration. 

 
Job satisfaction has a positive influence on high quality relationships 

Based on the results of the hypothesis test in the table above, it is known that the estimate (β) is 0.773, 
meaning that the higher the job satisfaction value, the higher the high-quality relationship value. With a p-value 
of 0.000 <0.05, the decision from the statistical test is that the hypothesis is supported, so it can be concluded 
that job satisfaction has a positive influence on employee high-quality relationships in internet service provider 
companies in Cilegon City. This study indicates that employees who are satisfied with their jobs tend to build 
more harmonious, communicative, and supportive relationships with their coworkers. The implication is that 
ISP companies in Cilegon City need to pay attention to factors that influence employee job satisfaction, such 
as role clarity, comfortable working conditions, and recognition of contributions. A work environment that is able 
to meet the psychological and professional needs of employees will encourage the creation of stronger and 
more collaborative working relationships. This is reinforced by research from (O’Hara et al., 2025) which states 
that job satisfaction contributes directly to the formation of a healthy work climate and positive interpersonal 
relationships among coworkers. 

This is also supported by research by (Wang, 2025) which explains that job satisfaction has a close 
correlation with social relationships in the workplace, especially in terms of trust and empathy between 
individuals. In organizations that value employee contributions and provide space for professional growth, the 
quality of relationships between employees tends to increase significantly. In addition, (Nowrouzi-kia et al., 
2025) found that job satisfaction is the main predictor of the formation of healthy work relationships, and is able 
to reduce psychological stress due to workload. 

 In the context of ISP companies, strong work relationships are key to operational success, especially 
since the work is technical and relies heavily on team synergy. When employees are satisfied with their jobs, 
they tend to be more open to communication, resolve conflicts constructively, and respect each other within 
the team. A study by (Dilrangi et al., 2025) also showed that a work environment that supports job satisfaction 
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directly increases communication effectiveness, which is the foundation of high-quality work relationships. 
Thus, the results of this hypothesis not only strengthen theories of job satisfaction in relation to interpersonal 
relationships but also provide important implications for company policies. 

 
Work to family conflict has a negative influence on job satisfaction 

Based on the results of the hypothesis test in the table, it is known that the estimate (β) is -0.393, 
meaning that the higher the perception value of Work to Family Conflict, the lower the job satisfaction value. 
With a p-value of 0.006 <0.05, the decision from the statistical test is that the hypothesis is supported and a 
significant negative relationship between work to family conflict and job satisfaction is identified in employees 
working at internet service providers (ISPs) in Cilegon City. In other words, when work responsibilities begin 
to interfere with the roles and time that should be carried out in family life, employees will feel a decrease in 
job satisfaction at work. This condition shows that interference from work to family aspects has emotional 
and psychological implications that impact employees' perceptions of their work. This provides an illustration 
that high work pressure, such as long working hours, non-stop service demands, and heavy burdens of 
responsibility, can result in the inhibition of family roles. The imbalance of these roles will make employees 
feel personally unfulfilled, which ultimately has an impact on job dissatisfaction. 

 A study conducted by (Wang, 2025) confirmed that high Work to Family Conflict tends to result in 
negative perceptions of work because individuals feel they have failed to meet their personal expectations 
outside of work. In line with this, (O’Hara et al., 2025)stated that organizations that do not provide support 
for employees' family roles are at risk of having an unhealthy and less productive work environment. In 
addition, (Daoli & Mohsenvand, 2017) also highlighted the importance of creating an organizational structure 
that takes into account the psychological and social capacities of employees. When organizations do not 
consider the pressures experienced by employees outside of work, job satisfaction tends to decrease due 
to the accumulation of unresolved stress. This is exacerbated in the ISP industry, where operational 
pressures and technical needs are high and ongoing, potentially strengthening the negative impact of work 
to family conflict on job satisfaction. Seeing this, ISP companies in Cilegon City need to adopt employee 
welfare-based strategies. This approach can include work flexibility, responsive leave to family needs, and 
stress and time management training. 

