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Abstract 

The COVID-19 pandemic has impacted employees in numerous ways, notably through the shift to work-

from-home (WFH) arrangements. This transition has disrupted employees’ workplace well-being 

(WWB), with blurred boundaries between family and work life becoming more common. The challenge 

of balancing work and family demands under WFH conditions is referred to as the work-family interface 

(WFI). This study explores the effect of WFI on WWB and examines whether psychological 

detachment—defined as a recovery experience that allows individuals to mentally disengage from work 

to restore personal resources—moderates this relationship. The implementation of WFH during COVID-

19 pandemic has posed a challenge of balancing the interaction between work and family or can be known 

as work-family interface (WFI). Psychological detachment as a form of recovery experience to replenish 

an individual's resource is assumed to moderate the relationship between WFI and WWB. So this study 

aims to look at the impact from WFI to WWB and also the moderation effect of psychological 

detachment. The study was conducted on 143 employees using convenience sampling, a non-probability 

sampling method. The instruments utilized in this study are the Work Family Interface from the Work-

Family Interface Scale, with a reliability score of α = .728; the Workplace Well-being from the Workplace 

Well-being Questionnaire, with a reliability score of α = .893; and the Psychological Detachment from 

the Recovery Experience Questionnaire, with a reliability score of α = .825 and ω = .828. The results 

demonstrated that the Work-Family Interface (WFI) exerts a significant influence on workplace well-

being (WWB) (p = .000). Furthermore, the findings substantiated that the four dimensions of the WFI 

markedly impact WWB (p = .000). However, the hypothesis that psychological detachment acts as a 

moderator in the relationship between WFI and WWB was not supported (p = .263, p > .05).  
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sampling method. The instruments utilized in this study are the Work Family Interface from the Work-

Family Interface Scale, with a reliability score of α = .728; the Workplace Well-being from the Workplace 

Well-being Questionnaire, with a reliability score of α = .893; and the Psychological Detachment from 

the Recovery Experience Questionnaire, with a reliability score of α = .825 and ω = .828. The results 

demonstrated that the Work-Family Interface (WFI) exerts a significant influence on workplace well-

being (WWB) (p = .000). Furthermore, the findings substantiated that the four dimensions of the WFI 

markedly impact WWB (p = .000). However, the hypothesis that psychological detachment acts as a 

moderator in the relationship between WFI and WWB was not supported (p = .263, p > .05).  

Kata kunci: keterpisahan psikologis, interkoneksi-keluarga kerja, kesejahteraan di tempat kerja, bekerja 

dari rumah 

Introduction 

United Nations (2020) states that studying the impact of COVID-19 on society, the economy and 

vulnerable groups is an important and fundamental step. This is an effort to adjust the response of the 

government and related parties to recover from the crisis. Therefore, efforts to understand the impact of 

the COVID-19 pandemic is one of the focuses of researchers in this study. Reporting from jawapos.com, 

since the beginning of the COVID-19 pandemic, various impacts have been felt by the community. 

Starting from the implementation of health protocols such as the use of masks and hand sanitizer, 

restrictions on activities such as traveling, and other lifestyle changes (Virdhani, 2020). One of the most 

frequently discussed impacts since the beginning of the pandemic was the large number of people who 

lost jobs. Based on data from the Ministry of Manpower reported by kompas.com (2020) in April 2020, 

there were 39.977 companies in the formal sector that chose to lay off their employees or terminate their 

employment (PHK). This happened because many companies were unable to operate due to various 

restrictions during the COVID-19 pandemic. The latest data from the Ministry of Manpower, reported 

by tribunnews.com, even states that as many as 29.4 million employees have been affected by the 

COVID-19 pandemic. They are people who have experienced layoffs, laid off without pay, as well as 

reduced working hours and wages (Triatmojo, 2021). 

However, the impact of the COVID-19 pandemic on employees does not only appear in the form of 

job losses and employment. Another important phenomenon which is also a big impact of COVID-19 is 

work from home (WFH). This is because companies must implement WFH with various limitations and 

risks during the COVID-19 pandemic. According to lokadata.id (2020), there were 4.057 companies in 

Jakarta that were recorded as conducting WFH in May 2020. 

