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This study aims to identify and explain the mechanism underlying the Received 2 January 2023
relationship between organizational support and adaptive performance Revised 12 January 2023
through work-family conflict variables. This research was conducted at the Accepted 28 January 2023
Regional Secretariat (Setda) of Kuansing Regency where the data was taken
from the employees of the Regional Secretariat. The number of respondents
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in this study was 110 as the research sample. The data analysis techniques in Organizational Support,
this study were descriptive analysis, convergent and discriminant validity tests, Adaptive Performance, Work
and reliability tests on SEM-PLS analysis. The results of this study indicate that Family Conflict

organizational support has a positive and significant effect on adaptive
performance, then organizational support has a positive and significant effect
on work family conflict and lastly, work family conflict has a positive and
significant effect on adaptive performance

Introduction

In organizational management, Organizational support (OS) refers to workers' perceptions of
whether the organization cares about the welfare and contribution of employees.
Organizational support also includes employee assessments of whether the organization is
helping employees achieve professional and personal goals. When employees feel good SO,
employees feel safer at work and are more involved with work (Park et al, 2020; Bimantara et
al., 2022; Rafida et al., 2022; Rahmat, 2022).

Research shows that perceived OS is highly correlated with many progressive workplace
characteristics and behaviors, such as positive organizational climate and organizational
citizenship behavior. When employees feel that the company cares about the welfare of its
employees, the employees themselves will offer their dedication as a social exchange.
According to Park et al (2020) Organizational support also increases employees' sense of
belonging. Because employees believe they are part of something bigger than themselves, they
are more dedicated to the company's goals.

Adaptive performance is the ability of individual or group employees to change conditions and
behavior to adapt to a changing environment. Jundt et al (2015) also emphasized that adaptive
performance behavior usually aims to maintain performance levels or minimize performance
degradation as a result of change.

Breevaart et al (2014) revealed that employees who feel involved in work show more focus in

the daily performance of the organization. Furthermore, because employees dedicate their
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energy and attention to tasks, employees pay more attention to the work. That is, such attention
allows employees to anticipate new challenges or recognize current deficiencies in processes.
Employees who pay more attention to their work are the best equipped to tackle external
challenges.

In the opinion of Greenhaus & Beutell (1985), work-family conflict is conflict and pressure or
an imbalance in the role of employees both at work and in the family. Working hours that are
too tight and the workload is too heavy is one of the direct evidences of work-family conflict
(Supriadi et al., 2022). due to too much time and effort that exceeds the capacity spent on work.
So, this results in a lack of free time that can be used with family. Greenhaus & Beutell (1985)
also describes conflicts related to working women. First, time-based conflicts, which cannot
balance roles, between family and work. secondly, they cannot divide the portion of energy and
opportunities between work and family.

Organizational support has a positive relationship with organizational citizenship behavior
(OCB), which predicts more helping behavior within a company. Therefore, the organization
hopes that workers who feel an increase in organizational support will also carry out more
work activities (Demir, 2015).

"Adiptive performance is a trait to reflect a willingness or ability to change in addition to the
effect of behavior change (Cronshaw & Jethmalani, 2005; Pulakos et al., 2000). Adaptive
performance shows the ability of employees to adjust their behavior to meet work demands
(Charbonnier-Voirin, 2010). However, in Indonesia, studies that explain in detail the
relationship between organizational support and adaptive performance on work-family
conflict are rare.

Based on the above that has been explained, this study raises two main questions, namely
whether organizational support has a positive effect on adaptive performance? If so, does work-
family conflict mediate the mechanisms underlying the relationship between organizational
support and adaptive performance?

Theoretical Support

Organizational Support

As it is felt that associations can generally live and be creative given the individuals who drive
them. These people will later become entertainers in an association. Associations, whether
associations or government offices, or establishments called organizations or establishments,
are all developments by groups of social classes (humans) who act as entertainers with the
ultimate goal of achieving the goals of the association in question. (Sofyan. 2014 p, 31).

The achievement of authoritative goals is only possible due to the efforts of the entertainers in
the association of these organizations. For these situations, there is actually a convenient
relationship between individual execution and institutional or organizational execution. Thus,
assuming a large individual or worker presentation, almost certainly, an association or
organizational exhibition would also be good. Organizational support is an employee's belief
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that the organization where he works respects and cares about his well-being both in his family
and in the organization (Rhoades et al, 2001). Saputra and Supartha (2019). Says
"Organizational support provided by the organization to its subordinates is very important,
because it will have a good impact on the organization or company. The support or support
provided by the organization to its subordinates will form a sense of love for employees or
subordinates for the company or organization where they work. Employees who feel supported
by the company tend to have the mindset to advance their company. The desire to progress and
improve the company is a form of loyalty from employees to the company. This loyalty will
then form a commitment in each individual to the organization.

