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Abstract

Purpose: This study explores the role of work—family interface
(WFID) mediation in the relationship between human resource
. management (HRM) practices and organizational civic behavior
(PKO).

Methodology/approach: Using a quantitative survey approach,
data was collected from 210 employees of PT Tri Usaha Sejahtera
Pratama in Sragen Regency who were selected through cluster
random sampling. The research instrument has been tested for
validity and reliability (loading factor > 0.6; Composite Reliability
> 0.7). The analysis was performed by simple and multiple linear
regression to test four main hypotheses.

1‘:‘:;;2: dI?nStO(;;rJ):Iy 2005 Results/fiqdings: Thc? rqsults showed that (1) MSDM practices
st Revision 12 July 2025 had a positive and significant effect on PKO, (2) WFI had a
2nd Revision 22 August 2025 significant positive effect on PKO, (3) MSDM practices had a
Accepted on 25 August 2025 significant positive effect on WFI, and (4) WFI partially mediated

the relationship between MSDM practices and PKO.

Conclusion: These findings confirm that HR policies that support
work-family balance not only improve employee well-being, but
also encourage the realization of extra-role behaviors that are
crucial for organizational performance.

Limitations: The main limitation of the study lies in the coverage
of a single location and the cross-sectional design, so the
generalization of the results needs to be done carefully.
Contribution: Advanced research is recommended to expand the
industry context, apply longitudinal design, and incorporate
qualitative methods to understand the WFI mechanism more
comprehensively.
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1. Introduction

Human resource management (HRM) practice is one of the strategic instruments that determines the
success of a company because it is directly related to the management of the main element of the
organization, namely employees (Hamadamin & Atan, 2019). The implementation of structured and
sustainable HRM 1is believed to create a supportive work climate, encourage performance, and
strengthen commitment so that the company's goals are more easily achieved (Anwar & Abdullah,
2021). One of the indicators of HRM success is the emergence of organizational citizenship behavior
(OCB) or organizational civic behavior (PKO), which is the willingness of employees to act beyond
formal roles for the advancement of the organization (Pan, Aisihaer, Li, Jiao, & Ren, 2022). This is in
line with the view Lestari and Ghaby (2018); (Demerouti, Bakker, & Gevers, 2015) and Medina-
Garrido, Biedma-Ferrer, and Bogren (2023) which emphasizes that superior companies need employees
who are willing to perform beyond the job description and meet above-average performance
expectations. Although previous research has shown that HRM has a positive effect on OCB, this
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relationship does not stand alone. Contemporary literature confirms that there are contextual variables
that moderate and mediate these influences, one of which is work—family interface (WFI). The WFI
concept describes the reciprocal dynamics, both positive and negative, between the domains of work
and family (Holmes, Thomas, Petts, & Hill, 2020). Gutek in Akbar and Kartika (2016) emphasizing
that factors at work can affect family life, and vice versa. However, previous research has tended to
focus on the negative side of WFI, such as conflict and work-family stress, while the positive aspects
are in the form of spillover Experience, mood, and resources are still rarely studied in depth.

A positive approach to WFI departs from the assumption that pleasant emotions, skills, and values
gained in one realm have the potential to be "transferred" to another, creating mutually reinforcing
cycles. For example, employees who enjoy quality time with family can bring constructive energy to
the workplace, which in turn triggers extra-role behaviors such as helping coworkers or maintaining
team harmony. Similarly, a conducive work environment can improve family well-being, so it is
important to view work and family relationships not only as a source of conflict, but also as a source of
benefits when managed properly (Hanafi, Sudianto, Hamsal, & Hidayat, 2025; Indrati, Ardi, &
Berlianto, 2025). From the literature review, there are at least two research gaps. First, there have not
been many studies that have examined how positive work-to-family (WF) and family-to-work (FW)
spillover mediate the relationship between HRM and OCB practices. Second, similar research is
generally still focused on specific areas so that generalization of results is still limited (Yu, Wang, &
Huang, 2018). Departing from this gap, this study is directed to analyze the influence of HRM practices
on OCB with WFI (especially positive spillover WF and FW) as a mediating variable in companies in
Sragen Regency. In terms of originality, this research has two uniqueness. First, focus on the positive
aspects of WFI as a mediation mechanism that has rarely been touched by previous studies, so that it
can enrich the theoretical treasures of the MSDM-WFI-OCB relationship. Second, the location of the
research at PT Tri Usaha Sejahtera Pratama in Sragen provides a specific context that adds to the
diversity of empirical findings in Indonesia. Thus, this research is expected not only to make a
theoretical contribution through the understanding of the internal mechanisms of MSDM—WFI-OCB,
but also to offer practical implications for the formulation of work-family balance policies that are able
to strengthen organizational civic behavior.

