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	ABSTRACT
	
	ARTICLE INFO

	Pembatasan Sosial Berskala Besar (PSBB) is one of the policies implemented in several regions to suppress the spread of the COVID-19. This has caused many institutions (government and private sector) to implement work from home (WFH). This regulation causes employees and their superiors to work separately at different times and places. This is feared to cause problems for the company and employees. The impact arising from work from home allows the emergence of work-family conflicts. Work-family conflict has two directions: Work-to-family conflict and family-work conflict. A worker who does his work at home will have a dual role. The role as a worker in the company and the role as a child/wife/husband/mother/father in the household. Someone who has a role in family and work will have limited performance in carrying out his role in family and work, therefore the more likely the emergence of work-family conflict. The pressure that arises at work and is brought home becomes a conflict within him so that it becomes a factor that affects a person's performance at work. This study used procedural sampling method with 115 respondents from various sectors in Indonesia. The analysis technique used multiple linear regression.
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1. Introduction 
The COVID-19 infection contamination (Crown Virus Disease-2019) was to begin with found within the city of Wuhan, China at the conclusion of December 2019. This infection spreads exceptionally rapidly and has spread to nearly all nations, including Indonesia, in fair a couple of months and caused a widespread. . This has made a few nations execute arrangements to force lockdowns in arrange to avoid the spread of the COVID-19 infection. In Indonesia, the Government is taking steps to actualize wellbeing conventions in understanding with the proposals of the World Wellbeing Organization (WHO), beginning from washing hands, not gathering/conducting gatherings, keeping up separate, restricting going out of the house and even isolation steps beginning from self-isolation for people, communities, and indeed the full community. city (lockdown). The Large-Scale Social Limitation Approach (PSBB) is one of the approaches actualized in a few locales to smother the spread of this infection. As a result of the stipulation of this government direction, numerous workplaces, both government and private, have implemented a work from domestic (WFH) conspire.
Working from domestic (Work from Domestic / WFH) is work that's carried out by a individual (representative, self-employed, domestic specialist) particularly, or as it were for a certain time, at a area distant from the office, utilizing broadcast communications media as a work instrument (DeRossette, 2016). ). This direction causes representatives and their bosses to work independently at distinctive times and places. This is often dreaded to be able to cause issues for both the company and representatives. The issues that will emerge amid the WFH prepare are execution. A consider from CNN Indonesia (2020) appears the work from domestic framework amid the crown infection pandemic, makes workers spend more time almost an additional hour per day. This can be since amid WFH, laborers get more emails and go to more gatherings than when working in an office. The same thing was moreover expressed by a study from JobStreet Indonesia 2020 distributed in the KataData article that the affect of working from domestic felt by representatives was working longer hours, changing working hours, doing more housework, making partitioned work zones, being inquired to do work. family and others (Yoshio, 2020).
The impacts that emerge due to work from domestic permit the rise of work family conflicts. A laborer who does his work at domestic will have a double part. The part as a laborer within the company and the part as a child/wife/husband/mother/father within the family. Parts in work relate to weights emerging from intemperate workload and time required, for case work that must be completed instantly. Parts within the family relate to the weights that emerge in managing with family matters, such as cleaning the house, cooking, taking care of children, caring for the elderly. Based on this clarification, it can be concluded that work and family are exceptionally imperative and interrelated. In any case, coordination the two parts is exceptionally troublesome so that it can lead to a struggle called work-family struggle (Amelia, 2010).