This massive WFH phenomenon certainly has a certain impact on employees. Recent research from 

Xiao et al. (2021) shows that many workers who do WFH suddenly experience a decline in health, both 

physically and mentally. Working conditions significantly affect employee well-being, with different 

outcomes based on the ownership of the organization (Ogunola, 2024). About two thirds of the 

respondents to this study reported one or more physical problems and three quarters of the respondents 

experienced at least one new mental health problem during WFH. WHO defines mental health as a 

condition of well-being where individuals realize their own abilities, are able to deal with normal stresses 

in life, and are able to contribute in their communities (2004). 

Another study from Crawford et al. (2011) is systematic review against workers remote & mobile 

(workers who do not do their work in the office). One of the results of this study is workers remote & 

mobile those with longer working hours indicate the level of well-being is lower. This further strengthens 

the risk of disrupting the well-being of someone during WFH because data from the National Bureau of 

Economic Research reported by CNN Indonesia (2020) states that people who do WFH spend an average 

of 49 extra minutes per day working. Workers said they worked longer hours than people in similar jobs 

who did not work from home. In addition, a recent study from Bakker & Wingerden (2020) also states 

that contemplation of the COVID-19 pandemic has a negative correlation with the well-being of 

employees. 
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The study concludes that prolonged work-from-home (WFH) during the COVID-19 pandemic poses 

potential risks to employee well-being, but it does not definitively prove that all employees experienced 

low well-being during this period. The impact of WFH is complex and varies, with some studies, such as 

Oakman et al. (2020), indicating that WFH can both alleviate stress and strain or, conversely, enhance 

well-being. This variability suggests that the well-being of employees working from home during the 

pandemic requires further investigation. Given the importance of well-being on employee performance 

and company outcomes, as highlighted by Xenia et al. (2023), continued research is critical to better 

understand these dynamics. 

Well-being has many definitions. Shah and Marks (2004) said well-being is not just a feeling of 

happiness. Well-being means developing personally, feeling whole and contributing to society. 

Meanwhile Diener (1984) says that well-being is an individual's feelings and evaluation of his life as a 

whole which includes life satisfaction, positive and negative effects.  

Definition well-being by Ryan and Deci (2001) to argue that there is no understanding of well-being. 

Well-being is relative and highly dependent on various external factors that exist in the environment and 

culture. Therefore, when talking about well-being at work it is important to review well-being with a 

specific context in the work environment (Hyett & Parker, 2014). Bartels et al. (2019) states that the 

subjective evaluation of employees regarding their ability to develop and function optimally in the 

workplace is called workplace well-being (WWB). 

Apart from being at risk of well-being, another impact of the WFH phenomenon during the COVID-

19 pandemic is the disruption of interactions between the world of work and family. Recent research 

shows that the COVID-19 pandemic has had an impact on the interaction between time sharing for work 

and family or work-family interface. This study states that a few weeks after the sudden change in work 

style from working in an office to teleworking or WFH, a change has occurred in the work-family 

interface (WFI) of many employees. This results in the risk of conflict between work and family. When 

individuals experience change work-family interface which is negative, then the rate job satisfaction 

decreased and turnover intention (Vaziri et al., 2020). 

Regarding the findings of Vaziri, et al. (2020), another study from Chen, et al. (2020) suggested that 

employees who experience work-family conflict (WFC) as one of the work-family interface dimensions 

indicates the level of workplace well-being is lower. This is because work-family conflict will spend the 

resources that are owned thereby worsening individual attitudes towards work such as workplace well-

being. In addition, Setyawan and Lestari (2020) stated that more than 50% of employees are aware that 

collaborating during WFH is challenging because it is difficult to separate work life and life at home. 

While remote working has the potential to enrich both work and family life, its effectiveness depends on 

managing boundaries, reducing excessive demands, and promoting recovery. Failure to address these 

issues may lead to increased work-family conflict and negative health outcomes, especially during periods 

of mandatory remote work, like the COVID-19 lockdowns (Ghislieri et al., 2023). 

Based on the evidence of this research, it can be said that with the implementation of WFH, the 

interaction between the world of work and the family of each employee on work-family interface (WFI) 

potentially changes. Along with changes in work-family interface, workplace well-being also has the 

potential to decrease or increase. This is the basis for researchers to examine further the relationship 

between work-family interface and workplace well-being among employees who did WFH during the 

COVID-19 pandemic. Work-family interface (WFI) itself is a combined function of the interaction of 

individual experiences within the family and work. Work-family interface consists of four dimensions are 

work-family conflict, family-work conflict, work-family enrichment, and family-work enrichment 

(Grzywacz & Marks, 2000). 