2. Literature review

Human Resource Management Practices (HRM Practices) are a series of strategic actions that aim to
increase employee contribution to the organization through effective recruitment, training, and
development (Lestari & Ghaby, 2018; Ouabi, Douayri, Barboucha, & Boubker, 2024; Qin et al., 2023).
Comprehensive HRM practices play an important role in facilitating organizational citizenship
behavior (OCB), which is the extra role behavior shown by employees outside of formal obligations.
OCB dimensions, such as altruism (willingness to help colleagues) and conscientiousness (carrying out
work beyond what is requested), proven to be improved through supportive HRM policies (Snape &
Redman, 2010).

Several studies have shown a positive relationship between HRM and OCB. Giancaspro, De Simone,
and Manuti (2022) found that HRM practices affect organizational outcomes performance (aOOP)
which correlates closely with the extra role behavior. These findings are in line with Medina-Garrido
et al. (2023) which examines the influence of HRM on OCB in the context of UK employees. However,
other studies emphasize that this relationship is not always consistent and can be influenced by
contextual factors, such as work culture or well-being policies (Mach, Abrantes, & Alvarado, 2025).
These differences in results suggest that HRM is indeed important, but the internal mechanisms that
explain how HRM drives OCB still need to be explored further. One such mechanism is the Work—
Family Interface (WFI), which describes the reciprocal dynamics between the realm of work and family
(Holmes et al., 2020). Positive family-to-work interface (POSFWI) occurs when positive experiences
in the family, such as emotional support and domestic harmony, contribute to an individual's
performance and work behaviour (Grzywacz & Marks, 2000; Kuntari, 2015). Instead positive work-to-
family interface (POSWFI) arises when job satisfaction and involvement add to the quality of family
life (Garcia-Salirrosas, Rondon-Eusebio, Geraldo-Campos, & Acevedo-Duque, 2023; Greenhaus &
Powell, 2006).
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The literature shows that HRM practices can influence WFIs through policies such as flexible working
hours, family leave, and employee welfare programs (Anggraini, Phang, & Sudhartio, 2025).
Giancaspro et al. (2022) affirm that employee-oriented HRM is able to strengthen work-family balance.
However, most previous studies have highlighted the negative side of WFI, such as work-family
conflict, while the positive side of WFI has rarely been studied in depth (Johannis & Maria, 2025). This
is an important gap, because positive experiences experienced in the workplace and family have the
potential to trigger extra employee contributions through OCB behavior. Garcia-Salirrosas et al. (2023);
Al Riyami, Razzak, Al-Busaidi, and Palali¢ (2023) this study offers a theoretical contribution by
emphasizing the positive mediation role of WFTI in the relationship between HRM Practices and OCB.
Empirically, this study expands the context of previous studies by researching companies in Sragen
Regency, thereby adding to the diversity of findings in Indonesia.

3. Methodology

3.1 Research Design

This study uses a quantitative approach using a survey to examine the mediating role of WFI between
MSDM and PKO practices. Mahardini, Kasenda, Afgani, and Isnaini (2024) states that the quantitative
approach is research based on philosophy positivism To research a specific population or sample and
random sampling by collecting data using instruments, data analysis is statistical. Research using
quantitative methods means research that follows scientific principles such as empirical, objective,
measurable, rational, and systematic (Balaka, 2022). The research design used is a survey with
instruments that have been tested for validity and reliability to ensure that the data obtained are in
accordance with the research objectives, the survey has good external validity so that the level of
generalization is high and can provide an accurate picture of the population being studied (Maidiana,
2021). Surveys are quantitative research Using the same structured questions on each person, then all
the answers obtained by the researcher are recorded, processed, and analyzed (Dhaifullah, Salsabila, &
Yaqin, 2022).

This study uses a quantitative approach with a survey method because it is considered the most
appropriate to answer the research objectives. Through a quantitative approach, the relationship
between Human Resource Management Practices (HRM Practices), Work-Family Interface (WFI), and
Organizational Citizenship Behavior (OCB/PKO) can be measured and expressed in the form of
numbers to facilitate the analysis process. In addition, this method allows for systematic hypothesis
testing, both to see direct and indirect effects through simple regression analysis, multiple regression,
and mediation tests. In terms of practicality, the survey method provides an advantage in terms of
generalization, because the respondents who are selected representatively are able to reflect the
conditions of the research population more broadly. Furthermore, data collection through structured
questionnaires is also considered efficient, because it can collect information from a large number of
respondents in a relatively short time, without reducing the depth of analysis of the variables studied.
(Putrini & Satrya, 2024).

