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ABSTRACT

This study aims to identify and analyze the key factors influencing the work-life balance of married
female employees at the Office of Women’s Empowerment and Child Protection in Kendari City. The
research investigates five variables: personality traits, demographic characteristics, job characteristics,
personal meaning of work, and family support. The study adopts a quantitative approach with an
exploratory design. The population consists of 60 married female employees, and due to the limited
population size, a census sampling technique was employed, involving all members of the population as
respondents. Data were collected using a structured questionnaire and analyzed using Exploratory
Factor Analysis (EFA) with the assistance of IBM SPSS Statistics version 23. The analysis resulted in the
emergence of three dominant factors that significantly influence work-life balance: job characteristics,
personal meaning of work, and family support. Among these, the personal meaning of work emerged as
the most influential factor. This suggests that employees who perceive their work as meaningful are
more capable of balancing their professional responsibilities with their domestic roles. In contrast,
family support was identified as the least influential factor, potentially due to its interaction with
personality traits or being moderated by external social factors such as societal expectations and
status-related concerns. These findings highlight the importance of intrinsic motivation and job
fulfillment in enabling female employees to manage dual roles effectively. The study recommends
organizational support that enhances the meaningfulness of work and considers individual differences
in addressing work-life balance challenges.
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INTRODUCTION

Work is a fundamental need for individuals as it brings them toward a more
satisfying state than before. In addition, individuals are expected to continuously
improve and develop their quality and potential in terms of performance and
productivity within their institution (Martela et al., 2021). This becomes a benchmark of
success and a means of competing with others in the professional sphere.

One crucial factor that institutions must pay attention to in meeting work
demands is human resources (HR). Human beings are the driving force of any
organization; the existence and success of an institution depend on the people behind it
(Apascaritei & Elvira, 2022). Therefore, achieving institutional goals requires competent
human resources capable of carrying out their duties effectively. Institutions must give
attention to the conditions and well-being of their employees in performing assigned
tasks (Tanjung, 2020).

Human resources are considered one of the key elements of an institution as
they function as the mechanism through which organizational goals are achieved. For
institutions to realize these goals, they must have employees who are not only
competent but also loyal and committed (Cayrat & Boxall, 2023).

An employee's life is essentially divided into two realms. On one hand, they
dedicate themselves to work to earn a living, and on the other hand, they have a family
to care for (Gtrler et al., 2022). Therefore, employees must manage their time, focus,
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and responsibilities to maintain a balance between both. This balance implies that work
should support, and be supported by, family life. When employees fail to maintain this
balance and are overwhelmed by work, it can lead to psychological distress and
behavioral issues, ultimately decreasing productivity and disrupting their work-life
balance (Gawande, 2024).

Work-life balance refers to an employee’s ability to manage work pressures
without neglecting other important aspects of personal life. It is a condition where
employees can fulfill work demands while also meeting family responsibilities and
other personal or social needs (Brough et al., 2020).

Work and family are two of the most important components of a person's life.
Balancing these two areas is crucial to an employee’s well-being. Work-life balance is
defined as the extent to which a person can simultaneously manage emotional,
behavioral, and time demands from paid work, personal obligations, and family
responsibilities (Handelzalts et al., 2024).

Several factors contribute to the achievement of work-life balance. The first is
personality characteristics, which influence both work and non-work life. The second is
demographic characteristics, including years of service and number of dependents
(Brough et al., 2020). Longer years of service may lead to fatigue or boredom, while
having more dependents may increase motivation and effective use of time. The third is
job characteristics, such as workload, work patterns, and time demands, which can
trigger conflict when work intrudes on personal and family life. The fourth factor is the
personal meaning of work, where work is not merely a source of income but also a
means of fulfilling social needs, gaining self-esteem, and achieving personal growth. The
fifth factor is family support, which refers to the employee's perception of the emotional
and practical support provided by their family while fulfilling their role as both a civil
servant and a homemaker (J. Li et al., 2024).

