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INTRODUCTION

Work and family are very important and interrelated. However, carrying out both roles is very
difficult so that it can lead to a conflict called work and family conflict (Hammonds, 2019). Work and
family conflicts can have negative outcomes for both families and workers. The study of Greenhaus
and Beutell (2016) shows that work and family conflicts are the result of work overload, long and
irregular working hours, pressure about performance and also work discomfort which has a negative
impact on the company by decreasing productivity, increasing work slack and absenteeism.

Roles in work are related to pressures arising from excessive workloads and time required, for
example work that must be resolved immediately, inter-role conflicts resulting from conflicting role
pressures between work and family (Greenhaus, 1985).

Role conflict and role overload are factors that have a positive effect on work and family conflicts. The
higher the level of role overload and role conflict felt by employees, the higher the work and family
conflict. Role conflict occurs when two or more social roles overlap and are incompatible. Role
conflict leads to tension as well as several work-related, non-work-related, and stress-related

consequences in work and family domains that can give rise to work and family conflicts (Creary &
Gordon, 2010).
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Rizzo (2010) states that the possibility that causes a person to experience role conflict is the
division of groups of people whose expectations are different and do not match each other. The
person will be under stress, will suffer from stress, will have to solve the problem by adopting some
behavior, and the person and system will both be disturbed. Another statement was conveyed by
Wikaningrum (2011) when someone experiences a role conflict due to the compulsion to do
something that is contrary to the values he adheres to. Between the two expectations and personal
characteristics of each of these conditions can generate pressure for the individual. The phenomenon
of role conflict that researchers found in high school teachers in Bukittinggi City is that they are often
asked to do several different jobs by their superiors at one time.

Role overload is the result of too many things to do in a certain period of time. Possibly with
many roles and an imbalance with the working time it will cause stress for employees. With time
constrained by too many tasks to complete at work, employees may need to use the time allotted for
family roles. Role overload is part of role stress in the work environment (Michele, 2016). Role
overload can occur when there is an excessive demand for time or psychological demands that are
excessive relative to the time or psychological resources available to fulfill various roles. Role
overload can burden the individual's personal and mental resources including the individual's
perception of his ability to fulfill demands (self-confidence), the extent to which the individual
believes he can satisfy his needs by fulfilling multiple roles (self-esteem), and the tendency to believe
that he will generally experience good results in life (Creary & Gordon, 2016).

Marital status is a moderator between role overload and role conflict on family work conflict
which has a significant impact. Marital status can strengthen but also weaken work and family
conflicts. Married individuals will feel a stronger level of work and family conflict than unmarried
individuals because married individuals have more responsibilities within the family, namely being a
child, husband/wife and also parents (Michel, Kotrba, Mitchelson, Clark & Baltes, 2011). The level of
employees experiencing work and family conflicts is different between those who are not married
and those who are married. Usually, married employees show more work and family conflicts than
unmarried employees (Judge, 2008). Marriage requires individuals to give priority to their personal
life over their work life. Because of the greater priority individuals give to their family roles after
marriage and having children, they may be more likely to be dissatisfied when their work extends to
family roles than unmarried individuals.

From various educational institutions in Bukittinggi, the researchers chose to conduct research
on high school teachers. This is because according to the author the problem of this role will be easier
for high school teachers than other level teachers, especially during the current pandemic, teachers
are required to carry out their duties not only at school but also at home. The role problems that the
author finds in high school teachers in Bukittinggi City are because they have difficulty in dividing
their time between work and personal or family time which results in them not being able to work
optimally. For a teacher who is married, the role in the family is related to the pressure that arises in
handling household matters. Roles in work are related to pressures arising from excessive workloads
and time required, for example work that must be resolved, inter-role conflicts resulting from
conflicting role pressures between work and family (Greenhaus & Beutell, 2014).

There is an imbalance in dividing time between work and family so that teachers easily feel tired
when doing work at school because before and after working at school, teachers are required to do
their work according to their role in the family. In addition, researchers also found another
phenomenon of work and family conflicts among teachers in the city of Bukittinggi, namely teachers
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experiencing tension and stress which resulted in health problems, unstable emotions such as feelings
of irritation that were often carried away at home and on the other hand the stress obtained at home
was also carried over to work.

