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Abstract 

This study aimed to measure the effect of work-family conflict on employee performance of the part-time 

employee of a packaging industry in Tangerang which are mediated by readiness for change. Data collection 

during covid-19 pandemic was done by simple random sampling technique and the returned and valid 

questionnaire results were 143 samples. Data processing was used SEM method with Smart PLS 3.0 software. 

The results of this study concluded that work-family conflict have negative and significant effect on the 

employee performance, but work-family conflict have a positive and significant effect on readiness for change. 

This study conclude also that readiness for change have a positive and significant effect on relationship work-

family conflict and employee performance. Readiness for change as fully mediator. This new research proposed 

a model for building employee performance among the part-time employee of a packaging industry in 

Tangerang through enhancing work-family conflict management practice with readiness for change as a 

mediator. This research could pave the way to improve employee readiness in facing the era of industrial 

revolution 4.0. 
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INTRODUCTION 

 

The pattern of productive family has been changing the pattern of traditional family as the model of the 

dominant family, thus causing the shifting of family models (Contzen& Forney, 2017; Vrontis, 

Bresciani&Giacosa, 2016; Anand & Vohra, 2019; Barnett, Brennan & Lee, 2018). Traditional family pattern is 

marked by the role of men as breadwinners and women as housewives. Traditionally, people judge that a 

woman should not get high education degrees because at the end woman would still be a housewife. Therefore, 

whenever a woman is trying to develop their talent by working, they would be judged by the society and would 

be considered as if they are putting aside their obligations as a housewife (Arifin, 2017; Sari, 2019). 

 

As the times develop, the stigma that occurred in the society is starting to displaced by a modern consideration. 

By the presence of the similarity of rights between men and women in the society, plenty of women are starting 

to develop their talent by working outside the house (Nasir &Lilianti, 2017). In this globalisation era, both 

women and men play double role as parents and breadwinners. There are many researches discussing work-

family conflict (WFC) on non-educational formal professional workers and studying WFC on the people that 

has teaching profession is still rare. In reality, WFC is occurred in every profession in this world, especially 

teachers and educators (Gu, You & Wang, 2020). Greenhaus&Beutell(1985) visualised the types of conflict 

related with the role of women in the house and workplace dilemma. Firstly, time-based conflict, which is the 

conflict that is occurred when the time that is able to be used to fulfil one role and the time that is unable to fulfil 

the other roles, cover time divisions, energy and possibilities between the role in work and household (Allen et 

al, 2019). Furthermore, strain based conflict, which refers to the appearance of tension and emotional condition 

that resulted by one of the roles that make a person is difficult to fulfil the demands of other roles. For example, 

a mother that is working from nine-to-five would surely feel tired and it would be difficult for them to sit down 

comfortably while spending time with their children and finish their housework. Moreover, behaviour based 

conflict, which is a conflict that appears when an expectation from a particular behaviour is different from the 

other behaviour expectations. The discrepancy of individual’s behaviour in the workplace and inside the house 
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that is affected by the difference in rules of career women’s behaviour that is usually difficult to exchange roles 

between the ones that they carry out and other people’s (Ohu et al, 2019). 

 

As a wife, parent and employee at the same time may cause disharmony between one of the roles mentioned. One 

of the conflicts that appears related with multiple roles of women workers is work-family conflict. Work-family 

conflict is one of the form of interrole conflict, which is tension or role imbalance between roles that take place in 

workplace and household. (Kremer, 2016). High working hours and heavy workloads are a  direct  

sign of a work-family conflict occurrence due to excessive time and effort  used for working. 

This matter would result in lacking of time and energy that could be used to do family activities 

(Greenhaus&Beutell,1985). 

 

According to initial observation results, there are few conditions that could allow conflict to occur, the first 

thing is financial condition finansial (Odle-Dusseau, Matthews & Wayne, 2018). Financial condition of the 

husband is unable to fulfil the needs in the family, thus they depend on their wives to help in meeting their 

financial needs (Kundu et al, 2016). Financial situation in this matter is not the only major element that triggers 

the occurrence of work-family conflict. There is another one factor that may result work-family conflict in an 

household, which is limited education factor (Jansen &Hellsten, 2018). Most husbands or the patriarchs that 

have economic issues are only secondary high school graduates. With the such of degree of education, surely 

the ability of the husband to manage the conflict in the household is difficult, hence the miss understanding 

problems between the parents are often occur. The conflict that takes place from factors in the household would 

definitely affect the wife’s career. Therefore, ability of the wife as an employee to build harmony between work 

and family is the major essential (Arslaner&Boylu, 2017). The other factor that triggers the occurrence of work-

family conflict is the health of husband (Lambert et al, 2016). Health problem of the husband may cause inability 

of the husband to seek for an appropriate job. In fact, the husband may become as responsibility of the family.  