The Women’s Empowerment and Child Protection Office of Kendari City is
tasked with assisting the mayor in handling governmental matters related to women's
empowerment and child protection. Employees are expected to serve the public with
friendliness and dedication. Such behavior can only be sustained if there is a healthy
work-life balance. Achieving the institution’s vision and mission thus requires attention
to factors that influence this balance, as they significantly impact employee performance
(Bouwmeester et al., 2021).

Recent studies consistently highlight that women in the public sector face
significant challenges in maintaining work-life balance. The imbalance is often driven by
work demands that interfere with personal life, indicating a low level of harmony
between professional and domestic roles (Marthalina et al., 2025). Additionally,
supervisory support has been found to play a crucial role in enhancing employees' well-
being and their ability to balance work and family responsibilities. Organizational
support and cultural norms also significantly influence how female employees perceive
and manage their work-life balance (Siddiqi et al., 2024). Overall, these findings suggest
that job interference with personal life, managerial support, and organizational culture
are key determinants that must be considered when analyzing work-life balance among
female public sector employees (Begum et al., 2024).

Based on interviews with employees at the Women’s Empowerment and Child
Protection Office in Kendari City, several key aspects influence their work-life balance.
First, with regard to personality characteristics, although various tools like management
review meetings are provided to support personal development, further assessment is
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needed to understand their actual effectiveness in achieving balance. Second, in terms of
demographics, longer tenure may lead to job fatigue, while having more dependents
may increase motivation to manage time efficiently. Third, under job characteristics,
issues such as urgent task deadlines that must be completed at home and meetings that
extend late into the night often interfere with personal and family needs.

Fourth, in relation to the meaning of work, work activities are shaped by
personal experience and environment. Work is seen not only as a source of income but
also as a means to fulfill social needs, self-worth, and personal actualization. Finally,
regarding family support, some employees face challenges when their spouses or
children do not permit them to travel for work, which can hinder their ability to
maintain work-life balance (Ward & King, 2017).

In practice, many institutions tend to focus solely on their expectations of
employees while neglecting to accommodate the individual demands and needs of those
employees. Therefore, it is crucial for institutions to understand that outstanding
performance and achievement are not solely the result of skills and competencies, but
also of the employee’s ability to manage their personal quality of life alongside work
demands (Smollan & Mooney, 2024).

Without proper attention to work-life balance, excessive workloads can lead to
stress, reduced productivity, and job dissatisfaction. A healthy work-life balance helps
employees manage their professional and family responsibilities, enhances overall well-
being, and ultimately benefits the institution. Based on the above background, the
researcher is interested in conducting a study entitled: "An Analysis of Work-Life
Balance Factors Among Employees of the Women’s Empowerment and Child Protection
Office in Kendari City.".

RESEARCH METHODS

This study employed an exploratory research design with a quantitative
approach, focusing on the Women’s Empowerment and Child Protection Office of
Kendari City. The population consisted of 60 married female employees, all of whom
were included as respondents due to the limited size of the population. Primary data
were obtained through structured questionnaires addressing factors influencing
work-life balance, while secondary data were gathered from institutional records
detailing employee distribution. Data collection was conducted using a survey method
with closed-ended questions, measured on a 5-point rating scale ranging from "Very
Poor" to "Very Good" to capture respondents' perceptions. Instrument testing
included both validity testing (with a minimum item correlation of = 0.30) and
reliability testing using Cronbach’s Alpha (acceptable if = 0.70). For data analysis, the
study utilized Exploratory Factor Analysis (EFA) with the support of IBM SPSS Version
23 and Microsoft Excel 2010, aiming to identify the underlying factor structures
without determining the number of factors in advance. The EFA process sought to
extract factors that could best explain the variance in the original variables and fulfill
the research objectives (Kpolovie, 2017).
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The substance of Figure 1 illustrates the flow of an exploratory quantitative
study conducted on 60 married female employees at a specific institution. Data were
collected using structured questionnaires, followed by validity and reliability testing.
The data were then analyzed using Exploratory Factor Analysis (EFA) to identify the
underlying factors influencing work-life balance.