LITERATUR REVIEW

1. WORK FAMILY CONFLICT

Work and family conflict is a form of pressure or role imbalance between roles at work and roles
in the family (Greenhause & Beutlee, 2010). Work and family conflict can be defined as a form of
role conflict in which the demands of work and family roles are mutually incompatible in some
respects and conditions. This usually occurs when a person tries to fulfill the demands of his role
in work and the effort is influenced by the ability of the person concerned to meet the demands of
his family or vice versa (Grandey, 2011).

Work and family conflicts are conflicts that occur because of an imbalance in roles between
responsibilities at home and at work. Bachaeach (2012) defines work and family conflict as a role
conflict that occurs in employees, where on the one hand he has to do work in the office and on
the other hand he must pay attention to the family as a whole, so it is difficult to distinguish
between work that interferes with family and family that interferes with work.

From some understandings according to the experts above, it can be concluded that work and
family conflict is a role conflict that is felt by a person in carrying out obligations or demands of
different roles simultaneously, whether it is work or personal and family matters.

2. ROLE CONFLICT

The behavioral view assumes that conflict can provide benefits or is called functional, which can
be detrimental or dysfunctional without harm. But generally conflict is detrimental to the
organization, conflict within the organization is unavoidable no matter how the organization is
designed and hinders the achievement of organizational goals (Wirawan, 2011).

Khan (2011) defines role conflict as an event that occurs simultaneously between two or more
stressors at work such that one situation makes the other situation more difficult. Greenhaus and
Beutell (2012) said that role conflict arises when there are various demands from many sources
which causes employees to find it difficult to determine what demands must be met without
ignoring other demands. A person will experience role conflict if he has two or more roles that
must be carried out or done at the same time (Luthans, 2012).

From some understanding according to the experts above, it can be concluded that role
conflict is a role conflict that is felt by employees at the same time which can harm the
organization or not harm the organization.

3. ROLE OVERLOAD
Organizational role overload occurs when an individual is involved in a set of roles in an
authority, each of which shows its own demands where the individual judges that he does not
have the resources needed to meet all demands or requests (Goode, 2010).

Role overload is seen as a form of conflicting roles where there is a strong expectation that
individuals should focus on performing various roles and tasks, resulting in conflicting priorities
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(Hsiao & Mor Barak, 2011). Ahmad (2011) states that if the total demand for time and energy is
too large for a person to perform a role adequately or comfortably, then there is a role overload.
The same thing was said by Michel et al, (2011), where role overload is a perception when a
person has too many work roles and not enough time to do them. So from some of the expert
opinions above, it can be concluded that role overload is a condition and situation where a person
has too many roles with conflicting work priorities and is required to give more time and energy

but under a predetermined time pressure..

4. MARITAL STATUS

Individuals who are married and often have more responsibilities within the family. When faced
with the demands of working time, such people should be more likely to experience conflict with
their family life than single individuals (Ford, Heinen, & Langkamer, 2007).

Judge (2008) stated that married employees showed more work and family conflicts than
unmarried employees. Marriage requires individuals to give priority to their personal life over
their work life. Because of the greater priority individuals give to their family roles after marriage
and having children, they may be more likely to be dissatisfied when their work extends to family
roles than unmarried individuals.

This is also in line with research by Michel et al, (2011), which states that married individuals
will feel a stronger level of work and family conflict than unmarried individuals because married
individuals have more responsibilities within the family, namely being a child. , husband / wife
and also parents

5. ROLE CONFLICT AND WORK AND FAMILY CONFLICT

Role conflict has an influence on work and family conflicts, if an individual feels high role
conflict, the higher the work and family conflict experienced by the individual (Greenhaus,
1987). Role conflict has a significant effect on work and family conflicts (Samuel. B Bacharach,
1991). Michel et al, (2011), stated that role conflict has a significant effect on work and family
conflicts.

H1: Role conflict has a positive and significant effect on work-family conflict

ROLE OVERLOAD AND WORK FAMILY CONFLICT

Role overload can affect work and family conflicts, burnout and job satisfaction. Role overload
has a significant impact on work and family conflict where role overload will directly increase the
level of work-family conflict (Bacharach, Bamberger & Canley, 1991). Boyar (2003) explains in his
research that role overload has a significant effect on work and family conflicts. There is a
significant relationship between role overload and work and family conflict, this study argues
that individuals who occupy a role at work and perceive that the role workload is more than they
can handle, will experience greater work and family conflict (Lingard & Francis, 2003). 2006). Role
overload is positively related to work and family conflict Ahmad (2010). Matthews (2014) in his
research says that role overload has a significant effect on work and family conflicts. If someone
has too many roles (excess roles) at one time, they tend to experience work and family conflicts
with greater intensity.
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H2: : Role overload has a positive and significant effect on family work conflict