3.2 Testing of research instruments

3.2.1 Validity Test

Validity is the extent to which a measuring instrument (test) performs its measurement function
accurately and precisely. Validity is the determinant of a research measurement instrument precisely in
measuring what should be measured (Janna & Herianto, 2021). The validity test of the questionnaire
uses factor analysis where variable indicators as the basis form variables that are required to be closely
related among others. The close relationship between the indicators is detected by the clustering of
indicators in one specific factor/column. The validity of the questionnaire can be determined by the
corrected Item-Total correlation on the table rotated compenent matrix. Instrument statement items can
be considered valid if they have a loading factor of > 0.4 and are extracted from one factor (Hair, Babin,
Anderson, & Black, 2018).
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The validity test is useful as a measurement of the determination of an item in the questionnaire to
understand whether the item on the questionnaire has been correct in measuring what you want to
measure. A questionnaire is declared valid if the questions on the questionnaire are able to reveal
something that will be measured by the questionnaire. This research trial used 200 respondents, with a
corrected Item-Total correlation value for a one-sided test at a confidence level of 95%. The analysis of
the outher model tested carried out in the outher model is:

1. Convergent validity is a corrected value of Item-Total correlation in a latent variable and the
indicator is expected to be more than 0.7. Or the use of a limit of 0.6 as the minimum limit of
the loading factor value.

2. Discriminant validity This value is a corrected value of Item-Total correlation which is used to
assess whether the variable has adequate discriminatory, namely by comparing the loading
value in the variable that is shown to be higher than the loading value of the variable.

Average variance extracted (AVE). With the expectation that the AVE value is from 0.5.

Composite Reliability. Data that has a composite reliability> 0.7 has high reliability.

5. Cronbach Alpha. Reliability test using Cronbach Alpha. Where the expected value can be more
than 0.6 for the entire variable.

B w

3.2.2  Reliability Test
Reliability is an index that shows the extent to which a measuring tool is reliable or reliable (Janna &
Herianto, 2021; Riswana & Nasution, 2024). Instrument reliability testing is carried out to determine
the consistency of an instrument as a measurement tool and to ensure reliable measurement results.
This reliability test uses the cronbach Alpha (a) method. In this study, a questionnaire item is considered
reliable if it has a value of (a) exceeding 0.7 and that proves very strong reliability (Hair et al., 2018).
Tested through Composite Reliability (CR) with the formula:

CR = —_GAD

CADZ+R(1-2)7

where Al is the loading factor. CR is considered good if > 0.7.

3.3 Data Collection Techniques

a. Populasi

Population is a generalized area consisting of research objects or subjects with a certain number and
characteristics that researchers use to study and draw conclusions (Abu-Bader & Jones, 2021). The
population in this study is all employees of Pt. Tri Usaha Sejahtera Pratama which is located on J1. Solo-
Sragen Km 21.1, Krikilan, Masaran, Sragen.

b. Sample

Samples are part of the number and characteristics possessed by the population in 2024. The sample of
this study is a total of 210 employees of Pt. Tri Usaha Sejahtera Pratama. The criteria are as follows:

1. Employees of PT. Tri Usaha Sejahtera who are between 23-64 years old.

2. Employees of PT. Tri Usaha Sejahtera who have worked for at least 1 year.

3. Employees of PT. Tri Usaha Sejahtera who are married.

This study uses a cluster random sampling approach where sampling techniques are used to determine
samples from populations spread across different groups.

3.4 Data Collection

The data source in this study was obtained directly from the respondents' responses by providing several
written questions to the research subjects related to the topic to be researched. The value of each
question was determined using a likert scale based on 5 points, namely: (Score 1) Strongly Disagree,
(Score 2) Disagree, (Score 3) Strongly Agree, (Score 4) Agree, (Score 5) Strongly Agree.

3.5 Data Analysis

The hypothesis test in this study used multiple linear regression to determine the role of WFI mediation
in the relationship between the practice of maanusia resources and PKO (Abu-Bader & Jones, 2021).
Regression analysis is a form of dependency-related analysis based on one or more independent
variables and dependent variables. According to Hair et al. (2018), a mediating variable is said to occur
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when the variable affects the relationship between independent and dependent variables. The regression
model with the WFI mediated variable, is shown in Figure 1.

>
)

H3 H2

H4

Figure 1. Regression model with WFI mediated variables
(Source by author data processing)

There are four regression equations formed
(1) PK=ap + p1PM

(2) WF=a; + (,PM

(3) HP = WFa, + 3

(4) PK=PM + a3 + B, s WF

The WF variable mediates the influence of PM on PK when

(1) PM has a significant influence on PK

(2) PM has a significant effect on WF

(3) WF has a significant effect on PK

(4) If the equation-4 PM has no effect on PK (f,insignificant), then the WF variable acts as a full
mediator. If the equation-4 PM still has an effect on PK (f,significant), then the WF variable acts as a
partial mediator. Table 1 presents the Operational Definition of Variables in this study.