Chen et al. (2020) in their research also stated that further research needs to carry out further 

investigations regarding variables that have the potential to become moderators in the relationship 

between work-family conflict and workplace well-being. Suggestions from previous research make 

researchers want to use psychological detachment as a moderator in this study. Psychological detachment 
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is the individual's ability to psychologically detach from work by not thinking about or contemplating 

work-related problems and opportunities (Sonnentag & Bayer, 2005). 

Psychological detachment it is interesting to study as a moderator of the relationship between work-

family interface and workplace well-being because this variable is part of the process recovery that is 

needed when someone experiences psychological strain (Sonnentag & Kruel, 2006). Recovery is the 

reverse process strain that has occurred as a result of exposure of the individual to stressor (Sunday & 

Bayer, 2005).  

Work family conflict which is part of has been shown to improve psychological strain owned by 

employees (Lizano, 2020). According to Menard et al. (2021) psychological detachment is able to 

minimize negative mood impact caused by the COVID-19 pandemic at the end of the day. Psychological 

detachment can be said to be effective for recovery strain that individuals experience and has the potential 

to replenish resources that will impact on well-being. This makes researchers assume that the process 

recovery which was created by psychological detachment can reduce strain caused by work family 

conflict to employees who do WFH during the COVID-19 pandemic so workplace well-being can be 

achieved. 

The researchers' assumptions are supported by previous studies which prove that employees who are 

able to disengage from work outside working hours can experience positive benefits in the form of 

increased well-being and performance. In addition, employees who are able to do psychological 

detachment also proved to be more satisfied with their lives overall and experienced less psychological 

strain (Sonnentag, 2012). Based on previous research as well, psychological detachment proven to be a 

moderator of Work-family conflict with psychological strain. The same study also demonstrated a 

moderator effect of psychological detachment can be seen in the relationship work-family conflict with 

life satisfaction (Jimenez, et al., 2009). However, in another study from Murphy (2008) psychological 

detachment did not prove to be a moderator of the relationship work-family conflict with work 

engagement and burnout. 

Because of the prolonged implementation of WFH, one of the aspects of employee life that has 

changed is work-family interface. This work-family interface change is proven to be at risk of affecting 

the level of workplace well-being owned by employees. The novelty of this research lies in its exploration 

of the relationship between work-family interface (WFI) and workplace well-being (WWB) among 

employees who worked from home (WFH) during the COVID-19 pandemic. Unlike previous studies, 

this research introduces psychological detachment as a moderating variable to examine whether the 

ability to mentally disengage from work affects the impact of WFI on WWB. This approach addresses 

the unique stressors introduced by prolonged WFH arrangements, where work and family boundaries 

often blur, and assesses how recovery strategies like psychological detachment can potentially alleviate 

strain. Through this research, the study aims to contribute to a better understanding of employee well-

being in remote work environments, providing insights that could inform organizational policies to 

support employees' mental health and work-life balance. The COVID-19 pandemic has had various 

impacts on society. Through this research, researchers hope to contribute to efforts to understand the 

conditions of work-family interface, workplace well-being and psychological detachment employees 

during the COVID-19 pandemic so that the right initiatives and policies can be taken by the company. 

 

 

 

Hypothesis Development  

Work-family interface and workplace well-being 
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The COVID-19 pandemic forced employees to experience sudden changes to new ways of work from 

home (WFH). One of the impacts of this sudden change on employees is demonstrated by Xiao et al. 

(2021) which states that many employees experience mental health decline during WFH. 

Mental health is a condition of well-being owned by individuals (World Health Organization, 2004). 

Well-being itself is a broad concept and difficult to universally define (Ryan & Deci, 2001). So this 

research is in relation to the WFH phenomenon which is the work setting that will use workplace well-

being (WWB) as the research variable. Workplace well-being is a condition in which an individual is able 

or has the potential to function optimally in accordance with the individual's values at work (Bennet et 

al., 2017). 

There is a decrease on employee well-being, this happens because of the increasing number of 

distractions faced by individuals during WFH (Xiao et al., 2021). According to Setyawan and Lestari 

(2020), one of the most frequent challenges during WFH is the difficulty in separating work life from 

home life. Chen, et al. (2020) stated that when a person experiences conflict between work and family 

life, the workplace well-being level will be lower. In addition, changes in the way of work to WFH are 

also proven to create a shift between interactions that are owned by family and work. The interaction 

between family life and work is also called work-family interface (WFI) (Grzywacz & Marks, 2000). 