 

Based on the description above, the author needs to do further research regarding work-family conflict of the 

women employees in Indonesia to investigate the conflict that would possibly happen between the family and 

work. Study for WFC has a significant value because they may reveal the relationship between work, household, 

health, and employee welfare.  

 

THEORETICAL STUDY AND HYPOTHESIS DEVELOPMENT 

 

Work-family Conflict 

 

Definition of family has three point of views mentioned by Lestari(2012). The first is the definition of structural 

family, which defined based on the presence of family members, such as parents, children and other relatives. 

This definition is focusing on someone that becomes the part of the family. This perspective shows that family 

is the origin of a particular person (familiesoforigin), family as a source of new generations 

(familiesofprocreation), and extended family. Secondly, definition of functional family, which is defined by 

emphasis about the fulfilment of psychosocial assignments and functions. The function convers treatment, 

socialisation of children, emotional and material support, and fulfilment of certain roles. Moreover, definition of 

transactional family, which is defined as a group that develops intimacy through behaviours that creates identity 

as a family (family identity), could be in a form of emotional relationship, historical events, or even future goals. 

This perspective is focusing on how the family carries out the function. 

 

According to Greenhaus&Beutell(1985), work-family conflict is one of the forms of inter-role conflict, which is 

the pressure or imbalance of roles between work and family roles. High working hours and heavy 

workloads are a direct  sign of a work-family conflict occurrence due to excessive time and 

effort used for working. This matter would result in lacking of time and energy that could be used to do 

family activities.  Greenhaus&Beutell (1985) visualised the types of conflict related with the role of women in 

the house and workplace dilemma. Firstly, time-based conflict, which is the conflict that is occurred when the 

time that is able to be used to fulfil one role and the time that is unable to fulfil the other roles, cover time 

divisions, energy and possibilities between the role in work and household. In this case, arranging schedules is a 

difficult thing and the time is very limited when demands and behaviour that are needed to portray do not 

correspond. The second is strain based conflict, which refers to the appearance of tension and emotional 

condition that resulted by one of the roles that make a person is difficult to fulfil the demands of other roles. For 
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example, a mother that is working from nine-to-five would surely feel tired and it would be difficult for them to 

sit down comfortably while spending time with their children and finish their housework. The tension of this 

role may include stress, increase in blood pressure, anxiety, emotional condition and headaches. Thirdly, 

behaviour based conflict, which is a conflict that appears when an expectation from a particular behaviour is 

different from the other behaviour expectations. The discrepancy of individual’s behaviour in the workplace and 

inside the house that is affected by the difference in rules of career women’s behaviour that is usually difficult to 

exchange roles between the ones that they carry out and other people’s(Asbari, Bernarto, et al., 2020; Asbari, 

Pramono, et al., 2020; Sutardi et al., 2020).  

 

The problem that takes place between the two demands makes a particular person getting stressed in their 

personal life due to the imbalance between work and family. This condition needs a support from the company 

to sustain their personal life and career (Wu et al, 208). With the presence of support from the company towards 

the employee’s personal life would improve their performance and work satisfaction of the employees towards the 

company. 

 

Readiness to Change 

 

Research done by (Holt et al., 2007) showed that readiness to change is a multidimension that is affected 

by worker’s confidence that (a) they are able to implement changes that is proposed (which is change 

efficacy), (b) changes that are proposed is correspond to the organization (which is appropriateness), (c) 

leaders commit for changes that are proposed (which is management support), also (d) changes that are 

proposed should be beneficial for the members of organization (which i s personal benefit). Still 

according to (Holt et al., 2007), the indicator that could be used to measure the readiness for change of 

the employees are: 

 

1. Worker’s confidence towards changes that are proposed is proper for the organization. 

2. Worker’s confidence towards organization would receive advantage from application of the changes. 

3. Employees believe in the presence of logical reasons for changes and the presence of needs for the 

changes that are proposed. 

4. Employees focus on the benefits of changes in the company. 

5. Worker’s confidence towards their capability to apply changes that are desired. 

6. Worker’s feeling towards leaders and management in the organization having commitments and 

supporting the implementation of changes that are desired.  