Table 1. Variable Operational Definition

Variabel Operational Indicator Instrument Source
Definition
HRM  Practices | A set of organizational | 1) Recruitment & selection 2) | Lestari and Ghaby
X1) policies and practices to | Training & development 3) | (2018); Qin et al.
improve employee | Performance appraisal 4) | (2023); Asmara
contributions  through | Award system 5) Wellbeing | Indahingwati,
recruitment, training, | support Nugroho, and SE
development, and (2020)
rewards
Work—Family Positive reciprocal | 1) Work-to-Family Positive | Grzywacz and
Interface (WFI) | dynamics between the | Spillover (W—F) 2) Family- | Marks (2000);
M) work and  family | fo-Work Positive Spillover | Greenhaus and
domains, including the | (F—W) Powell (2006)
transfer of experiences,
emotions, and
resources
Organizational Voluntary behavior of | 1) Altruism (helping | Organ (1988);
Citizenship employees outside of | colleagues) 2) | Podsakoff,
Behavior formal  roles  that | Conscientiousness (working | MacKenzie, Paine,
(OCB/PKO) (Y) support organizational | above target) 3) Civic virtue | and Bachrach
effectiveness (organizational participation) | (2000);  Medina-
4) Courtesy (appreciating | Garrido et al. (2023)
colleagues)

Source by author data processing

4. Result and Discussion
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4.1 Statistical Requirements Testing

4.1.1 Validity Test

Based on the results of the validity test conducted on the data sample from 150 respondents, it showed
that all items in the variables Work Family Interface (WF1-WF6) (Table 2), MSDM Practice (PM1-
PM4), and Organizational Citizenship Behavior (PK1-PK4) had a loading factor value above 0.40 with
arange of 0.473 to 0.805. Therefore, the item is declared constructively valid and suitable for use in the
next stage of analysis (Janna & Herianto, 2021).

Table 2. Questionnaire Validity Test Results
Rotated Component Matrixa

Component 1 Component 2 Component 3
PK1 0,523
PK2 0,615
PK3 0,805
PK4 0,675
WF1 0,645
WEF2 0,719
WEF3 0,765
WF4 0,643
WEF5 0,473
WEF6 0,784
PM1 0,722
PM2 0,767
PM3 0,758
PM4 0,604
Source: SPSS data processing results(2025)
[Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.
a. Rotation converged in 4 iterations.

4.2 Reliability Test
Based on table 3, it can be seen that all variables have an Alpha cronbac greater than 0.6, so that overall
the variables used in this study are said to be reliable or reliable.

Table 3 Reliability Test

Variable Crombach Alpha Information
MSDM Practice 0,746 Reliable
WFI 0,801 Reliable
PKO 0,649 Reliable

Source: SPSS data processing results (2025)

4.3 Hypothesis Testing
The results of the hypothesis test explain (see Table 4):
a. The practice of MSDM has a significant positive effect on PKO (Beta = 0.292, Sig. = 0.000).
Then hypothesis 1 is supported. This result can be interpreted: if the practice of MSDM is
improved, PKO will increase.
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b. WFI had a significant positive effect on PKO (Beta = 0.372, Sig. = 0.000). So hypothesis 2 is
supported. This result can be interpreted: if the practice of WFI is improved, PKO will increase.

c. The practice of MSDM had a significant positive effect on WFI (Beta = 0.515, Sig = 0.000).
So hypothesis 3 is supported. This result can be interpreted: if the practice of MSDM is
improved, the WFI will increase.

Table 4. Hypothesis Testing

Hypothesis | Variable Coefficient/Z | T Itself. Information

H1 PM — PKO 0.292 5.426 0.000 Significant, accepted
H2 WFI — PKO 0.372 6.978 0.000 Significant, accepted
H3 PM — WFI 0.515 9.032 0.000 Significant, accepted
Source: Latest data analysis results (2025)

WFI positively mediated the influence of MSDM Practice on PKO. The MSDM Practice Coefficient
decreased from 0.292 — 0.140. This result can be interpreted that WFI plays the role of partial mediator
(Table 5).

Table 5. Comparison of Regression with No Mediator

Type Independent Variables Beta (B) t Itself.
No Mediator PM — PKO 0.292 5.426 0.000
PM — PKO 0.14 2.310 0.022

With a Mediator
(WFI) WFI — PKO 0.346 4.749 0.000

Source: Latest data analysis results (2025)
Based on the results of the sobel test, a Z value of 4.22 > 1.96 was obtained with a significance level of
p < 0.05. This value shows that the indirect influence of MSDM practices on PKO through WFI is
statistically significant (Table 6).