H1: There is a significant influence between work-family interface and workplace well-being 

Work-family interface and workplace well-being with psychological detachment as moderator 

There is a decreasing well-being on employees during WFH can occur due to shifts in work-family 

interface owned by employees. This can happen because when someone has a conflict within work-family 

interface or work-family conflict (WFC) then this event is considered a stressor which produce 

psychological strain and reduce individual resources. Psychological strain accumulated resulted in a 

negative impact in the form of a decrease well-being (Chen et al., 2020). 

Sonnentag and Bayer (2005) stated that recovery experience is the reverse process strain. Recovery 

can eliminate or at least reduce the negative effects of stress mood and performance, until it returns well-

being and individual performance potential. One of the most important things that a person must have 

in order to process recovery can happen is psychological detachment. Psychological detachment is the 

ability of individuals to separate themselves from work. This separation not only refers to physical 

separation but also psychological. This means that individuals must be able to stop thinking about the 

problems and opportunities that exist at work (Sonnentag & Kruel, 2006). 

There is psychological detachment as a process of recovery that lead researchers to assume that the 

relationship between work-family interface and workplace well-being can be moderated by psychological 

detachment. This is in line with suggestions from previous research which stated that further research is 

needed on variables that might moderate the relationship between conflict within work-family interface 

and workplace well-being from Chen et al. (2020). Thus, researchers will see the effect of the work-family 

interface (WFI) against workplace well-being (WWB) with psychological detachment as moderator. 

H2: Relationship between work-family interface and workplace well-being moderated by 

psychological detachment. 

Methods 

Research Design 

This research is quantitative research with a non-experimental form because there is no treatment 

given by the researcher to the participants. This research is moderation research, which describes the 

effect of moderation psychological detachment in relationship work-family interface and workplace well-

being. Based on this formulation, this research consists of three variables. The three variables are work-

family interface, workplace well-being and psychological detachment. This study was designed by taking 

a sample of employees who are actively work from home (WFH) using questionnaire distribution online. 
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Data processing uses the SPSS version 22.00 program to carry out item, normality tests, descriptive data 

tests, regression tests and moderation effect tests with regression techniques PROCESS by Hayes and 

reliability testing using Jeffreys's Amazing Statistics Program (JASP).  

Participants 

Participants are adult individuals who were active employees worked as WFH during the COVID-19 

pandemic. This research does not limit participants in terms of race, age, ethnicity, religion, gender, or 

socioeconomic status. This study uses a sampling technique non-probability sampling that is convenience 

sampling. This technique is used by considering the efficiency and effectiveness of research. 

Instruments  

This study used three instruments, including the work-family interface scale to measure the work-

family interface, the Recovery Experience Questionnaire (REQ) to measure psychological detachment 

and the workplace well-being questionnaire (WWQ) to measure workplace well-being. All the 

instruments using five ranges scale.  

Measuring work-family interface using work-family interface scale developed by Kinnunen et al 

(2006) with Cronbach Alpha reliability is α = .728. This measuring instrument consists of four dimensions 

namely work-family conflict (α = .866) with item e.g “My job demands interfere with my family life”, 

work-family enrichment (α = .725) with item e.g “The skills I use at work help me manage family life 

better.", family-work enrichment (α = .631) with item e.g “Being part of a family helps me relax and be 

more productive at work”, and family-work conflict (α = .826) with item e.g “My family responsibilities 

reduce the time I need to focus on work. The first dimension is work-family conflict which is the level of 

conflict caused by work life on family life.  

Recovery experience questionnaire (REQ) to measure psychological detachment. This measuring tool 

was developed by Sonnentag and Fritz (2007). Psychological detachment is unidimensional and consists 

of four positive items, item e.g “During time after work, I distance myself from my work”. This 

instrument have Cronbach Alpha reliability is α = .825 and McDonald reliability is ω =.828. 

Workplace well-being questionnaire (WWQ) developed by Hyett and Parker (2014) to measure 

workplace well-being with Cronbach Alpha reliability is .893. WWQ have four dimensions are work 

satisfaction (WS) with Cronbach Alpha reliability is α =.893 and item e.g “Do your daily work activities 

give you a sense of direction and meaning”, organizational respect (OR) with Cronbach Alpha reliability 

is α =.917 and item e.g “In general terms, do you trust the senior people in your organization?”, employer 

care  (EC) with Cronbach Alpha reliability is α =.917 and item e.g “Is your boss caring?” and intrusion 

of work into private life (IW) with Cronbach Alpha reliability is α =.792. and item e.g “Do you find 

yourself thinking negatively about work outside of working hours?” 