7. THE MODERATING EFFECT OF PERCEPTION OF MARITAL STATUS

Michel et al, (2011), stated that marital status is a moderator between role overload and role
conflict on family work conflict which has a significant impact. Married individuals experience a
stronger level of work-family conflict than unmarried individuals. Mjoli, Dywili and Dodd (2013)
stated that marriage and parenthood increase the importance of the role of the family for
individuals. Because of the greater priority that individuals give to family roles after marriage
and having children, they may be more satisfied when work roles extend to family roles than
unmarried individuals. Of course this shows that someone who is married experiences a higher
level of work-family conflict. Adalikwu (2014) states that married men and women will have a
higher risk of experiencing work-family conflict than those who are not married, because the
demands of their role are not limited to being a child, but also being responsible as husband/wife
and as well as parents.

H3: Marital status moderates the relationship between role conflict variables on work family
conflict

H4: Marital status moderates the relationship between role overload variables on work-
family conflict
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Figure 1: Research Model

METHOD

The research design to be carried out is classified as a causative descriptive research. This study was

conducted to see how far the influence of role conflict and role overload on family work conflict with

marital status as a moderating variable for high school teachers in the city of Bukittinggi. The

population in this study were high school teachers in the city of Bukittinggi. Meanwhile, for

sampling, the author uses cluster proportional random sampling , which is a technique used when

the population does not consist of individuals, but groups of individuals or clusters. By dividing the

population into several separate groups called clusters and from these several clusters, several

randomly selected samples are taken. The number of samples that became respondents in the study
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amounted to 82 teachers. Sources of data used in this study is primary data where research data
obtained directly from research respondents. Data collection in this study used a questionnaire with a

Likert scale. The analysis technique used is SEM analysis using smart PLS3.
RESULT AND DISCUSSION
Descriptive Analysis Results

Table 1: Variable Descriptive Analysis Results

Variable Average Score Respondents level Category
0 (Mean) of achievement
1 | Work Family Conflict 3.66 73.21% Good
2 | Role Conflict 3.44 68.70% Good
3 | Role Overload 4,40 88,08% Very Good

Based on table 1 the results of the calculation of the frequency distribution to measure innovative
work behavior using 3 indicators with 18 statement items that show the accumulated average score is
3.66 with a respondent achievement level (TCR) of 73.21%, it can be said that work and family
conflicts in teachers SMAN in the city of Bukittinggi is said to be in the good category, so it needs to
be reduced.

Based on table 1, the results of the calculation of the frequency distribution to measure role
conflict are used 3 indicators with 7 statement items that show an accumulated average score of 3.44
with a respondent's achievement level (TCR) of 68.70%. So it can be said that the perceived role
conflict of SMAN teachers in the city of Bukittinggi is categorized as good and needs to be reduced.

Based on table 1, the results of the calculation of the frequency distribution to measure the
perception of organizational support used 2 indicators with 5 statement items showing an
accumulated average score of 2.95 with a respondent's achievement level (TCR) of 58.90%. So it can be
said that the excess role of SMAN teachers in the city of Bukittinggi is categorized as sufficient and
needs to be reduced.

Inferential Analysis Results

This research uses data analysis method using SmartPLS 3.0 software. PLS (Partial Least Square)
which is a variant-based structural equation analysis (SEM) which can test the measurement model as
well as test the structural model.

Measurement Model
The measurement model (inner model) is used to assess the validity and reliability of the model.

Convergent Validity

Based on the results of the validity test carried out using SmartPLS 3.0, through the PLS
calculation by looking at the outer loading value, it can be seen that the variables of role and family
conflict, role conflict and role overload have a correlation value that is greater than the r-table which
is more than 0.5. So it can be concluded that the statement indicators used have good validity. The
AVE value for work and family conflict is 0.663, role conflict is 0.668 and role overload is 0.559. From

76



Sulfan, A, R & Syahrizal, S. / Human Resources Management Studies 2 (2), 2022, 71-82

the value of each AVE on each indicator, the indicator for each construct is valid with other items in

one measurement..