Table 6. Sobel Test for WFI Mediation on PM Influence

Line Beta (B) Standard Error | T Itself.
PM — WFI 0.515 0.057
WFI — PKO 0.296 0.062
PM—WFI — PKO (2) 4.22 0.000

Source: Latest data analysis results (2025)

2025 | Jurnal Akuntansi, Keuangan, dan Manajemen (JAKMAN)/ Vol 7 No 1, 271-281 277



4.4 Discussion

4.4.1 The Influence of Human Resource Management Practices (HRM Practices) on Organizational
Citizenship Behavior (OCB/PKO)

The results of the study show that the practice of HRM in PT. Tri Usaha Sejahtera Pratama, especially
related to training, job security, awards, and performance feedback, has been running well and
encouraging the emergence of extra employee role behaviors. This is in line with the theory social
exchange Blau (2017); Krishnan, Liew, and Koon (2017) which explains that when an organization
provides support through HRM policies, employees will reciprocate it with contributions outside of
formal roles such as helping colleagues, maintaining ethics, and showing loyalty. These findings are
consistent with research Pan et al. (2022) in the UK and Giancaspro et al. (2022) which confirms the
positive relationship between HRM and PKO practices. However, some previous studies, as shown by
Massoud and Jameel (2020); Qin et al. (2023), reveals that the effects of HRM on PKO can vary
depending on the cultural context and climate of the organization. In a more bureaucratic or stressful
environment, HRM practices may not always drive PKO optimally. This difference shows that the
effectiveness of HRM in forming PKO is greatly influenced by the extent to which the organization is
able to create a sense of security, fairness, and value for its employees.

4.4.2 The Effect of Work—Family Interface (WFI) on Organizational Citizenship Behavior (OCB/PKQO)
The study found that employees feel a positive reciprocal relationship between work and family.
Indicators positive work-to-family spillover (POSWF]) and positive family-to-work spillover (POSFWI)
shows that workplace experience enriches family life, and in turn family support improves the quality
of performance in the office. These results are in line with research Giancaspro et al. (2022) and Fasha,
Anggraini, Purwianti, and Ramadani (2024), which confirms that WFI contributes to the increase in
PKO. However, in contrast to research that emphasizes work-family conflict as a barrier to performance
Holmes et al. (2020); Kuntari (2015), this study actually emphasizes the positive aspects of WFI. This
difference can be explained by the organizational context, where PT. Tri Usaha Sejahtera Pratama
provides a relatively supportive work environment, so that work-family interactions are more dominant
on the positive side than conflict.

4.4.3 The Influence of Human Resource Management Practices (HRM Practices) on Work—Family
Interface (WFI)

The results of the study prove that strong HRM Practices encourage positive WFI. Employees feel that
training, rewards, and job security not only improve performance, but also enrich their role in the family
(POSWFI), as well as family support increases work productivity (POSFWI). This is consistent with
the work—family enrichment model Greenhaus and Powell (2006); Van den Eynde and Mortelmans
(2020), which states that resources obtained from work can be transferred to strengthen family
functioning, and vice versa. This study supports the findings of Giancaspro et al. (2022) that HRM
practices that emphasize employee well-being strengthen the quality of work-family interactions.
However, the differences with some previous studies that highlighted the negative side of HRM such
as long working hours policies that give rise to family conflicts Anggraini et al. (2025) can be explained
through the characteristics of the organizations studied. PT. Tri Usaha Sejahtera Pratama has an HRM
pattern that emphasizes employee welfare, so WFI is more likely to be positive.

4.4.4 The Role of Work—Family Interface (WFI) Mediation in the Relationship between HRM Practices
and Organizational Citizenship Behavior (OCB/PKO)

This study also found that WFI plays a role as a partial mediator in the relationship between HRM
Practices and PKO. This means that part of the influence of HRM on PKO occurs through improving
the quality of work-family interactions, but HRM also has a direct influence on PKO. This reinforces
the view of social exchange theory Blau (2017) and the work—family enrichment model (Greenhaus &
Powell, 2006), which emphasize that organizational support encourages employees to respond with
positive behaviors both through direct channels (perceptions of fairness and HRM support) and indirect
channels (through positive experiences within WFI). These findings are in line with (Basuki, Widyanti,
Yulianti, & Lamsah, 2021; Giancaspro et al., 2022).which confirms that WFI strengthens the
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relationship between HRM perception and positive employee behavior. However, differences emerged
compared to studies that found the full mediation effect. This difference is likely due to the company's
local context, where good HRM is already strong enough to drive PKO directly, while WFI serves to
reinforce but not completely bridge the relationship.

5. Conclusion

This study concludes that the practice of Human Resource Management (HRM) has a positive influence
on Organizational Citizenship Behavior (OCB/PKO). Effective HRM implementations in terms of
training, job security, reward systems, and feedback have been shown to encourage the emergence of
extra-role behaviors that employees exhibit outside of their formal duties. In addition, this study also
proves that Work-Family Interface (WFI) has a positive effect on OCB. Employees who feel a positive
synergy between work and family life tend to be more proactive, willing to help colleagues, maintain
team harmony, and loyal to the organization. Another important finding is the role of the WFI as a
partial mediator in the relationship between HRM Practices and OCB. This means that HRM practices
not only have a direct effect on OCB, but also indirectly improve these behaviors through improving
the quality of work-family interactions.