The view of a respected representative in an association will strengthen workers' confidence that
the association will live up to its commitment to understand workers' mentality and behavior,
and be able to provide awards or rewards befitting their work. The rewards desired by
representatives here can be casual or formal, for example, enhancement and compensation
(Wayne, et al 2009). The impression of Official Assistance pertains to workers' views of the
extent to which associations value commitment, offer assistance, and often think of the
assistance of government representatives (Rhoades and Eisenberger, 2002). At the end of the
day, visible Hierarchical Help alludes to workers' impressions of the degree to which the
association values their commitments and often thinks about their prosperity (Eisenberger et
al, and Rhoades, et al 2006).

Adaptive Performance
Adaptive performance is the ability of individual or group employees to change conditions and

behavior to adapt to a changing environment. Jundt et al (2015) also confirms that adaptive
performance behavior usually aims to maintain performance levels or minimize performance
degradation as a result of change.

Adaptive performance or adaptive performance is performance resulting from work that
requires improvisation. In a dynamic work environment, it requires people who have adaptive
abilities in the work environment to complete work creatively.

Adaptive performance is a concept from Pulkos, Arad, Donovan and (Plamondon, 2000) who
build theoretical and empirical models based on performance that focus on adaptive concepts,
with eight dimensions of adaptive concepts. Among them; Solve problems creatively, Deal with
uncertain or unpredictable work situations, learn new tasks, technologies, and procedures,
demonstrate interpersonal adaptability, Demonstrate cultural adaptability.

Demonstrate physically oriented adaptability, Handle work stress, Handling emergency or
crisis situations. The purpose of this dimension made by these academics is to measure or assess
the extent to which an individual or employee can adapt and adjust to new conditions or sudden
situations that exist within an organization.

Adaptive performance in an organization can be seen from several aspects: first, being able to
handle emergencies and unexpected situations, second, being able to handle work stress, third,
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being able to solve problems creatively and learn. Fourth Demonstrate interpersonal
adaptability

Work-Family Conflict (WFC)

The term struggle comes from the Latin action word arrange which means to hit each other.
From Latin embraced into English, struggle which was then brought into Indonesian, struggle.
Experts have put forward various definitions of conflict. The definitions put forward by these
experts appear to be different even though the essence is the same, because they define conflict
from different perspectives. Some define it from the perspective of psychology, behavioral
science, sociology, communication, anthropology, and social science (Siti Asiah T. Pido, 2014).

Based on the work of Kahn et al. (1964), the following work-family conflict is: a type of inter-
work struggle in which the work tensions of work and family conflict here and there. That is,
cooperation in work (family) jobs is made more of a hassle by good support in work (job)
families.

An examination of the literature reveals three main forms of work-family conflict (a) time-
based conflict, (b) tension-based conflict, and (c) behavior-based conflict.

Research Framework

Organizational
Support

Adaptive
Performance

work-family
conflict

Figure 1. Research Framework.

Research Method

Quantitative Method
This chapter will explain the development of hypotheses that aim to broaden knowledge and

understanding of organizations. According to Neuman (2011) research is part of the
explanatory approach that seeks to explain why a phenomenon arises and to build, expand,
collaborate or test theories. Furthermore, this study also aims to explain how the psychological
processes or mechanisms that underlie the relationship between altruistic leadership and
happiness at work based on organizational learning capabilities.
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This research is a study that tests a theory or hypothesis in order to strengthen or even reject a
theory or hypothesis based on pre-existing research using quantitative techniques. Quantitative
techniques in organizational science research according to Neuman (2014, p.97) are a research
method that starts with a positive social science approach and emphasizes legal discovery,
careful empirical observation and value-free research.

Furthermore, based on the time dimension in collecting data, this study uses a cross-sectional
technique where the data collected comes from a single point in time or over a relatively short
period of time (Johnson & Christensen, 2017).

Results
SEM-PLS Analysis

0,669

Adaptive
Performance

Organizational
Support

Work Family
Conflict

Figure 2. Path Chart.