 

 

 

 

Results and Discussion 

In this study, 143 participants were active employees. The demographic data of the participants is 

shown in Table 1. 

Table 1. Demographic Data of Participants 
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Categories  Frequency 

Gender Male 

Female 

87 

56 

Age (Year) 21 – 25  

26 – 30  

31 – 35   

36 – 40  

41 – 45  

31 

69 

31 

10 

  2 

Marriage Status Single 

Married 

Widow/Widower 

78 

63 

  2 

Tenure <1 year 

1 – 2 years 

3 – 4 years 

4 – 5 years 

>5 years  

14 

62 

32 

26 

  9 

Position Staff 

Supervisor 

Manager  

102 

16 

25 

Department Operation 

Technology 

Sales 

Human Resources 

Marketing 

Finance  

60 

34 

24 

18 

4 

3 

 

Variable Overview  

General description of the variables from the results of the data collected is workplace well-being from 

employees it can be said to be quite high, based on an average mean of 3. For detail interpretation of each 

dimensions are Work Satisfaction (WS), Organizational Respect (OR), Employer Care from (EC) dan 

intrusion of work into Private Life (IW) can be seen in Table 2. 

 

 

 

 

Table 2. Workplace Well-being Overview 

Dimensions/Variable Min Max SD Mean Interpretation 
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Work satisfaction 1.00 5.00 .575 3.75 High 

Organizational Respect 2.00 5.00 .597 3.71 High 

Employer Care 1.50 5.00 .745 3.75 High 

Intrusion of Work into 

Private Life 

Workplace Well-being 

1.57 

1.93 

5.00 

4.68 

.666 

.487 

2.78 

3.58 

Low 

High 

 

Work-family interface dimensions are Work-Family Conflict (WFC), Work-Family Enrichment 

(WFE), Family-Work Conflict (FWC) dan Family-Work Enrichment (FEW) the highest dimension is 

Family-Work Enrichment for more complete can be seen in Table 3 for an overview of the variables. 

Psychological detachment in this company is low (Min=1.00, Max=5.00, M = 2.87, and SD = .844) 

based on the results from the four items.  

Table 3. Work-family Interface Overview 

Dimensions/Variable Min Max SD Mean Interpretation 

Work-family conflict 1.00 5.00 .846 2.52 Low 

Work-family enrichment 1.00 5.00 .684 3.46 High 

Family-work conflict 1.00 4.25 .810 2.30 Low 

Family-work enrichment 

Work-family interface 

1.67 

2.00 

5.00 

4.00 

.677 

.393 

3.63 

2.99 

High 

Moderate  

 

Hypothesis 1: There is a significant influence between work-family interface with workplace well-being  

The first hypothesis was conducted to see the effect of work-family interface on workplace well-being. 

The results of the analysis show that the four dimensions of work-family interface have a significance = 

.000, which means that there is an influence of work-family interface on workplace well-being. Therefore, 

H1 is accepted and H0 is rejected. The influence that occurs from work-family interface to workplace 

well-being is positive or negative depending on the dimensions possessed by the individual. Work-Family 

Enrichment and Family Work Enrichment proved to have a positive influence on workplace well-being. 

On the other hand, Work-Family Conflict and Family-Work Conflict have been shown to have a negative 

effect on workplace well-being. So it can be explained that an employee will have a better level of 

workplace well-being if they experience enrichment good of work to family nor family to work. 

Meanwhile, when an employee experiences conflict of work to family nor family to work then their 

workplace well-being will be lower. 

The results also show the coefficient of determination R2 = .100 for work-family conflict. This means 

that work-family conflict contributes 10.0% to explain WWB. In addition, Work-family enrichment has 

a coefficient of determination R2 = .411. So Work-family enrichment contributes 41.1% to explain WWB. 

Furthermore, family-work conflict produces a coefficient of determination R2 = .044. This means that 

family-work conflict contributes 4.4% in explaining workplace well-being. Lastly, family-work 

enrichment shows the coefficient of determination R2 = .278. So it can be said that family-work 

enrichment has a contribution of 27.8% to explain WWB. Therefore, it can be concluded that of all work-

family interface dimensions, work-family enrichment has the greatest effect on workplace well-being on 

employee. 