5.1 Suggestion

From a practical perspective, this study recommends that company management strengthen HRM
policies that support work-family balance, for example through flexible working hours, welfare
programs, and fair reward systems. This kind of policy will further encourage the emergence of extra-
role behaviors that are beneficial to the organization. For employees, it is recommended to take
advantage of the support provided by the company by maintaining a balance between work and family
roles, so that they can channel positive energy into the work and family environment. Meanwhile, for
the government and regulators, it is important to encourage the birth of labor regulations that include
aspects of family welfare as a strategy in improving organizational performance.

5.2 Research Implication

In terms of theoretical implications, this study enriches the literature on the HRM-OCB relationship by
emphasizing the importance of the positive aspect of WFI (positive spillover) as an internal mechanism.
This not only provides support for the theory of work—family enrichment Greenhaus and Powell (2006),
but also strengthens the relevance of social exchange theory Blau (2017) in the context of human
resource management in Indonesia. By practical implication, this study shows that gopod HRM is not
only oriented to work performance, but also to the work-life balance of employees. These findings serve
as a reference for company stakeholders to develop an adaptive, ethical, and productive organizational
culture through holistic HRM policies. As for the next research, it is recommended that the context be
expanded to various industry sectors and different locations so that the results can be more generalized.
Future research should also use longitudinal design to capture the dynamics of intervariable
relationships over time, as well as combine qualitative approaches so that the psychological mechanisms
of WFI in mediating the relationship between HRM Practices and OCB can be understood more deeply.

References

Abu-Bader, S., & Jones, T. V. (2021). Statistical mediation analysis using the sobel test and hayes SPSS
process macro. International Journal of Quantitative and Qualitative Research Methods.

Akbar, Z., & Kartika, K. (2016). Konflik peran ganda dan keberfungsian keluarga pada ibu yang
bekerja. Jurnal Penelitian Dan  Pengukuran Psikologi: JPPP, 5(2), 63-69.
doi:https://doi.org/10.21009/JPPP.052.02

Al Riyami, S., Razzak, M. R., Al-Busaidi, A. S., & Palali¢, R. (2023). Impact of work from home on
work-life balance: Mediating effects of work-family conflict and work motivation. Heritage
and Sustainable Development, 5(1), 33.

Anggraini, R., Phang, S., & Sudhartio, L. (2025). Pengaruh Sustainable Leadership terhadap
Sustainable Performance dengan Mediasi Variabel Social Innovation. Jurnal Akuntansi,
Keuangan, dan Manajemen, 6(2), 345-357. doi:https://doi.org/10.35912/jakman.v6i2.3762

2025 | Jurnal Akuntansi, Keuangan, dan Manajemen (JAKMAN)/ Vol 7 No 1, 271-281 279


https://doi.org/10.21009/JPPP.052.02
https://doi.org/10.35912/jakman.v6i2.3762

Anwar, G., & Abdullah, N. N. (2021). The impact of Human resource management practice on
Organizational performance. International journal of Engineering, Business and Management
(IJEBM), 5.

Asmara Indahingwati, S., Nugroho, N. E., & SE, M. (2020). Manajemen Sumber Daya Manusia
(MSDM): Scopindo Media Pustaka.

Balaka, M. (2022). Quantitative research methods. Qualitative Education Research Methodology, 1,
130.

Basuki, B., Widyanti, R., Yulianti, F., & Lamsah, L. (2021). Pengaruh Praktik Sumber Daya Manusia
Terhadap Perilaku Kewarganegaraan Organisasi. Al-Ulum: Jurnal [Imu Sosial Dan
Humaniora, 7(1). doi:https://dx.doi.org/10.31602/alsh.v7i1.4688

Blau, P. (2017). Exchange and power in social life: Routledge.

Demerouti, E., Bakker, A. B., & Gevers, J. M. (2015). Job crafting and extra-role behavior: The role of
work engagement and flourishing. Journal of Vocational Behavior, 91, 87-96.
doi:https://doi.org/10.1016/j.jvb.2015.09.001

Dhaifullah, I. R., Salsabila, A. A., & Yaqin, M. A. (2022). Survei teknik pengujian software. Journal
Automation Computer Information System, 2(1), 31-38.
doi:https://doi.org/10.47134/jacis.v2i1.42

Fasha, A., Anggraini, R., Purwianti, L., & Ramadani, A. G. (2024). Transformation of Consumer’s
Coffee Consumption Behaviour in Batam. Jurnal Akuntansi, Keuangan, dan Manajemen, 6(1),
135-150. doi:https://doi.org/10.35912/jakman.v6i1.3204

Garcia-Salirrosas, E. E., Rondon-Eusebio, R. F., Geraldo-Campos, L. A., & Acevedo-Duque, A. (2023).
Job satisfaction in remote work: The role of positive spillover from work to family and work—
life balance. Behavioral Sciences, 13(11), 916. doi:https://doi.org/10.3390/bs13110916