RESULTS AND DISCUSSION
Exploratory Factor Analysis (EFA) Summary

To identify the underlying factors that explain the variation among the five studied
variables, namely Personality Characteristics, Demographic Characteristics, Job
Characteristics, Meaning of Work to Self, and Family Support, an Exploratory Factor
Analysis was conducted. The suitability of the data for this analysis was first assessed
using the Kaiser-Meyer-Olkin (KMO) measure and Bartlett’'s Test of Sphericity.
Following this, factor extraction and interpretation were carried out to understand the
core dimensions influencing employees' work-life balance.

Aspect Brief Explanation
KMO & Bartlett's Test KMO.: 0.681 (> 0.5), Bartlett’s significance =0.008 (< 0.05);
data is adequate for factor analysis
Four variables (Personality, Job, Meaning of Work, Family
Communalities Support) show strong factor loadings (>0.5); Demographics
do not (<0.5)
Number of Factors Three factors identified (Eigenvalues > 1), explaining 67.88%
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Aspect Brief Explanation
Extracted of total variance
Factor 1: Job Highest loading 0.833; represents high needs, skills, and job
Characteristics satisfaction

Factor 2: Meaning of Highest loading 0.922; reflects employee engagement and

Work to Self emotional commitment to work

Factor 3: Family Highest loading 0.764; captures emotional, instrumental,
Support informational, and appraisal support from family
Component All three components have correlations > 0.5 (0.881, 0.682,

Transformation Matrix  0.757), confirming the validity of extracted factors

Thus, the research findings can be interpreted as follows:

1. The Exploratory Factor Analysis identified three key factors explaining 67.88% of
the total variance among variables.

2. Job Characteristics is the first and strongest factor, reflecting employees’ skills,
needs, and job satisfaction.

3. Meaning of Work to Self is the second factor, representing employees’ engagement
and emotional commitment to their work.

4. Family Support is the third factor, encompassing emotional, instrumental,
informational, and appraisal support from family.

5. Demographic Characteristics showed low factor loading and were not significant in
explaining variations.

6. These results confirm that job-related factors, personal work meaning, and family
support are the main influences on employees’ work-life balance in this
organization.

Exploratory Factor Analysis (EFA) Summary

Exploratory Factor Analysis (EFA) was conducted to examine the underlying
structure of the measured variables. The Kaiser-Meyer-Olkin (KMO) measure and
Bartlett’s Test of Sphericity were used to assess the adequacy of the data for factor
analysis. The analysis yielded three distinct factors with eigenvalues greater than 1,
confirmed by the Scree Plot. The total variance explained by these factors is 67.876%,
indicating a satisfactory level of explanation for the observed data. The rotated
component matrix (Varimax) was used to interpret the factor loadings and identify the
grouping of variables. A detailed summary of the results is presented in Table below.

Table: Summary of Exploratory Factor Analysis (EFA) Results

Aspect Result/Findings Remarks

KMO Measure of Sampling 0.681 Acceptable (KMO > 0.50),
Adequacy ' analysis can proceed

Significant (p < 0.05), data is

Bartlett’s Test of Sphericity ~ Sig. 0.008 suitable for factor analysis
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Aspect Result/Findings Remarks
KP: 0.693
MSA (Measure of Sampling ;DOOJ;; All values > 0.50 —» Adequate
Adequacy) per Variable MW: 0.657 for analysis
FS: 0.657
KP: 0.713
KD: 0.484 KD < 0.50 - Weak
Communalities (Extraction) JP:0.751 contribution to factor
MW: 0.852 explanation
FS: 0.695
Number of Extracted Based on eigenvalue > 1 and
3 Factors

Factors

Scree Plot

Total Variance Explained

Factor 1: 25.530%
Factor 2: 21.989%
Factor 3: 20.357%
Total: 67.876%

The three factors explain
67.876% of total variance

Rotated Component Matrix
(Varimax)

Factor 1 (Job
Characteristics): 0.833
Factor 2 (Meaning of
Work to Self): 0.922
Factor 3 (Family
Support): 0.764

Variables grouped based on
highest factor loadings

Transformation Matrix

Comp. 1: 0.881
Comp. 2: 0.682
Comp. 3: 0.757

All > 0.5 — Suitable for data
summarization

Abbreviations:

KP = Personality Characteristics
KD = Demographic Characteristics

JP =]Job Characteristics

MW = Meaning of Work to Self

FS = Family Support

The results of the Exploratory Factor Analysis (EFA) indicate that the data is
suitable for factor analysis, as shown by a KMO value of 0.681 and a significant Bartlett’s
Test (p = 0.008). All variables met the minimum Measure of Sampling Adequacy (MSA >
0.50), although Demographic Characteristics (KD) had a relatively low communality
(0.484), suggesting a weak contribution to the overall factor structure. Three factors
were extracted based on eigenvalues greater than 1 and the Scree Plot, collectively
explaining 67.876% of the total variance. The rotated component matrix identified clear
factor groupings: Job Characteristics, Meaning of Work to Self, and Family Support.
Furthermore, the transformation matrix values (> 0.5) support the suitability of the
extracted components for summarizing the data.
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DISCUSSION OF RESEARCH RESULTS

Personality Characteristics

Personality is understood as an individual’s evaluative perception of
themselves within both social and professional contexts. According to Colquitt, Hill
& Edmonds, (2017), personality comprises fundamental traits such as
conscientiousness, agreeableness, emotional stability (neuroticism), openness to
experience, and extraversion. These traits influence how employees engage with
colleagues and handle the demands of their workplace, thereby affecting their
overall job performance and well-being.

Research in occupational psychology emphasizes the significant role
personality plays in work-life balance. Schabracq, Winnubst, and Cooper, as noted
in The Handbook of Work and Health Psychology, explain that personality traits not
only shape work behavior but also impact an individual’s capacity to manage stress
and achieve a healthy balance between professional and personal life (Térnroos et
al, 2019). For instance, employees with high conscientiousness typically exhibit
superior time management skills, whereas those with openness tend to adapt more
easily to change (Sun et al., 2024).

A study conducted by Sulaiman, (2024) involving Nigerian government
organizations demonstrated that personality characteristics have a meaningful
effect on employee satisfaction and performance. These traits influence how
employees perceive work demands and cope with challenges in their personal lives.
The study suggested that organizations might benefit from incorporating
personality assessments to develop more effective work-life balance programs
(Laguia et al., 2024).

In the present study, employees from the Women’s Empowerment and Child
Protection Agency in Kendari generally displayed positive personality traits such as
assertiveness, emotional stability, openness, and an optimistic disposition
(Widiastuti et al., 2024). These traits theoretically contribute to a more favorable
work-life balance. However, the results of the factor analysis indicated that
personality traits were not the most significant determinants of work-life balance in
this particular setting (Zaitouni et al., 2024).

This finding suggests that the influence of personality may be indirect or
overshadowed by other factors that have a stronger impact, such as the
characteristics of the job itself (Kandler et al, 2021). It is also possible that
personality traits are embedded within broader psychological constructs like self-
actualization or self-confidence, which are in turn shaped by factors such as
educational background and professional experience. Consequently, personality
alone may not fully account for the variations in work-life balance observed among
these employees (Daly, 2021).

Furthermore, the organizational culture and work environment may
moderate the effect of personality on work-life balance. In environments where job
demands and support systems are highly structured, individual personality
differences might have less influence compared to external factors like job design
and family support. Additionally, employees who have developed effective coping
mechanisms over time may mitigate the impact of personality traits on their work-
life integration (Miiller & Kubatova, 2025).

Overall, while personality remains an important aspect of understanding
employee behavior, this study underscores the need to consider a more
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comprehensive range of factors when addressing work-life balance. Organizations
should therefore focus not only on individual traits but also on creating supportive
work conditions that enhance employees’ capacity to manage both professional and
personal responsibilities effectively (Tett & Fisher, 2021).

Demographic Characteristics

Demographic factors, such as tenure and family responsibilities, are
commonly acknowledged as significant influences on employees’ experiences and
their ability to maintain work-life balance. Sesen & Ertan, (2023) asserts that tenure
represents the accumulation of knowledge, skills, and familiarity with job tasks,
which can enhance an employee’s competence and efficiency. This increased
proficiency may reduce occupational stress and facilitate a better balance between
work and personal life. Additionally, the number of dependents is a crucial factor
that shapes the extent of personal obligations, thereby affecting how much time and
energy employees can dedicate to their professional roles.