Work-family struggle comprises of two bearings, to be specific WIF and FIW (Martins et al., 2002). Work-to-family strife or “Work interferometer with family” strife (WFC/WIF) happens when a person's work influences or meddling with his family's life. Family-to-work struggle or “Family interferometer with work” strife (FWC/FIW) happens when a person's family influences or meddling with his or her work life. By paying consideration to the over issues, companies are presently required to pay more consideration to the welfare of their workers, specifically how companies can move forward worker fulfillment so that they will perform better for the advantage of the company within the long term. Subsequently, companies have to be anticipate work-family clashes from happening in their representatives, particularly those who are hitched and have families (having children). Based on the depiction, there are different impacts of work-family conflict, but the analyst centers on the effect of work-family strife (work-to-family strife and family-to-work struggle) on job performance. Execution may be a level of representative efficiency compared to other representatives, related to the behavior (how to work) and the results received by the worker. Somebody who features a role in family and work, will have restricted execution in carrying out his part within the family and work. Hence, the more prominent the plausibility of the emergence of work-family strife. The weight that emerges at work and is brought domestic gets to be a struggle inside him so that it becomes a calculate that influences a person's execution at work (Amelia, 2020).
Aminah's investigate (2008) found that there's a relationship between work-family struggle and execution. Based on the article, it was found that there was a negative relationship, both work-to-family conflict and family-to-work conflict with execution. Work-to-family conflict and family-to-work conflict can cause a person's low performance. Misery, pressure that emerges from the working environment will have an affect on his disposition whereas at domestic, at that point this makes a struggle in him so that it'll influence his performance when he is in the office (work-to-family struggle). On the off chance that somebody before work is active taking care of his household, the weakness he feels will cause his feelings to rise and drop easily. This creates a conflict inside him (family-to-work strife) which can influence his execution at work. When a individual encounters a family-to-work struggle, he or she may not be able to do a good job due to fatigue, diminished assurance, concentration breaks so that they can't center on work. Subsequently, the higher the strife felt by a individual, the lower his execution.
Distinctive comes about were appeared by Amelia's investigate (2020), this ponder found that work-to-family strife had no impact on execution, whereas family-to-work strife had a negative effect on execution. The weight that emerges in him may not be an deterrent for workers but gets to be a challenge so that they perform superior. Subsequently, they will still total their work indeed in spite of the fact that their work is difficult. Based on this explanation, it can be concluded that in spite of the fact that there's a struggle that is felt by somebody when they are at domestic since of the weight when they are brought to the office at domestic, but this does not cause a diminish in employee performance. The weight that emerges from family components has an impact on a person's moo execution. Meanwhile, family-to-work conflict incorporates a negative impact on performance. The higher the family-to-work conflict, the lower one's execution. The weight that emerges from family variables brought to the office may make workers ended up unfocused and experience push. Within the conclusion, workers who are under stress will perform poorly. Basically, family is an vital figure for employees so that it has the foremost impact on worker execution whereas within the office. If you have got issues at domestic, your feelings will by implication carry over to the office and have a awful affect on your execution.