Giancaspro, M. L., De Simone, S., & Manuti, A. (2022). Employees’ perception of HRM practices and
organizational citizenship behaviour: The mediating role of the work—family interface.
Behavioral Sciences, 12(9), 301. doi:https://doi.org/10.3390/bs12090301

Greenhaus, J. H., & Powell, G. N. (2006). When work and family are allies: A theory of work-family
enrichment. Academy of management review, 31(1), 72-92.
doi:https://doi.org/10.5465/amr.2006.19379625

Grzywacz, J. G., & Marks, N. F. (2000). Reconceptualizing the work—family interface: An ecological
perspective on the correlates of positive and negative spillover between work and family.
Journal of occupational health psychology, 5(1), 111.
doi:https://psycnet.apa.org/doi/10.1037/1076-8998.5.1.111

Hair, J. F., Babin, B. J., Anderson, R. E., & Black, W. C. (2018). Multivariate Data Analysis (Vol. 8):
Cangage.

Hamadamin, H. H., & Atan, T. (2019). The impact of strategic human resource management practices
on competitive advantage sustainability: The mediation of human capital development and
employee commitment. Sustainability, 11(20), 5782. doi:https://doi.org/10.3390/sul 1205782

Hanafi, 1., Sudianto, 1., Hamsal, H., & Hidayat, H. (2025). The Effect of Job Satisfaction and Work
Motivation on Employee Performance in Pekanbaru City Sub-District in Pekanbaru City. Studi
Akuntansi dan Bisnis Indonesia, 1(2), 127-137.

Holmes, E. K., Thomas, C. R., Petts, R. J., & Hill, E. J. (2020). The work-family interface Cross-
cultural family research and practice (pp. 323-354): Elsevier.

Indrati, 1., Ardi, A., & Berlianto, M. P. (2025). Impact of Talent Management, Job Satisfaction, and
Commitment on Employee Retention. Jurnal Akuntansi, Keuangan, dan Manajemen, 6(3),
827-846. doi:https://doi.org/10.35912/jakman.v6i3.4181

Janna, N. M., & Herianto, H. (2021). Konsep uji validitas dan reliabilitas dengan menggunakan SPSS.
Jurnal Darul Dakwah Wal-Irsyad (DDI), 1-12. doi:https://doi.org/10.31219/0sf.i0/v9j52

Johannis, A. A., & Maria, E. (2025). Kinerja Auditor di Masa Pandemi: Pengaruh Kepemimpinan,
Motivasi dan Sistem Informasi Penggajian. Jurnal Akuntansi, Keuangan, dan Manajemen,
6(3), 701-712. doi:https://doi.org/10.35912/jakman.v6i3.4284

Krishnan, T. R., Liew, S. A., & Koon, V.-Y. (2017). The effect of human resource management (HRM)
practices in service-oriented organizational citizenship behaviour (OCB): Case of
telecommunications and internet service providers in Malaysia. Asian Social Science, 13(1),
67. doi:https://doi.org/10.5539/ass.v13n1p67

280 2025 | Jurnal Akuntansi, Keuangan, dan Manajemen (JAKMAN)/ Vol 7 No 1, 271-281


https://dx.doi.org/10.31602/alsh.v7i1.4688
https://doi.org/10.1016/j.jvb.2015.09.001
https://doi.org/10.47134/jacis.v2i1.42
https://doi.org/10.35912/jakman.v6i1.3204
https://doi.org/10.3390/bs13110916
https://doi.org/10.3390/bs12090301
https://doi.org/10.5465/amr.2006.19379625
https://psycnet.apa.org/doi/10.1037/1076-8998.5.1.111
https://doi.org/10.3390/su11205782
https://doi.org/10.35912/jakman.v6i3.4181
https://doi.org/10.31219/osf.io/v9j52
https://doi.org/10.35912/jakman.v6i3.4284
https://doi.org/10.5539/ass.v13n1p67

Kuntari, C. I. S. R. (2015). Hubungan antara work-family enrichment dengan work engagement pada
perawat wanita. Jurnal Psikologi Ulayat, 2(1), 407-417. doi:https://doi.org/10.24854/jpu3?2

Lestari, E. R., & Ghaby, N. K. F. (2018). Pengaruh organizational citizenship behavior (OCB) terhadap
kepuasan kerja dan kinerja karyawan. [ndustria: Jurnal Teknologi dan Manajemen
Agroindustri, 7(2), 116-123. doi:https://doi.org/10.21776/ub.industria.2018.007.02.6

Mach, M., Abrantes, A. C. M., & Alvarado, J. R. (2025). The role of perceived human resource
management practices in organizational citizenship behaviors: evidence from the healthcare
sector.  Employee  Relations:  The  International  Journal,  47(1), 127-147.
doi:https://doi.org/10.1108/ER-07-2023-0386