7. Worker’s feeling towards themselves that they would receive benefits from the implementation of 

changes that are desired. 

 

To prepare employees to be confident enough to change in the organization, understanding the ways that could 

be used to grow readiness for change is necessary. There are two things that could be done by organization, 

which are establish readiness of the employees to change and solving problems of avoiding changes 

(Banjongprasert, 2017). (Hadiyani, 2014; Pramadani, 2012) claim that organizational commitment could affect 

the readiness to change. Organizational commitment is the desired to stay as a member of organization, trust and 

receiving values and organization’s purpose as well as the willingness to work hard for the sake of 

organization’s interest. Other than that, employee engagement (work involvement) has a role on the success of 

the implementation of organization’s changes, especially in the larger scale, which involve every elements of 

the organization. Employees that are involved in the organizational activities will tend to support the journey of 

the changes of organization and ready to change(Novitasari, Asbari, et al., 2020; Novitasari, Sasono, et al., 

2020). 

 

Worker’s Performance 

 

Performance is the behaviour on how a target is achieved (Armstrong & Taylor, 2014). Performance is the 

oriented process of the purpose that is directed to ensure that every organizational process is in the place to 

maximize the productivity of employees, team, and also the organization itself. In other opinion, performance is 

the things that are done or not done by the employees (Luthans, 2005). In order to find out the worker’s 

performance in an organization, some certain aspects are needed. Performance is affected by variable that is 

related to work covering role-stress and work/non-work conflicts (Babin & Boles, 1998). There are some 
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criteria in measuring performance, which are quality, quantity, punctuality, cost effectiveness and interpersonal 

relationship (Bernardin & Russel, 1993). Meanwhile, (Mathis & Jackson, 2002) mentioned that worker’s 

performance has some elements, namely quantity, quality, accuracy, attendance, cooperation, and loyalty. 

 

The Impact of Work-Family Conflict Towards Worker’s Performance 

 

Research done by Gozukara and Colakoglu (2016) gave a result that there is no significant relationship between 

work-family conflict with the worker’s performance. While research done by Goudarzi (2017) showed that 

work-family conflict has significant relationship with worker’s performance, although the relationship is 

negative. That research showed the lack of work-family support, since it has major risk towards performance. 

This proves that work-family conflict has a significant relationship with performance (Geroda & Puspitasari, 

2017; Hsu, 2011). From all of the researches mentioned above, hence there is a hypothesis about the impact of 

work-family conflict variable towards worker’s performance variable. Thus, based on the above justifications, 

the following hypothesis was developed and tested: 

 

H1: work-family conflict has an impact towards performance 

 

The Impact of Work-Family Conflict Towards Readiness to Change 

 

There is not much of previous research that concludes that work-family conflict has significant impact towards 

readiness to change, as much as few other research discussing about this case (Braun & Nieberle, 2017; Dai et al., 

2016; Geroda & Puspitasari, 2017; Mansour & Tremblay, 2016; Netemeyer et al., 1996; Pluut et al., 2018). 

Therefore, author has made the second hypothesis below: 

 

H2: Work-family conflict has significant impact towards readiness to change of the employees. 

 

Impact of Work-Family Conflict Towards Readiness to Change 

 

Holt,etal(2007) defined readiness as worker’s trust that they are able to implement changes that are proposed 

(self-efficacy), these changes are appropriate for the organization (appropriateness), leaders commit in these 

changes (managementsupport), also these changes will give advantage to the members of the organization 

(personal benefit). From the explanation of Holt,etal(2007), an employee is declared as ready to change is when 

they show behaviour of acceptance, embracement, and adopt plans of changing that will be done. Before an 

employee is in a ready position, they should reflect content, context, process and individual attributes to 

perceive and believe the changes that will be done by the organization. Readiness to change has been an 

important factor in creating the success of changes (Armenakis et al., 1993). This is shown by the two behaviour 

when changes is done, which could be positive and negative. Positive behaviour is shown by the presence of 

readiness to change and the negative behaviour is shown by avoiding changes. Creating positive behaviour in 

employees could be done by building readiness to change in employees, so that the changes could achieve 

success that is desired. 

 

H3: Readiness to change has an effect towards worker’s performance. 