2.  Literature Review
2.1. Work-Family Conflict
Work and family are two things that are interrelated and exceptionally vital for everybody. Integrating the two things is very difficult especially if the person is married and has children. Therefore, conflicts will arise when a person has to make a choice between two roles that must be carried out (roles in family and work) so that person must carry out dual roles, namely as husband/wife, parents, children and employees. The form of interrole conflict that arises because someone has difficulty balancing roles in work and family is work-family conflict (Agustina and Sudibya, 2018). Work-family conflict arises because of a mismatch between what is happening and what is expected. When the results achieved by a person are not in accordance with his expectations, as a result the role in work will interfere with the role in the family and vice versa.
The following are some of the factors that influence the occurrence of work-family conflict in the work and family environment. First, there are pressures in the work environment such as uncertain working hours, frequent assignments out of town or abroad, excessive working hours (overtime) and other forms of stress at work, interpersonal conflicts at work and unsupportive leadership. employees in the organization. Second, there is pressure in the family environment, including the presence of small children, responsibility for children, responsibility for parents, interpersonal conflicts between family members, and family members who do not support the person in his work. The pressure that arises in work and family is positively related to work-family conflict, meaning that the higher the pressure obtained, the higher the interpersonal conflict that will be experienced (Amelia, 2010). According to the results of research Hammer et al., (1998) as quoted in Elerina (2008), suggests that there are limited time and resources as reflected in the number of hours worked and the number of children. Limited time and resources can make it difficult for a person to balance his role in work and family.
2.2. Performance 
Performance is a central problem in the life of an organization because an organization or company will be able to achieve its goals or not, it is very important depending on how well the performance is shown by its employees. It is employees who determine whether other organizational resources, such as buildings, machines, work equipment, money, raw materials, and others can contribute optimally or not to efforts to achieve organizational goals. Suparyadi, (2015: 300) states that whatever strategy is chosen by the organization in running its business, especially if the chosen strategy is differentiation or business in the service sector, then the employee element has a central position, they are the determinants of the success of the business being run.
Performance is closely related to the goals to be achieved by a person or as a result of one's work behavior. The higher the level of goals (expected results) to be achieved, the more active the employee's performance. High performance can be seen from the increase in efficiency, effectiveness, or higher quality of the results of completing tasks that have been carried out by individuals in the organization. This will happen if the individual does not feel burdened by various factors, one of which is work-family conflict which can reduce his morale. A person who performs his role in the family and work simultaneously, will have limited performance in carrying out his role in the family if the person has to fulfill his role in work, and vice versa (Amelia, 2010).
2.3. Effect of Work-to-Family Conflict on Performance
Work family conflict has an effect on employee performance, this is supported by research conducted by Retnaningrum and Mochammad (2016) which shows that work interference with family has a significant negative effect on job satisfaction and performance, family interference with work has a significant negative effect on nurse job satisfaction and performance. In contrast to the research of Retnaningrum, Amelia (2010), the results of his research state that there is no relationship between work-family conflict and performance. This happens because employees do not feel that the pressure that occurs in the office affects them in carrying out activities at home so that it does not directly affect their performance at the office.
Several studies suggest that there is a relationship between work-family conflict and performance. Agustina and Sudibya (2018) argue that the higher the work family conflict an employee has, the lower his performance will be. The same thing is also obtained from the research of Aminah Ahmad (2008), Jackson and Ariyanto (2017), Asfahyadin et al. (2017), who found that there was a relationship between work-family conflict and performance. Based on the article, it was found that there was a negative relationship, both work-to-family conflict and family-to-work conflict with performance. Work-to-family conflict and family-to-work conflict can cause a person's low performance. Depression, tension that arises from the workplace will have an impact on his mood while at home, then this creates a conflict in him so that it will affect his performance when he is in the office (work-to-family conflict). If a person before leaving for work, is busy taking care of his household, the fatigue he feels will cause his emotions to rise and fall easily. This creates a conflict within him (family-to-work conflict) which will affect his performance at work. When a person experiences a family-to-work conflict, he or she may not be able to do a good job due to fatigue, decreased morale, concentration breaks so that they can't focus on work. Therefore, the higher the conflict felt by a person, the lower his performance. Based on this explanation, the following hypothesis are:
H1: Work-to-family conflict has a negative effect on employee performance.
H2: Family-to-work conflict has a negative effect on employee performance.
   Figure 1. Conceptual Framework
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3. Method, Data, and Analysis
This inquire about could be a corroborative quantitative inquire about with cross-sectional information that can clarify the correlational relationship between factors through theory testing, with a overview investigate plan. The information collection strategy utilized a self-administered study. Testing in this think about through non-probability testing, to be specific by purposive testing. The criteria that respondents must have are workers who have worked from domestic for at slightest 2 weeks amid the COVID-19 widespread and live with their family. This basis is to be able to see the presence of work-to-family struggle and family-to-work strife in representatives.
The test of this ponder comprised of Gracious Hirelings, BUMN Workers, and Workers in Private Companies in Indonesia. The inquire about test was chosen by different analysts with the point of getting heterogeneous information. The unit test was chosen since it is effectively open by analysts, the number and characteristics of workers meet the investigate needs, specifically a least of 5 times the number of markers or a least of 60 tests.
There are 5 explanation things each that can degree work-to-family strife and family-to-work struggle taken from Boles et al., (2001). In-role execution could be a execution degree related to how well an representative performs a assignment agreeing to his work description. There are 7 articulation things that can degree representative execution with in-role execution created by Williams and Anderson (1991). Estimation of all factors was carried out employing a Likert scale with 5 scales. Information examination utilizing numerous Direct Relapse with SPSS 25.