Several empirical studies reinforce the positive link between tenure and
work-life balance. For example, research by Majumder, Jiang et al., (2018) indicates
that employees with longer tenure tend to manage their dual roles more effectively,
while those with greater family responsibilities often develop more disciplined time
management strategies. Together, these factors improve employees’ ability to meet
the demands of both their work and family environments, contributing to a
healthier work-life integration.

Contrary to these general observations, the current study revealed that
demographic characteristics exerted minimal influence on work-life balance among
employees at the Women’s Empowerment and Child Protection Agency in Kendari.
Respondents reported relatively brief tenure periods and a small number of
dependents, which corresponded with low ratings on this variable and weak factor
loadings in the exploratory analysis.

This finding suggests that the workforce in this agency primarily consists of
younger or less experienced employees with limited family responsibilities. As a
result, demographic factors such as length of service and number of dependents
may not significantly impact their work-life balance (Barakovic Husic et al., 2020).
Instead, these employees might depend more heavily on organizational structures,
job characteristics, and available support systems to manage their professional and
personal commitments effectively.

Moreover, it is important to consider that demographic factors may evolve in
their influence over time. As employees progress in their careers and assume
greater family responsibilities, such as caregiving or parenting, the impact of tenure
and dependents on work-life balance is likely to increase. This highlights the value
of longitudinal research designs to observe how demographic variables shape
employees’ work-life experiences across different stages of their professional and
personal lives (Eleonora Casandra Dobre, 2025).

Another consideration is the potential moderating role of organizational
policies and workplace culture. In environments where there is strong institutional
support for flexible work arrangements, family leave, and employee assistance
programs, the negative effects of demographic pressures may be alleviated.
Conversely, in less supportive workplaces, demographic challenges could become
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more pronounced, making it harder for employees with longer tenures or heavier
family burdens to achieve balance (Rasool et al., 2021).

Finally, the minimal influence of demographic variables in this study
underscores the need for a comprehensive approach to understanding work-life
balance. Rather than focusing solely on personal characteristics, it is essential to
examine how job design, social support, and organizational practices collectively
contribute to employees’ capacity to harmonize their work and family roles (Fassett
etal., 2022).

Job Characteristics

Job characteristics represent intrinsic aspects of work that shape employee
motivation, job satisfaction, and psychological engagement. According to Cotic et al.,
(2025) Job Characteristics Model, there are five core dimensions: skill variety, task
identity, task significance, autonomy, and feedback. These components determine
how meaningful and motivating a job is perceived to be. They influence not only the
quality of work output but also the psychological state of employees, including their
sense of purpose, responsibility, and growth. When these job attributes are well
established, employees are more likely to experience a sense of fulfillment that
supports both professional productivity and personal well-being.

Extensive literature affirms the significant role of job characteristics in
facilitating work-life balance. Zhang & Liu, (2022) argue that meaningful and well-
structured jobs enhance intrinsic motivation, reducing the likelihood of role conflict
and psychological strain. In a similar vein, CoticC et al.,, (2025) suggests that job
autonomy, meaningful tasks, and constructive feedback foster a supportive work
environment that allows employees to navigate their personal and professional
responsibilities more effectively. A job that offers opportunities for autonomy and
development not only increases satisfaction but also encourages proactive
management of work and life roles, leading to improved overall well-being.

The findings of this study strongly support these theoretical assertions.
Among all variables assessed, job characteristics emerged as the most influential
factor determining work-life balance for employees at the Women’s Empowerment
and Child Protection Agency in Kendari. Respondents consistently reported high
satisfaction with aspects of their job such as the diversity of tasks, personal
ownership over work activities, and the perceived value and impact of their
contributions. Additionally, the presence of autonomy, allowing employees to set
their own schedules and make independent decisions, enabled them to exercise
greater control over their work, which likely reduced stress and increased flexibility
to attend to personal responsibilities.