Table 4. Hypothesis 1 Test Result 
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Dimensions t Sig. R2 

Work-family conflict → Workplace Well-being -3.95 .000 .100 

Work-family enrichment → Workplace Well-being 9.92 .000 .411 

Family-work conflict → Workplace Well-being -2.54 .012 .044 

Family-work enrichment → Workplace Well-being 7.36 .000 .278 

 

Hypothesis 2: Relationship between work-family interface with workplace well-being moderated by psychological 

detachment 

Hypothesis 2 shows that p value from psychological detachment as a moderator is .263 (p > .05). 

Therefore, the moderating effect does not occur until H1 is rejected and H0 accepted. It means 

psychological detachment unable to moderate the relationship shared by work-family conflict and 

workplace well-being. 

Table 5. Result Hypothesis (Psychological Detachment as Moderator Work-Family Conflict and 

Workplace Well-being) 

Dimensions Coeff. p t 

Work-family conflict → Workplace Well-being .153 .029 -2.20 

Psychological detachment .134 .910 -.113 

Work-family conflict * Psychological detachment  .051 .263 1.12 

 

Table 6. Result Hypothesis (Psychological Detachment as Moderator Work-family enrichment and 

Workplace Well-being) 

Dimensions Coeff. p t 

Work-family enrichment → Workplace Well-being .165 .040 2.069 

Psychological detachment .211 .724 -.353 

Work-family enrichment * Psychological 

detachment  

.058 .510 .661 

 

The results presented in the table 6 indicate a significant positive relationship between work-family 

enrichment and workplace well-being (Coefficient = .165, p = .040, t = 2.069). This suggests that as work-

family enrichment increases, so does workplace well-being. Nevertheless, psychological detachment does 

not significantly predict workplace well-being (Coeff. = .211, p = .724, t = -.353). Furthermore, the 

interaction between work-family enrichment and psychological detachment is not statistically significant 

(Coeff. = .058, p = .510, t = .661), indicating that psychological detachment does not significantly 

moderate the relationship between work-family enrichment and workplace well-being. 

Hypothesis 2 shows that p value from psychological detachment as a moderator of .162 It means p 

value greater than .05 (p > .05). Therefore, the moderating effect does not occur until H1 rejected and H0 

accepted. This means psychological detachment not a moderator in the relationship between work-family 

enrichment and workplace well-being. 
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Table 7. Result Hypothesis (Psychological Detachment as Moderator Family-Work Conflict and 

Workplace Well-being) 

Dimensions Coeff. p t 

Family-work conflict → Workplace well-being .151 .029 -2.202 

Psychological detachment .124 .891 -.138 

Family-work conflict * Psychological detachment  .068 .162 1.407 

 

Hypothesis 2 shows that p value from psychological detachment as a moderator (.235, p > .05). 

Therefore, the moderating effect does not occur until H1 is rejected and H0 accepted. This means 

psychological detachment nor is it a moderator of the relationship between family-work conflict and 

workplace well-being. 

Table 8. Result Hypothesis (Psychological Detachment as Moderator Family-work Enrichment and 

Workplace Well-being) 

Dimensions Coeff. p t 

Family-work enrichment → Workplace well-being .054 .000 6.694 

Psychological detachment .054 .013 2.510 

Family-work enrichment * Psychological 

detachment  

.014 .235 -1.194 

 

Discussion 

The results of the research conducted show that the conflict dimension of work-family interface (work-

family conflict & family-work conflict) has a negative influence on the workplace well-being of employees 

who engage in WFH during the COVID-19 pandemic. This is in line with research from Chen et al. 

(2020) which states that when individuals experience interference either from family to work or from 

work to family, then the level well-being the individual will decrease. There is a decrease well-being of 

employees happens because individuals are more susceptible to experiencing negative affect which 

produce emotional exhaustion and finally lowered the rate well-being. 

Enrichment from work-family interface (work-family enrichment & family-work enrichment) has a 

positive effect on workplace well-being. These results are in line with research conducted by Faradinna 

et al. (2019) enrichment from family to work or from work to family has positive benefits for well-being. 

Mullen et al. (2008) also stated something similar regarding enrichment. Mullen et al. (2019) say there is 

a growing body of evidence on the relationship enrichment with increasing well-being. This can happen 

because the resources generated from certain roles (family or work) have a direct influence on the quality 

of other roles (family or work) (Mullen et al., 2019). 

