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CHAPTER V 

CONCLUSION 

5.1 Conclusion 

This study aimed to examine the relationship between Work-to-Personal 

Conflict (WPC), Organizational Citizenship Behavior toward Individuals 

(OCBI), and Individual Work Performance (IWP) among employees working 

in the fast-moving consumer goods (FMCG) sector in Jabodetabek, Indonesia. 

In addition, this study also examined the mediating role of Organizational 

Citizenship Behavior toward Individuals in the relationship between Work-to-

Personal Conflict and Individual Work Performance using the (Baron and 

Kenny (1986) mediation approach. Based on the results of data analysis and 

discussion presented in the previous chapter, several conclusions can be drawn 

as follows: 

1. Work-to-Personal Conflict (WPC) has a positive and significant effect on 

Individual Work Performance (IWP). This finding indicates that employees 

experiencing work-to-personal conflict were still able to maintain positive 

levels of work performance. Although the contribution of WPC toward IWP 

was relatively low, the results suggest that employees may continue to 

prioritize work responsibilities despite experiencing interference between 

work and personal activities.  

2. Work-to-Personal Conflict (WPC) has a positive and significant effect on 

Organizational Citizenship Behavior toward Individuals (OCBI). This result 

indicates that employees experiencing work-related pressure and personal 
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conflict still tended to demonstrate helping behaviors and maintain positive 

interpersonal relationships with coworkers. The findings suggest that 

supportive and cooperative workplace behaviors may remain strong even 

under demanding work conditions.  

3. Organizational Citizenship Behavior toward Individuals (OCBI) has a 

positive and significant effect on Individual Work Performance (IWP). This 

finding demonstrates that employees who actively engage in helping 

behaviors, cooperation, and supportive interpersonal relationships tend to 

demonstrate higher levels of work performance. Among all relationships 

examined in this study, OCBI showed the strongest contribution toward 

Individual Work Performance.  

4. Organizational Citizenship Behavior toward Individuals (OCBI) 

successfully mediates the relationship between Work-to-Personal Conflict 

(WPC) and Individual Work Performance (IWP). Based on the Baron and 

Kenny (1986) mediation analysis, the direct relationship between WPC and 

IWP became insignificant after OCBI was included in the regression model. 

Therefore, OCBI was proven to fully mediate the relationship between 

Work-to-Personal Conflict and Individual Work Performance. This finding 

indicates that positive interpersonal behaviors within the workplace play an 

important role in helping employees maintain their work performance 

despite experiencing work-to-personal conflict.  
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5.2 Managerial Implication 

Based on the descriptive analysis results, several managerial 

implications can be identified from the lowest indicators of each research 

variable. In the Work-to-Personal Conflict variable, the lowest mean score was 

found in the statement “My job produces strain that makes it difficult to fulfill 

my personal interests” with a mean value of 2.82. This finding indicates that 

employees may experience difficulties in balancing work demands with their 

personal interests and recovery time. Although employees in this study were 

still able to maintain positive work performance and interpersonal behaviors, 

continuously suppressing personal needs may potentially lead to physical 

exhaustion, emotional strain, and decreased well-being in the long term. 

Therefore, FMCG companies are encouraged to implement a program focusing 

on employee mental wellness, stress management, and work-life balance 

awareness. Through this program, organizations may provide monthly wellness 

sessions, mental health counseling, stress management workshops, and periodic 

workload evaluations to help employees manage work pressure more 

effectively while maintaining healthier physical and mental conditions. 

Furthermore, in the Organizational Citizenship Behavior toward 

Individuals variable, the lowest mean score was found in the statement “Share 

personal property with others to help their work” with a mean value of 3.60. 

This finding may indicate that employees are generally willing to help 

coworkers, but still experience limitations in terms of resource-sharing and 

collaborative work support. In operationally intensive industries such as 
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FMCG, employees may rely heavily on personal work tools or resources to 

maintain efficiency in completing tasks. Therefore, organizations are 

encouraged to develop a program that aims to strengthen collaborative 

workplace support systems by providing shared work facilities, operational 

support tools, and department-based resource-sharing systems. Through this 

program, employees may become more comfortable collaborating and 

supporting one another without relying excessively on personal resources, 

thereby strengthening teamwork and interpersonal cooperation within the 

workplace. 

In the Individual Work Performance variable, the lowest mean score was 

found in the statement “I took on extra responsibilities” with a mean value of 

3.92. Although categorized as high, this finding suggests that employees may 

be less willing to take additional responsibilities beyond their primary tasks, 

particularly when employees are already experiencing demanding workloads 

and work-related pressure. This condition may be associated with employees’ 

efforts to maintain work effectiveness while preventing excessive workload 

accumulation. Therefore, organizations are encouraged to implement a program 

focusing on employee development, workload management, and performance 

appreciation. Through this program, organizations may provide structured 

career development opportunities, role rotation systems, achievement 

recognition, and transparent workload distribution to encourage employees to 

take additional responsibilities in a healthier and more sustainable manner. 
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Overall, the findings of this study indicate that although employees in 

the FMCG sector tend to maintain positive work performance and interpersonal 

behaviors despite experiencing Work-to-Personal Conflict, organizations 

should not overlook the potential long-term impact of work-related pressure on 

employees’ well-being. Therefore, companies are encouraged to create 

supportive work environments that not only focus on organizational 

performance, but also prioritize employee mental health, collaboration quality, 

and sustainable workload management. 

5.3 Research Limitation 

This study has several limitations, including: 

i. This study only involved respondents working in the FMCG sector within 

the Jabodetabek area, which may limit the generalizability of the findings 

to other industries or regions.  

ii. The study used a quantitative research approach with questionnaire-based 

data collection, which relies on respondents’ self-perceptions and may 

contain subjective bias.  

iii. The variables examined in this study only explained a limited proportion of 

the variation in Organizational Citizenship Behavior toward Individuals and 

Individual Work Performance. In addition, this study only focused on Work-

to-Personal Conflict, Organizational Citizenship Behavior toward 

Individuals, and Individual Work Performance without examining other 

possible organizational or psychological factors. 
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5.4 Future Suggestion 

Based on the limitations of this study, several recommendations for future 

research are proposed as follows: 

i. Future studies are encouraged to involve respondents from different 

industries and wider geographical areas in order to obtain more 

comprehensive and generalizable findings.  

ii. Future researchers are encouraged to use additional data collection methods, 

such as interviews, observations, or supervisor evaluations, in order to 

reduce subjective bias and obtain more comprehensive research findings.  

iii. Future studies may include additional organizational and psychological 

variables, such as burnout, employee well-being, work engagement, 

organizational support, and job stress, to obtain a more comprehensive 

understanding of factors influencing employee behavior and performance. 
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QUESTIONNAIRE 
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ATTACHMENT 2 

DATA AND RESPONDENT ANSWERS 

A. Respondent Demographic 
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B. Variable WPC
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C. Variabel OCBI 
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D. Variable IWP 
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ATTACHMENT 3 

DATA PROCESSING RESULT 

A. Validity Test 

1. Variable WPC 
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2. Variable OCBI
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3. Variable IWP 
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B. Reliability Test 

1. Variable WPC 

 

2. Variable OCBI 

 

3. Variable IWP 
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C. Descriptive Analysis Test 

1. Variable WPC 

 

2. Variable OCBI 
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3. Variable IWP 
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D. Hypothesis Analysis Result 

1. Step One 
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2. Step Two 
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3. Step Three 
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4. Step Four 

 

 

 

 