Feedback mechanisms also appeared to be a significant contributor to this
positive outcome. Employees indicated that they receive regular and constructive
input about their performance, allowing for continuous improvement and a clear
understanding of expectations. This fosters a sense of progress and accountability
while simultaneously reducing ambiguity and workplace anxiety. When employees
are confident in their ability to perform their tasks and are recognized for their
efforts, it builds psychological resilience and enhances their capacity to manage
multiple life domains without conflict (Gnepp et al., 2020).

Furthermore, the high factor loadings of job characteristics in the rotated
component matrix analysis substantiate their central role in shaping work-life
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dynamics within the agency. These findings are consistent with the results of
Ibrahim & Hussein, (2024), who identified a strong relationship between well-
structured job designs and job satisfaction among university lecturers, mediated
through reduced work-family conflict. In essence, the current study reinforces the
notion that job characteristics are not merely technical elements of job design but
are foundational to employees' psychological adjustment and balance between
work and life roles.

In summary, the quality of job design, especially when aligned with
employees’ skills, values, and autonomy, emerges as a cornerstone of effective
work-life balance. For the agency in Kendari, fostering job environments that
promote autonomy, task relevance, and feedback loops appears to have
significantly contributed to employees’ well-being. This underscores the
importance of organizational strategies that prioritize thoughtful job structuring, as
these can yield both individual and institutional benefits in terms of motivation,
performance, and overall quality of life.

Meaning of Work to Self

The meaning of work to the individual, frequently referred to as work
commitment or involvement, captures how deeply employees identify with and
internalize their roles within the organization. According to Kanungo and Wiley’s
theoretical framework, this concept includes both cognitive dimensions, such as an
individual’s belief in the significance of their job, and emotional elements, including
the energy and persistence directed toward achieving organizational goals. These
dual aspects of involvement represent more than just a sense of duty; they reflect a
profound psychological investment in one’s work that shapes motivation and
behavior (Haller et al., 2023).

Research consistently supports the connection between meaningful work
and enhanced psychological well-being. Tang & Vandenberghe, (2020) emphasize
that employees with strong work commitment are more likely to internalize
organizational objectives, align their efforts with institutional missions, and remain
loyal over time. High commitment also reduces job dissatisfaction, mitigates
emotional exhaustion, and strengthens one’s capacity to navigate occupational
stress, thereby indirectly contributing to improved balance between professional
and personal responsibilities. Moreover, when employees find meaning in their
roles, they tend to exhibit proactive behavior, resilience, and satisfaction
independent of external incentives.

The findings of this study confirm the importance of the meaning of work as
a significant contributor to the balance between professional and personal life
among staff at the Women’s Empowerment and Child Protection Agency in Kendari.
Many participants expressed a personal connection to their work, characterized by
emotional comfort, a strong sense of belonging, and alignment with the agency’s
values (Martela et al,, 2021). This internal motivation appeared to transcend typical
external rewards such as salary or hierarchical advancement. The sense of purpose
derived from helping vulnerable populations likely reinforces their commitment
and strengthens their capacity to integrate occupational responsibilities with
individual well-being (Ryan & Deci, 2020).

This deep-rooted connection to one’s job acts as a psychological resource
that buffers against role overload and fatigue. Employees who find intrinsic value in
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their tasks are more likely to approach challenges with optimism and resolve,
making it easier to manage both professional and domestic demands (Monje-Amor
et al, 2021; Saprilliani et al., 2018). Furthermore, strong emotional commitment
can foster positive interpersonal relationships in the workplace, enhancing
cooperation and reducing relational strain, which further supports a stable and
fulfilling work environment (Men & Yue, 2019).

Supporting these observations, BoraLy, (2024) emphasized that work
commitment serves as a core component of organizational strategies aimed at
enhancing employee performance and satisfaction. Their study in public sector
institutions highlighted how internalized work meaning contributes directly to
employee engagement and indirectly to balance between occupational and personal
domains. These findings parallel the current research by demonstrating that
fostering a culture of purpose and emotional investment can yield both individual
and organizational benefits. For the Kendari agency, nurturing such commitment
may be instrumental in retaining staff, sustaining morale, and supporting enduring
employee well-being..