4. Result and Discussion
	The survey has been conveyed by the analyst online utilizing the “google form” stage. Information collection was carried out within the period from February 2023 to April 2023. The number of answers collected amid the time span of conveying the survey was 115 information. Handled information is information from respondents who have been balanced to the criteria of the analyst. Characteristics of respondents based on sexual orientation are overwhelmed by ladies with a percentage of 63%, within the age category the foremost is the age extend of 30-40 a long time with a rate of 57%, for the category of instruction level that dominates are undergrad graduates (S1) as much as 90% and the category the foremost work is 2-5 a long time, which is 75%.
Validity Test
The validity test of the questionnaire was carried out using Pearson’s Product moment correlation model (using the SPSS for windows version 25). The results of this validity test used a significance level of 5%  (0,05). Based on the output table 1, the validity test in this study were all valid variabels.
Table 1. Validity Test Results

	Indicator
	α value
	Results

	X1.1
	0,000
	Valid

	X1.2
	0,000
	Valid

	X1.3
	0,000
	Valid

	X1.4
	0,000
	Valid

	X1.5
	0,000
	Valid

	X2.1
	0,000
	Valid

	X2.2
	0,000
	Valid

	X2.3
	0,000
	Valid

	X2.4
	0,000
	Valid

	X2.5
	0,000
	Valid

	Y1
	0,000
	Valid

	Y2
	0,000
	Valid

	Y3
	0,000
	Valid

	Y4
	0,000
	Valid

	Y5
	0,000
	Valid

	Y6
	0,000
	Valid

	Y7
	0,000
	Valid


 Reliability Test
A reliability test is used to determine the extent to which a measurement can provide relatively the same result if re-measurement is carried out the same subject. In this study using Cronbach Alpha with an α value 0,938 for X1, 0,869 for X2, and 0,932 for Y where the α value is greater than the standard value α which is 0,70. In this study, the result of the analysis of all variables proved to be reliable.
      Table 2. Reliability Test Results

	Variable
	Cronbach Alpha (α)
	Results

	X1
	0,938
	Reliabel

	X2
	0,869
	Reliabel

	Y
	0,932
	Reliabel

	
	


Hypothesis Analysis
Multiple linear regression Analysis
Table 3. Multiple Linear Regression Results
	

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	3.624
	2.539
	
	1.427
	.156

	
	work-family conflict
	.189
	.090
	.135
	2.111
	.037

	
	family-work conflict
	1.037
	.093
	.712
	11.143
	.000

	a. Dependent Variable: Employee Performance



Multiple linier regression analysis is the influence linearly between two or more independent variables (X1, X2,….Xn) and the dependent variable (Y). This analysis is to determine the direction of the relationship between the independent variable and the dependent variable whether each independent variable has positive or negative relationship and to predict the value of the dependent variable if the value of the independent variable has increase or decrease. In thi study, the relationship between the dependent variable and the dependent variable has positive effect as indicated by the Y coefficient values:
Y = 3.624 + 0.189X1 + 1.037X2 +e
Based on Table 3, the results of multiple linear regression can be interpreted as follows:
The constant value of 3.624 indicates the magnitude of the performance is 3.624 if the variables of family-work conflict (X1) and work-family conflict (X2) are 0 (zero).
Based on the regression coefficient equation, it shows that the family-work conflict variable (X1) has a positive regression direction with performance, namely B = 0.189, which means that if the family-work conflict increases by 1%, the performance will increase by 18.9% with the assumption that the variable free others constant.
Based on the regression coefficient equation, it shows that the work-family conflict variable (X2) has a positive regression direction with performance, namely B = 1.037, which means that if the work-family conflict increases by 1%, the performance will increase by 103.7% with the assumption that the variable free others constant.
Determination Test
Table 4. Determination Test Results
	

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.741a
	.549
	.541
	2.14503

	a. Predictors: (Constant), family-work conflict, work-family conflict


Source: primary data, 2021
In Table 4 the results of the determination test explain the magnitude of the coefficient of determination or adjusted R2 of 0.541, it shows that 54.15% of the performance variables can be explained by the family-work conflict (X1) and work-family conflict (X2) variables. While the remaining 45.85% is explained by other variables outside the equation.
T-test
Based on Table 4, the results of the hypothesis test show that the family-work conflict variable (X1) has a regression coefficient value (B) of 0.189 and a significance value of 0.037 <0.05. This shows that H0 is rejected so that the family-work conflict variable (X1) has a significant positive effect on performance. And the results of Hypothesis 2 testing indicate that the work-family conflict variable (X2) has a regression coefficient value (B) of 1.037 and a significance value of 0.000 <0.05. This means that H0 is rejected so that the work-family conflict variable (X2) has a significant positive effect on performance.
F-Test
In Table 5, the F test results show that the significance value is 0.000 <0.05 with the calculated F value of 68.049. This means that the model is correct in predicting the effect of the independent variables (work-to-family conflict and family-to-work conflict) partially on the dependent variable (Employee Performance).



Table 5. F Test Results
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	626.203
	2
	313.101
	68.049
	.000b

	
	Residual
	515.328
	112
	4.601
	
	

	
	Total
	1141.530
	114
	
	
	

	a. Dependent Variable: Kinerja

	b. Predictors: (Constant), family-work conflict, work-family conflict







	                  
5. Conclusion and Suggestion
Work-to-family conflict has a significant and negative effect on employee performance. This study proves that employees who experience work-to-family conflict while carrying out work from home during the occurrence of COVID-19 have poor or decreased performance Family-to-work strife includes a critical and negative impact on representative execution. This consider appears that whereas carrying out work from domestic amid COVID-19, it increments family-to-work strife and causes execution to diminish.
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