 

Impact of Work-Family Conflict Towards Worker’s performance through Readiness to Change as a 

Mediator 

 

Some researchers concluded that work-family conflict has a significant relationship towards worker’s 

performance variable through readiness to change (Katsaros et al., 2020). Partially, some other researchers 

mentioned the significant impact of work-family conflict towards readiness to change (Astuti & Khoirunnisa, 

2018; Sari, 2018), and there is a significant impact of readiness to change towards worker’s performance 

(Fitriana & Sugiyono, 2019). There is not much of research that gives a model of relationship of the readiness to 

change mediation variable towards the relationship between work-family conflict variable and worker’s 

performance variable. Therefore, author has made the fourth hypothesis below: 

 

H4: Work-family conflict has significant impact towards worker’s performance through readiness to change as 

mediator. 
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RESEARCH METHOD 
 

Definition of Operational Variable and Indicator 
 

Method that was used in this research is quantitative method. Data collection is done by spreading questionnaire 

to every employee working in packaging industry in Tangerang, Indonesia. Instrument that was used to measure 

the work-family conflict is adapted by (Netemeyer et al., 1996) using 5 items (WFC1-WFC5). Readiness to 

change is adapted by (Holt et al., 2007) using 7 items (RTC1-RTC7). Worker’s performance is adapted by 

(Bernardin & Russel, 1993) using 6 items (WP1-WP6). Research model can be seen in Figure 1. Questionnaire 

is closely designed except for questions/statements regarding respondent’s identity, which is in a form of semi-

opened questionnaire. Every items of closed questions/statements were given five answer options, which are 

strongly agree (SA) 5 points, Agree (A) 4 points, neutral (N) 3 points, disagree (DA) 2 points, strongly disagree 

(SDA) 1 point. Method used in data preparation was by using PLS as well as software Smart PLS version 3.0 as 

the tool. 

 

Population and Sample 
 

Population in this research is the employee from one of the packaging industries in Tangerang, Indonesia, which 

has around 227 people. Questionnaire was spread by simple random sampling technique. Questionnaire results 

that were returned validly was 143 samples. So, the total sample was 71.11% from the whole population. 
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RESEARCH RESULTS AND DISCUSSION 
 

Sample Description 

 

Table 1. Sample Description  

 

Criteria Total % 

Age  < 20 years old 36 25.4% 

20 - 30 years old 67 46.6% 

> 30 years old 40 28.0% 

Years of Service < 1 year 51 35.7% 

1-2 years 69 48.5% 

> 3 years 23 15.8% 

Last Education ≥ Bachelor Degree 0 0% 

 Senior High Sch. 125 87.5% 

 Junior High Sch. 18 12.5% 

    

Validity Test Result and Research Reliability Indicator 

 

Stages on testing model of measuring involve convergent validity test and discriminant validity. While value of 

Cronbach’s alpha and composite reliability are needed in testing for construction reliability. PLS analysis result 

could be used to test for research hypothesis if all indicators in PLS model has meet the requirements of 

convergent validity, discriminant validity and reliability test.  

 

Convergent Validity Testing 

 

Convergent validity test is done by seeing the value of loading factor of each indicators towards the construct. In 

most reference, with factor weighing from at least 0.5 is considered having validity that is strong enough to 

explain the latent construct (Chin, 1998; Ghozali, 2014; Hair et al., 2010). In this research, minimum limit of 

loading factor that is accepted is 0.5, with the condition of AVE score for every construct, which is  > 0.5 

(Ghozali, 2014). After passing the process of Smart PLS 3.0, there are some indicators or items that needs to be 

taken out from the model. Furthermore, all indicators should have loading factor score above 0.5 or has meet the 

condition of AVE score above 0.5. Model that is fit and valid from the research could be seen on Figure 2. 

Therefore, convergent validity from this research model has meet all of the requirements. Loading score, 

Cronbach’s alpha, composite reliability and AVE in every construct can be seen in Table 2 below: 
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Figure 2. Valid Research Model 

Tabel 2. Items Loadings, Cronbach’s Alpha, Composite Reliability, and Average Variance Extracted 

(AVE) 

Variables Items Loadings 
Cronbach’s 

Alpha 

Composite 

Reliability 
AVE 

Work-Family Conflict WFC1 0.871 0.913 0.926 0.716 

 (WFC) WFC2 0.924    

 WFC3 0.824    

 WFC4 0.720    

 WFC5 0.876    

Readiness to Change RFC1 0.778 0.915 0.932 0.662 

(WFC) RFC2 0.776    

 RFC3 0.863    

 RFC4 0.813    

 RFC5 0.839    

 RFC6 0.796    

 RFC7 0.828    

Worker’s Performance KK1 0.790 0.924 0.941 0.727 

(WP) KK2 0.892    

 KK3 0.933    

 KK4 0.878    

 KK5 0.783    

 KK6 0.828    

 