Family Support

Family support encompasses emotional, instrumental, informational, and
appraisal assistance that employees receive from their family, which is critical for
managing work and personal demands. An et al, (2024) emphasize that family
support provides comfort, care, acceptance, and practical help, contributing to
feelings of being valued and loved. These forms of support act as emotional anchors
that reinforce employees’ psychological well-being, particularly in demanding
professional environments.

From a theoretical standpoint, social support theories, including those
articulated by Ora & Maya (2025), suggest that family support serves as a vital
coping mechanism. It buffers the adverse effects of occupational stress and
enhances employees' capacity to adapt to multiple role demands. When individuals
receive consistent encouragement, empathy, and assistance from close family
members, their ability to maintain balance across life domains significantly
improves. Family support not only facilitates emotional resilience but also
strengthens cognitive clarity and decision-making in work settings.

Empirical evidence further supports these claims. In the current study,
family support emerged as the third most important factor contributing to work-life
balance among employees at the Women’s Empowerment and Child Protection
Agency in Kendari. Many respondents reported receiving strong family backing that
included emotional empathy, guidance, appreciation, and tangible forms of help.
These resources were perceived as essential in alleviating work strain and
maintaining motivation. Employees expressed that knowing their families were
understanding and involved created a sense of stability and assurance in managing
professional responsibilities.

Moreover, the presence of strong family support likely fosters greater job
engagement and reduces the risk of burnout. Emotional security at home provides a
foundation that allows employees to recharge and return to work with a clearer
focus. In dual-income or caregiving households, the equitable distribution of
domestic responsibilities can also increase time efficiency, enabling better
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performance in both personal and work domains. This reciprocal dynamic enhances
role satisfaction and promotes psychological flourishing (W. Li et al., 2024).

Supporting these observations, Orellana et al, (2023) highlight the
interdependence of family dynamics and occupational satisfaction. Their study
illustrates that work-family conflict and family satisfaction are not isolated
experiences, but rather interconnected phenomena that affect all members of the
household. Employees with supportive family environments demonstrate improved
well-being, higher job satisfaction, and greater ability to manage competing
demands. In the context of the Kendari agency, this underscores the need for
policies that not only consider the individual employee but also acknowledge the
integral role of familial systems in promoting sustainable workforce performance.

Overall, the findings reinforce the critical role of family support as a buffer
against work-related stress and a key facilitator of healthy work-life integration.
Recognizing and encouraging family-inclusive support systems may enhance
employee resilience, improve retention, and foster a more humane and sustainable
organizational culture. Institutions aiming to improve employee satisfaction and
well-being should consider not only workplace interventions but also strategies
that engage family support as a collaborative resource.

CONCLUSION
1. The Exploratory Factor Analysis identified three main factors that significantly
influence work-life balance among employees at the Women’s Empowerment and
Child Protection Office of Kendari City:
a. Job Characteristics
b. Personal Meaning of Work
c. Family Support
2. These three factors collectively account for approximately 68% of the variance,
indicating a strong explanatory power in understanding employees’ work-life
balance.
3. Demographic characteristics were found to have low communalities, suggesting
minimal influence in explaining work-life balance in this context.
4. The employees generally exhibit positive personality traits, strong job
characteristics, and high levels of perceived meaning and support, which together
contribute positively to their ability to balance work and personal life.

RECOMMENDATIONS

1. Enhance job design to support work-life balance by ensuring task clarity,
manageable workload, and autonomy, which contribute to more favorable job
characteristics.

2. Foster a sense of purpose in work by aligning job roles with employees’ personal
values and promoting recognition of their contributions, which enhances the
personal meaning of work.

3. Strengthen family-friendly policies, such as flexible working hours and parental
leave support, to reinforce the role of family support in employee well-being.

4. Although demographic factors were not significant, further research is
recommended to explore their indirect effects or potential role in specific
subgroups.
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5. Integrate these findings into employee development programs and organizational
policy-making to improve overall productivity, satisfaction, and retention.
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