Significance Test Results

Table 1. Significance Test Results

Hypothesis P Values Note:
Organizational Support > Adaptive Performance 0,001 Received
Organizational Support > Work Family Conflict 0,001 Received
Work Family Conflict > Adaptive Performance 0,001 Received

Notes. Processed Data, 2023

The first hypothesis (H1) predicts that organizational support has a positive effect on adaptive
performance. The results show that this hypothesis is statistically supported (=0.401; p<0.001).
This table also shows that without direct mediating variables organizational support positively
causes adaptive performance.
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The second hypothesis (H2) predicts that organizational support has a positive effect on work
family conflict. The results show that this hypothesis is supported statistically (B = 0.559 p <
0.001).

The third hypothesis (H3) predicts that adaptive performance has a positive effect on work
family conflict. The results show that this hypothesis is supported statistically (f=0.802 p
<0.001.

Test Results Directly and Indirectly
Table 2. Test Results Directly and Indirectly

Exogenous Endogenous Path Coefficient
Organizational Support Adaptive Performance 0,669
Organizational Support Work Family Conflict 0,004
Work Family Conflict Adaptive Performance 0,134

Notes. Processed Data, 2023

Discussions

Organizational support (X1) is an employee's belief that the organization where he works
respects and cares about his well-being both in the family and in the organization (Rhoades et
al, 2001) where Organizational support is a principled organization where the workplace has
the principle of respecting and caring for well-being of employees both in the family and in the
organization. Thus it can be used as a reason for a subordinate to have the principle of adaptive
performance to the company without coercion. And specifically this research shows that OS has
an important role in an enterprise to create AP, and the mediating role of WFC.

This study uses a new mediating variable outside of the existing literature on the mediation
underlying the relationship between OS and AP. In particular, this study will investigate WFB
mediation in FSS. The results of this study also specifically show that FSS has a positive effect
on WEFB and KA. In addition, this study resulted in FSS against OCB fully mediated by WFB
and KA.

In this study, will deepen the evidence of previous research (Rhoades et al, 2001). That OS is a
big influence in an organization. This study directly found that OS had a positive effect on AP
(H1). This study found that the behavior of organizational support from companies or agencies
towards the conditions of employees and their subordinates' families, can influence the
behavior of subordinates or individuals who are not included in the job description, are not
included in the formal reward system, a behavior that is voluntary and provides benefits in
terms of performance. and psychological for the organization.

This study found that OS can cause AP and avoid WFC. Organizational support is an
employee's belief that the organization where he works values his contribution and cares about
his welfare as an employee (Rhoades et al, 2001). The perception that employees are valued by
the organization strengthens employees' beliefs that the organization they live in will fulfill its
obligation to recognize the attitudes and behavior of employees, giving them the rewards they
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want. These rewards can be in informal forms such as awards and mentoring or formal such as
promotions and salary increases (Wayne, et al, in Ardianto, 2009).

Based on the theory of Job-Resources Model (JD-R). this study found that OS had a positive
effect on WFC (H2), AP had a positive effect on WEC (H3), finally WFB mediated the effect of
OS on AP (H4). can shape the perception of his subordinates regarding organizational support
can balance the WFC. Then, from the mediation role of WFC, it can be well known that why
and how does OS affect AP.

Furthermore, this research can broaden understanding of human-centered leadership in
forming WFB as in research (Ayuningtyas, L & Septarini, B.G 2013) and KA in research
(Annita, et al 2020).

The results of this study empirically clarify the evidence that has been found by previous
researchers, California (Yoonhee Park 2020). this finding also strengthens OS as one of the
supporters to reduce the occurrence of WFC (Greenhaus, et al. 2012). This study also provides
empirical support about the importance of organizational support in the form of OS to shape
AP attitudes. Particularly in efforts to reduce WFC, balance between work-family roles, and
form a positive attitude in all companies in Southeast Asia, especially in all organizations in
Indonesia.

The findings in this study that explain WFC mediate OS and AP. Gives implications to the
company to provide support and support to subordinates in order to avoid WFC on
subordinates. And the formation of subordinates' voluntary spirit without having to think about
rewards from the organization. Psychological characteristics such as OS that exist in the
company will help subordinates to avoid WFC in all roles. So when the company has a policy
to apply to support subordinates it will create AP in the subordinates, thus minimizing the
opportunities for subordinates to leave the company.

Conclusion

This research provides a valuable contribution to a management. Especially on the topic of OS,
AP and WFC. As well as studies on human resources. Based on the Job-Resources Model (JD-
R), the findings of this study describe how and why WFC mediates OS and AP. The results of
this study can also provide input to organizational management in running an organization,
and know how important behavior is to support and care for subordinates to create AP and
balance in all roles so as to avoid WFC in each individual. Then finally, the researcher hopes
that this research can be a catalyst in giving more attention to further research from academics
and practitioners in explaining the functions of OS and AP in organizations.
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