The second hypothesis of this study was not proven because psychological detachment does not act 

as a moderator in the relationship between the four dimensions of work-family interface (work-family 

conflict, work-family enrichment, family-work conflict & family-work enrichment) and workplace well-

being. This result is not in line with research from Jimenez et al. (2009) psychological detachment is 

proven to be able to moderate the relationship between one of the work-family interface dimensions, is 

family-work conflict and well-being. Even so, in the same study it was also proven that psychological 

detachment is not shown to moderate work-family conflict relationship with workplace well-being. The 

results of this research that are still inconsistent make researchers conduct further investigations. 
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Reason psychological detachment not being able to moderate the relationship between work-family 

interface and WWB may occur due to measurement mismatch with the culture and way of working of 

the company during the COVID-19 pandemic. Psychological detachment focuses on individual 

conditions outside of working hours. The measuring instrument reads something like “Outside of 

working hours, I don't think about work at all”. This was considered to be irrelevant to the working 

conditions of WFH during the COVID-19 pandemic because the definition and limitations of working 

hours became unclear. During WFH employees often have to finish work and hold meetings during hours 

outside working hours. Conversely, sometimes employees have free time to rest in the middle of the day, 

which should still be working hours. So it can be said that working hours during WFH become irregular. 

This shift in habits and culture can be one of the reasons for not participating in psychological detachment 

as a moderator of the relationship between work-family interface and workplace well-being. 

In addition, researchers found previous studies that also tested the moderating effect of psychological 

detachment. The results of these studies indicate that psychological detachment failed to moderate the 

relationship between job stress and performance. This study also emphasizes the shortcomings of 

measuring instruments psychological detachment which only has four points and is self-report (Sari et 

al., 2017). Based on the results of previous research and the results of this study, the researcher feels the 

need to carry out further studies regarding measurement methods psychological detachment especially 

during WFH. 

The research results from Sari et al. (2017) also indicated the possibility of cultural differences in 

Indonesian society. This study stated that even though the participants did not like and were not willing 

to bring work home. However, participants still often reply to short messages and pick up the phone 

outside working hours because they are still within tolerance limits. Therefore, there is a possibility that 

Indonesian people are not used to making clear boundaries between family life and work. So that concept 

psychological detachment in Indonesia still needs to be studied further. 

The research findings are subject to several limitations. The study's focus on work-from-home (WFH) 

during the COVID-19 pandemic may not be generalizable to other contexts, as the pandemic caused 

unique disruptions to traditional work-life boundaries. The failure of psychological detachment to 

moderate the relationship between work-family interface and workplace well-being may be attributed to 

cultural differences or measurement inconsistencies. The detachment scale used might not accurately 

reflect the fluidity of work hours during WFH, especially in Indonesia, where social norms around work 

boundaries differ. The research highlights several recommendations to improve workplace well-being for 

employees working from home (WFH). It emphasizes the importance of clear work-family boundaries 

to prevent conflict, which is shown to reduce well-being. Organizations are encouraged to foster 

environments that support work-family enrichment, allowing positive interactions between work and 

home life. This can be achieved by promoting flexible schedules and establishing clear boundaries for 

working hours. Furthermore, while psychological detachment was hypothesized to be a potential 

moderator between work-family interface and well-being, the results suggest that WFH challenges 

traditional detachment practices due to irregular hours. Future research should focus on culturally 

specific approaches to psychological detachment and develop measurement tools that capture the 

complexities of remote work, particularly in non-Western settings like Indonesia, where work-life 

boundaries are more fluid. 

 

Conclusion 

The intent of this study is to examine how the work-family interface, including both conflicts and 

enrichments, impacts the workplace well-being of employees working from home during the COVID-19 

pandemic. The findings highlight that while work-family and family-work enrichment positively 

influence workplace well-being, conflicts in these domains negatively impact it. However, psychological 

detachment, a factor theorized to moderate this relationship, failed to do so, likely due to cultural 
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differences and irregular work hours during WFH in Indonesia. The importance of the paper lies in its 

contribution to understanding the nuanced relationship between work-life boundaries and employee 

workplace well-being during remote work, particularly in a non-Western context. Future research could 

improve on the measurement of psychological detachment to better capture the fluidity of work hours 

during WFH, explore the role of cultural factors in shaping work-family dynamics, assess these 

relationships in more stable work environments beyond the pandemic and should explore alternative 

measurement more fits with culture contexts. 
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