Table 3. Discriminant Validity 

Variables KK KUB WFC 

    

Worker’s Performance (WP) 0.852   

Readiness to Change (RTC) 0.790 0.814  

Work-Family Conflict (WFC) 0.214 0.392 0.846 
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Table 4. Collinearity Statistics (VIF) 

Variables 
Readiness to Change 

(RTC) 

Worker’s 

Performance (WP) 

   

Readiness to Change (RTC)  1.181 

Work-Family Conflict (WFC) 1.000 1.181 

   

 

Discriminant Validity Test 

 

Discriminant validity is done to ensure that every concept of each latent variables are in contrast with the other 

latent variables. A model has a good discriminant validity if the quadratic value of AVE in each exogeneous 

construct (value on the diagonal) exceeds the correlation between the construct with the other construct (value 

below diagonal) (Ghozali, 2014). Result of discriminant validity research is done by the quadratic value of 

AVE, which means by seeing the Fornell-Larcker Criterion Value that is obtained the same way as shown in 

Table 3. 

 

Discriminant validity test result shown in Table 3 indicates the whole construct having square root value of 

AVE above correlation value with the other latent construct (through Fornell-Larcker Criterion) including cross-

loading value of the whole item from any indicator that is larger than the other indicator items as mentioned in 

Table 4, so it can be concluded that a model has meet a discriminant validity (Fornell&Larcker, 1981). 

 

Moreover, collinearity evaluation is done to discover whether there is a collinearity in the model. To find out 

about collinearity, VIF estimation from every construct is required. If the VIF score is higher than 5, then the 

model will show a collinearity (Hair et al., 2014). It is shown the same way as in Table 4, all VIF score that is 

less than 5 means that the model has no collinearity. 

 

Construct Reliability Test 

 

Construct reliability can be assessed from the value of Cronbach’s alpha and composite reliability from each 

construct. Value of composite reliability and Cronbach’s alpha is suggested to be more than 0.7 (Ghozali, 2014). 

Reliability test result in the Table 2 above shows that all construct has composite reliability value and 

Cronbach’s alpha value higher than 0.7 (> 0.7). In conclusion, all construct has meet the reliability that is 

required. 

 

Hypothesis Examination 

 

Hypothesis test in PLS is also denoted as inner model test. This test covers significance test that has a direct and 

indirect impact as well as how large is the measurement of the exogenous variable impact towards the 

endogenous variable. To discover the effect of transformational leadership towards worker’s performance is 

through readiness to change as a mediation variable that needs a direct and indirect impact test. Impact test is 

done by using T-Statistic test in an analysis model called Partial Least Squared (PLS) with the help of 

SmartPLS 3.0 software. With the bootstrapping technique, R square value and significance test value can be 

obtained as shown in Table 5 and Table 6 below: 

 

Table 5. R Square Value 

 R Square R Square Adjusted 

Readiness to Change (RTC) 0.153 0.148 

Worker’s Performance (WP) 0.636 0.631 

 

 

 

 

 

 



International Journal of Science and Management Studies (IJSMS)                     E-ISSN: 2581-5946 

Volume: 3 Issue: 4                                  July to August 2020                                    www.ijsmsjournal.org 

 
 

© 2020, IJSMS                                                                                                                                                                Page 130 

Table 6. Hypotheses Testing 

Hypoth

eses 
Relationship Beta SE T Statistics P-Values Decision 

H1 WFC ->KK -0.112 0.049 2.272 0.023 Supported 

H2 WFC ->KUB 0.392 0.058 6.734 0.000 Supported 

H3 KUB ->KK 0.834 0.054 15.323 0.000 Supported 

H4 WFC ->KUB ->KK 0.327 0.054 6.043 0.000 Supported 

 

Based on the Table 5 above, R Square value of Readiness To Change (RTC) is 0.153, which mean the variable 

of Readiness To Change is able to be explained by the work-family conflict (WFC) variable in the percentage of 

15.3%, while the other has the percentage of 84.7% clarified by other variables that are not discussed in this 

research. R Square value of Worker’s Performance (WP) is 0.636, which means this variable is able to be 

justified by the work-family conflict (WFC) and Readiness To Change (RTC) variables in the percentage of 

63.6%, while the rest has the percentage of 36.4% explained by the other variables that are not discussed in this 

research. Meanwhile, Table 6 shows T-Statistics and P-Values which indicate the effect of the variables 

mentioned above.  