Mabhardini, D., Kasenda, 1., Afgani, M., & Isnaini, M. (2024). Quantitative Research Philosophy in
Research Methodology. JUPE J. Pendidik. Mandala, 9(4), 1135.
doi:http://dx.doi.org/10.58258/jupe.v9i4.7830

Maidiana, M. (2021). Penelitian survey. ALACRITY: Journal of Education, 20-29.
doi:https://doi.org/10.52121/alacrity.v1i2.23

Massoud, A. H., & Jameel, A. S. (2020). Stimulating organizational citizenship behavior by applying
organizational commitment and satisfaction. Innovation Journal of Social Sciences and
Economic Review, 2(2), 21-28. doi:https://doi.org/10.36923/ijsser.v2i2.58

Medina-Garrido, J. A., Biedma-Ferrer, J. M., & Bogren, M. (2023). Organizational support for work-
family life balance as an antecedent to the well-being of tourism employees in Spain. Journal
of Hospitality and Tourism Management, 57, 117-129.
doi:https://doi.org/10.1016/1.jhtm.2023.08.018

Organ, D. W. (1988). A restatement of the satisfaction-performance hypothesis. Journal of
management, 14(4), 547-557. doi:https://doi.org/10.1177/014920638801400405

Ouabi, Z., Douayri, K., Barboucha, F., & Boubker, O. (2024). Human resource practices and job
performance:  Insights from public administration.  Societies, 14(12), 247.
doi:https://doi.org/10.3390/s0c14120247

Pan, Y., Aisihaer, N., Li, Q., Jiao, Y., & Ren, S. (2022). Work-family conflict, happiness and
organizational citizenship behavior among professional women: a moderated mediation model.
Frontiers in psychology, 13, 923288. doi:https://doi.org/10.3389/fpsyg.2022.923288

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). Organizational citizenship
behaviors: A critical review of the theoretical and empirical literature and suggestions for future
research. Journal of management, 26(3), 513-563.
doi:https://doi.org/10.1177/014920630002600307

Putrini, N., & Satrya, A. (2024). The Impact Of Human Resource Management Practices and
Organizational Culture on Organizational Citizenship Behavior in Indonesian Sharia Banks.
Al-Intaj: Jurnal Ekonomi dan Perbankan Syariah, 9(2), 147-161.
doi:http://dx.doi.org/10.29300/aij.v9i2.2464

Qin, X., Huang, Y.-N., Hu, Z., Chen, K., Li, L., Wang, R. S., & Wang, B.-L. (2023). Human resource
management research in healthcare: a big data bibliometric study. Human resources for health,
21(1), 94. doi:https://doi.org/10.1186/s12960-023-00865-x

Riswana, S. N., & Nasution, H. A. (2024). Validity and Reliability of Test and Non-Test Research
Instruments on Chemical Bond Materials. LAVOISIER: Chemistry Education Journal, 3(1), 23-
31. doi:https://doi.org/10.24952/lavoisier.v3il.11392

Snape, E., & Redman, T. (2010). HRM practices, organizational citizenship behaviour, and
performance: A multi-level analysis. Journal of Management Studies, 47(7), 1219-1247.
doi:https://doi.org/10.1111/1.1467-6486.2009.00911.x

Van den Eynde, A., & Mortelmans, D. (2020). The consequences of work—family enrichment in
families on the behaviour of children. Social  Sciences, 9(10), 180.
doi:https://doi.org/10.3390/s0csci9100180

Yu, K., Wang, Z., & Huang, Y. (2018). Work-family conflict and organizational citizenship behavior:
the role of job satisfaction and decision authority. Frontiers of Business Research in China,
12(1), 17. doi:https://doi.org/10.1186/s11782-018-0039-5

2025 | Jurnal Akuntansi, Keuangan, dan Manajemen (JAKMAN)/ Vol 7 No 1, 271-281 281


https://doi.org/10.24854/jpu32
https://doi.org/10.21776/ub.industria.2018.007.02.6
https://doi.org/10.1108/ER-07-2023-0386
http://dx.doi.org/10.58258/jupe.v9i4.7830
https://doi.org/10.52121/alacrity.v1i2.23
https://doi.org/10.36923/ijsser.v2i2.58
https://doi.org/10.1016/j.jhtm.2023.08.018
https://doi.org/10.1177/014920638801400405
https://doi.org/10.3390/soc14120247
https://doi.org/10.3389/fpsyg.2022.923288
https://doi.org/10.1177/014920630002600307
http://dx.doi.org/10.29300/aij.v9i2.2464
https://doi.org/10.1186/s12960-023-00865-x
https://doi.org/10.24952/lavoisier.v3i1.11392
https://doi.org/10.1111/j.1467-6486.2009.00911.x
https://doi.org/10.3390/socsci9100180
https://doi.org/10.1186/s11782-018-0039-5