 
Family to work conflict has a negative influence on job satisfaction 

Based on the results of the hypothesis test in the table, it is known that the estimate (β) is 0.138, meaning 
that the higher the perception value, the better. Family to Work Conflict then it can increase the value job 
satisfaction. However, with a p-value of 0.162 > 0.05, the decision from the statistical test is that the hypothesis 
is not supported. So, it can be concluded that Family to Work Conflict does not have a significant negative 
impact onjob satisfaction employees at an internet service provider company in Cilegon city. Disturbances or 
pressures originating from family responsibilities that affect work have not been statistically proven to reduce 
the level ofjob satisfaction employees in the context of this study. These results indicate that although 
employees face challenges in balancing family and work roles, this does not necessarily have a direct impact 
on their perceptions of job satisfaction.  

This is supported by previous research by (Neslihan et al., 2024) who studied the kitchen staff of five-star 
hotels in Türkiye. The results of the study showed that family-to-work conflict does not have a significant 
influence onjob satisfaction. Although there is a negative correlation between family-to-work conflict and job 
satisfaction, the relationship is not strong enough to affect overall job satisfaction. This finding suggests that 
conflict originating from family demands entering the work domain does not necessarily significantly reduce 
individual satisfaction, especially when individuals have adequate adaptive capacity and social support at work. 
This perspective can be explained through conservation of resources theory latest version, which emphasizes 
the importance of the role of psychological and social resources in dealing with stress due to loss of resources 
during the pandemic (Shin et al., 2021) This understanding is reinforced by another study conducted by (Dong 
et al., 2024) which explains that work-to-family conflict does not have a direct impact on job satisfaction. The 
results of the study indicate that the negative influence of work conflict on the family is only felt to be significant 
when mediated by feelings of guilt towards the family (work-to-family guilt). In the research of (Wei et al., 2023) 
showed that contextual support from superiors can mitigate the negative impact of role conflict on work 
outcomes and psychological well-being. Thus, although family-to-work conflict does not directly affect job 
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satisfaction, leadership factors and social support continue to play an important role in maintaining employee 
work motivation and commitment. 

 
Work to family conflict negatively affect high quality relationship mediated job satisfaction 

Based on the results of testing the sixth hypothesis, it was found that Work to Family Conflict have a 
significant impact on High Quality Relationship mediated Job Satisfaction based on value p-value of 0.005 < 
0.05. The value estimate of -0.304 which shows that there is a negative influence between Work to Family 
Conflict to High Quality Relationship mediated Job Satisfaction. So, it can be concluded that Job Satisfaction 
mediate partially in influencing Work to Family Conflict to High Quality Relationship So it can be concluded that 
the sixth hypothesis of this study is supported. The data shows that employees who experience conflict between 
work demands and family life tend to have a high level of job satisfaction lower, which ultimately has an impact 
on the declining quality of working relationships in the organizational environment. In other words, when 
employees feel that the workload interferes with their roles and responsibilities in the family, this can reduce 
job satisfaction, which is then reflected in less harmonious working relationships with colleagues and superiors. 
This study shows that job satisfaction has an important role in maintaining the quality of interpersonal 
relationships in the workplace, especially in conditions of dual role pressure experienced by employees. 

 Research by (Zalewska, 2020) confirms these findings by showing that work to family conflict can 
significantly reduce job satisfaction, which further reduces the quality of relationships between colleagues in 
the work environment. In the organizational context, low job satisfaction consequence work to family conflict 
impact on decreasing emotional and collaborative engagement between employees, thus creating 
psychological distance between employees. Furthermore, (Liu et al., 2015) also found that employees who 
face role pressure from work to family experience a decrease in their ability to build healthy work relationships 
due to feelings of stress and emotional exhaustion. When job satisfaction decreased, employees became less 
open to communication, collaboration, and trust between coworkers, which are important elements ofhigh 
quality relationship. In addition, (Orellana et al., 2023) stated that job satisfaction act as a mediator in the 
relationship between workload and work relationship dynamics. In situations where work and family conflict is 
high, job satisfaction become an important buffer that can weaken the negative impact of conflict on the quality 
of interpersonal relations in the workplace. This supports the findings in this study, where job satisfaction proven 
to mediate the influence work to family conflict to high quality relationship. Therefore, it is important for 
organizations, especially in the service industry such as Internet Service Providers, to create a supportive work 
environment, pay attention to employee psychological well-being, and provide space for more flexible work role 
adjustments. 