 

Discussion 

 

According to the statistical calculation summarized in Table 6 above, can be concluded that work-family 

conflict has negative significant effect towards worker’s performance in an industry. Proven in the T-Statistics 

value of 2.272, which is more than 1.96 and the P-values value of 0.023, which is smaller than 0.05. This means 

that the first hypothesis (H1) is accepted because this case is corresponding with the research result of (Asbari, 

Bernarto, et al., 2020; Asbari, Pramono, et al., 2020; Sutardi et al., 2020; Yuwono et al., 2020). Therefore, 

work-family conflict experienced by the employees is significantly affect the worker’s performance. 

 

Based on the statistical calculation summarized in Table 6 above, it can be concluded that work-family conflict has 

positive and significant effect towards readiness to change of the workers in an industry. This is proven by the T-

Statistics value of 6.734, which is larger than 1.96 and P-Values value of 0.000, which is less than 0.05. This means 

that the third hypothesis (H2) is accepted. The conclusion of this research supports the evidence found in the previous 

research by (Astuti & Khoirunnisa, 2018; Fitriana & Sugiyono, 2019; Mahessa & NRH, 2016) that work-family 

conflict is significantly and positively affect readiness to change. 

 

Based on the statistical calculation summarized in Table 6 above, it can be concluded that readiness to change has 

positive and significant effect towards worker’s performance in an industry. This is proven by the T-Statistics value of 

15.323, which is larger than 1.96 and P-Values value of 0.000, which is less than 0.05. This means that the third 

hypothesis (H3) is accepted. The conclusion of this research supports the evidence found in the previous research by 

(Banjongprasert, 2017; Katsaros et al., 2020), that readiness to change is significantly and positively affect 

performance.  

 

Based on the statistical calculation summarized in Table 6 above, it can be concluded that readiness to change has 

positive and significant effect towards worker’s performance through readiness to change of the workers in an industry. 

This is proven by the T-Statistics value of 6.043, which is larger than 1.96 and P-Values value of 0.000, which is less 

than 0.05. This means that the fourth hypothesis (H4) is accepted. The conclusion of this research supports the evidence 

found in the previous research of (Katsaros et al., 2020) who claimed that readiness to change could mediate the 

effect of leadership towards worker’s performance. In this research, the role of readiness to change is called as 

partial mediation. 
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CONCLUSION AND SUGGESTION 

 

Conclusion 

 

Based on the results of this research, it can be concluded that work-family conflict gives negative and 

significant affect towards the worker’s performance in the packaging industry. This means that the higher the 

family conflict experienced by an employee; the lower the worker’s performance would get. Nevertheless, the 

confidence and spirit of the readiness to change in employees could improve their performance. The most 

interesting point of this research is during this Covid-19 pandemic, work-family conflict has highly significant 

effect towards worker’s performance. On the other side, work-family conflict could also give positive and 

significant effect towards readiness to change of the employees in this Covid-19 pandemic. Why is that so? 

The answer is because during this pandemic era, the reality pushes the employees to accept the pandemic 

condition that does not only affect the country of Indonesia, but also worldwide. With this kind of awareness, 

the employees would try harder to survive and adapt to the changes due to Covid-19 pandemic. This research 

shows prove that readiness to change could be a full mediation towards the relationship between work-family 

conflict and worker’s performance. 

 

Managerial Implications 

 

According to this research, it is suggested that the management division of packaging industry to maintain the 

management practices of work-family conflict in a form of coaching and counseling, especially by both the 

leaders or HRD team so it would not negatively affect the worker’s performance. Moreover, the management 

should maintain the habit of providing a briefing and motivation to the leaders in the company to keep up with 

the readiness of change of the employees, especially during this Covid-19 pandemic. This is because readiness 

to change is the basic essential to start readiness to change of the employees to encounter the competition in 

this Industry 4.0 revolution era. 

 

Limitation 

 

This research has some limitations. Firstly, this research analyzes the effect of work-family conflict towards 

the worker’s performance both directly and indirectly through the variable of readiness to change. This is 

because there would be a possibility of other variables, such as motivation, competency, management 

knowledge, organization’s culture, etc. that would affect the worker’s performance. The author highly 

recommends to look for, explore and analyze the next researches. Furthermore, this research is done in a 

manufacturing industry and would possibly not be generalized to other industries. Therefore, it is highly 

suggested to do a further research regarding this topic in other industries. It would also possibly to be added to 

the all regions, or even other countries, or would also be compared between small and medium-sized 

enterprises and big organizations.  
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