Figure 2: Outer Model of Initial Research

Discriminant Validity and Composite reliability
Discriminant validity is to compare the Square Root of Average (AVE) for each construct with

the correlation between the construct and other constructs in the model. The construct is said to be
valid if it has an AVE value > 0.5. The following are the results of the Discriminant validity test:

Table 2 : Discriminant validity test results — AVE value and Reliability Test Results

AVE Composite Reliability
Worl Family Conflict 0.663 0.922
Role Conflict 0,668 0,858
Role Overload 0,678 0,894

Based on the results of the values above, it can be concluded that from the results of each
variable the AVE value is above 0.5. Then all indicators have met the requirements of Discriminant
Validity. While the value of composite reliability for all constructs is above 0.7 which indicates that all
constructs in the estimated model meet the criteria or are reliable.
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Figure 3: Outer Model of the Final Research
R-Square

This analysis was conducted to see the effect of exogenous variables on endogenous variables. The
following is the r-squared value in table 3:

Table 3: Results of R-square Analisis analysis

R-square
Konflik Pekerjaan dan Keluarga 0,391

Based on the table above, it can be seen that the R-square value of the work conflict variable has
a value of 39.1%, this means that the variables of role conflict, role overload, and marital status in
explaining their influence on work and family conflicts are 39.1%.

Hypothesis test
Hypothesis testing is used to determine the direct effect and moderating effect as well as the total

effect between each variable. Testing this hypothesis is done using boostrapping using the SmartPls
application, so that it can be seen the effect of exogenous variables on endogenous
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variables. Hypothesis testing is done by looking at the t-statistics generated by the structural model
(Inner model). The research hypothesis can be accepted if the t-statistic > 1.96..

Table 4: Hypothesis Test — Direct effect and indirect effect

Direct Effect
Original | Sample | Standard T
Sample | average | deviation | Statistik
Role Conflict > Work and 0,331 0,325 0,150 2.208
Family Conflict
Role Overload > Work and 0,225 0,247 0,117 1.920
Family Conflic
Indirect Effect
Role Conflict> Work Family | 0,272 0,269 0,130 2.102
Conflict>Marital Status
Role Advantages> Work and | -0.054 | -0.065 0,108 0.499
Family Conflict>Marital
Status

Source: Results from processing SmartPLS3, 2021

1. The variable of role conflict has a positive and significant effect on work and family conflict,
with a T-Statistic of 2.208 > 1.96, and a path coefficient of 0.331.

2. The variable of role overload has a not significant effect on work and family conflict, with a T-
Statistic of 1.92>1.96, and a path coefficient of 0.225.

3. Based on the calculation of the coefficient of the moderating variable, the t-statistic for the
moderating effect of role conflict on work and family conflicts through marital status is 2,102,
the value is greater than the t-table (> 1.96), with a path coefficient of 0.272. This shows that
role conflict has a significant effect on work and family conflicts with marital status as
moderating.

4. Based on the calculation of the coefficient of the moderating variable, the t-statistic for the
moderating effect of role overload on work and family conflicts through marital status is
2,102, the value is smaller than the t-table (<1.96), with a path coefficient of -0.054. It can be
concluded that the effect of role overload with work and family conflict with marital status as
moderating is not significant.

CONCLUSSION

Based on the discussion that has been described, conclusions can be drawn, 1) Role conflict has a
positive and significant effect on work and family conflicts for SMAN teachers in the city of
Bukittinggi. This means that the higher the role conflict, the higher the job conflict. 2) Role overload
has no significant effect on work and family conflicts for high school teachers in the city of
Bukittinggi. This means that when teachers have too many jobs, the workload doesn't keep teachers
too busy, and it doesn't trigger high levels of work and family conflict. This is because the workload is
not too much because the roles available in the teacher environment are not many, 3) Marital status
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significantly moderates the relationship between role conflict and work and family conflict for SMAN
teachers in the city of Bukittinggi. Married teachers positively and significantly moderated
the relationship between role conflict and work and family conflict, 4) Marital status did not
significantly moderate the relationship between role overload and work and family conflict for high
school teachers in Bukittinggi. This is because married teachers are able to manage their
responsibilities well, so that work can be completed correctly, and as a teacher the workload is not too
much because the roles available in the teacher's environment are not as many as other work places.

LIMITATIONS

This study has limitations, among others, this study only used a sample of 82 high school employees
in Bukittinggi. The author also limits the problem that the author examines to the factors that
according to the author have an effect on job conflict, role conflict, role overload.
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