 
Family to work conflict has a negative impact on high quality relationship mediated by job satisfaction 

Based on the results of testing the seventh hypothesis, it was found that Family to Work Conflict does 
not have a significant effect on High Quality Relationship mediated Job Satisfaction based on value p-value 
of 0.082 > 0.05. The value estimate of 0.107 which shows that there is a positive influence between Family 
to Work Conflict to High Quality Relationship mediated Job Satisfaction. So it can be concluded that Job 
Satisfaction does not have a mediating role in influencing Family to Work Conflict to High Quality 
Relationship. Although in theory conflict originating from the family can have a negative impact on 
relationships in the workplace, the results of data processing show that Job Satisfaction was not able to 
mediate the relationship significantly. Thus, the tension due to family role conflict to work was not statistically 
proven to reduce the quality of work relationships through the path of decreasing job satisfaction. This finding 
shows that in the context of organizations in Cilegon City, the relationship between Family to Work Conflict 
and High-Quality Relationship not much influenced by the level of employee job satisfaction. Most likely, 
other factors such as the company's internal support system, work flexibility, or work culture also play a 
bigger role in forming quality work relations. Therefore, the seventh hypothesis in this study is stated as not 
supported because the direct and indirect effects do not show significance. 

As in research by (Helmy, 2018) found that Family to work Conflict does not have a significant influence 
on Job Satisfaction, as well as Job Satisfaction does not mediate the relationship between Family to work 
Conflict And Turnover Intention. Similar results were also shown by research by (Fazliawan & Yanuar, 2020) 
which found that family-work conflict does not have a significant effect on job satisfaction. However, the 
variables work engagement can be used as a mediation between family to work conflict And job satisfaction. 
(Rahman et al., 2018) added that in a stressful work environment, the influence of Family to work Conflict to 
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Job Satisfaction not always consistent and often insignificant, especially when there are protective factors 
such as superior support. In addition, research by (Orellana et al., 2023) also strengthens these results, 
stating that Family to Work Conflict does not have a significant impact on Job Satisfaction, different from 
Work to Family Conflict which has a significant negative influence. These findings support the results of 
research on company employees Internet Service Provider in Cilegon City, where Family to Work Conflict 
does not significantly affect High Quality Relationship through Job Satisfaction. This indicates that in certain 
organizational contexts, such as technology companies that operate with high work pressure and demands 
for flexibility, the dynamics of work relationships are more influenced by internal organizational factors than 
by role pressures from family to work. 

 
4.     CONCLUSION 

Based on the results of the analysis of 150 respondents who were mostly male, aged 18–25 years, with 
a high school/vocational high school education background, and had a work period of 1–5 years, a number 
of important findings were found. Descriptively, the employees showed a low level of role conflict both from 
work to family and vice versa (Family to Work Conflict). On the other hand, they felt a high level of job 
satisfaction and good quality of work relationships, which were shown through enthusiasm, satisfaction, and 
enjoyment in working. 

The results of the hypothesis testing indicate that there is a significant negative influence of Work to 
Family Conflict and Family to Work Conflict on High Quality Relationship. Likewise, Work to Family Conflict 
has a negative effect on Job Satisfaction, while Family to Work Conflict does not show a significant effect 
on Job Satisfaction. In the opposite relationship, Job Satisfaction is proven to have a positive and significant 
effect on High Quality Relationship. In terms of mediation, Job Satisfaction is proven to fully mediate the 
effect of Work to Family Conflict on High Quality Relationship. However, no mediation effect of Job 
Satisfaction was found on the relationship between Family to Work Conflict and High-Quality Relationship. 
This finding indicates that work pressure that impacts family life has a greater impact on the quality of 
relationships in the workplace than family pressure on work, and job satisfaction is an important factor in 
maintaining high quality work relationships. 
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