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Abstract 

Background: Work-family conflict is one of the human being issues that may be inevitable. The 

overlapping of home and work roles could interfere with the roles at home or cause problems at 

work. These conflicts have a negative impact on job performance. Nurses who are proficient in 

practicing emotional intelligence had a better capacity to handle stress and job performance. Aim: 

It was to assess work-family conflict and emotional intelligence in relation to job performance of 

staff nurses. Subjects & Methods: A correlational descriptive design was conducted on staff 

nurses (270), who answered a questionnaire measuring work-family conflict in addition to 

emotional intelligence, whereas their job performance was evaluated by their head nurses using an 

observation checklist. Results: The highest percentages of staff nurses had a moderate level of 

work-family conflict and a high level of emotional intelligence, and 59.6% of them had a good 

level of job performance.  Job performance had a statistically significant negative correlation with 

work-family conflict which had a statistically significant positive correlation with emotional 

intelligence. Conclusion: Job performance is negatively affected by work-family conflict. 

Emotional intelligence has a larger effect size than work-family conflict on job performance among 

staff nurses as emotional intelligence has a large effect size on their job performance compared to 

the moderate effect of work-family conflict. Both of them have a low effect size on each other. 

Recommendations: Training staff nurses targeting job performance skills improvement besides 

work-family conflict management and how to use the high level of emotional intelligence ability to 

improve are recommended. 
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Introduction: 
 

Work-family conflict is one the human 

being issues that may be inevitable. The 

overlapping of home and work roles could 

interfere with the roles at home or cause 

problems at work. These conflicts have a 

negative impact on job performance (Rubio 

et al., 2015; Obrenovic et al., 2020; Wang 

et al., 2021). In nursing, the management of 

job performance is as vital as the nurses’ role 

in healthcare especially since they work in a 

stressful profession facing many challenges 

and conflicts whether in the work 

environment, relations with the health work 

team, or the demanding nursing role itself 

(Abdelrazek et al., 2017) which reflects on 

the work-family conflict (Rubio et al., 2015; 

Wang et al., 2021). Emotional intelligence is 

one of the human being skills that could have  

 

 

a positive impact on work-family conflict and 

job performance (Garavan et al., 2021; Miao 

et al., 2021).  

Work-family conflict is “a form of 

interrole conflict in which the role pressures 

from the work and family domains are mutually 

incompatible in some respect. That is, 

participation in the work (family) role is made 

more difficult by virtue of participation in the 

family (work) role” (Greenhaus & Beutell, 

1985 p.77). It is categorized into time, strain, 

and behavior-based conflict. Time-based 

conflict occurs once time demands of work or 

family conflict with each other whereas strain-

based one occurs once the strain of work or 

family influences each other. Behavior-based 

conflict occurs once behavior necessary for 

family or work causes it more difficult to satisfy  
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the requirements of any one of them. 

Behavior-based conflict seems to be less 

predominant than other work-family conflict 

forms. Besides, it has not received much 

consideration in earlier literature (Bradley, 

2013). 

Some factors of work-family conflict 

originate from personal attributes such as 

personalities, and work or family identity 

(d'Argent, 2014). Also, when employees feel 

stressed from a demanding and non-

supportive workplace environment, and work 

longer hours this generates work-family 

conflict (Raza et al., 2018). Besides, family 

domain factors including marital status, 

family size, stressors, involvement, and its 

development stage interfere with work-family 

conflict experience too (Bradley, 

2013).  There are several negative 

consequences of work-family conflict. They 

are grouped according to domains of 

employee’s life: individual such as increased 

psychological distress, depression, 

somatization, and substance dependence 

disorders; familial as marital, parental, and 

family dissatisfaction; work as occupational 

dissatisfaction, burnout, and low job 

performance). Hence, difficulties in one area 

often influence the stability of the other 

(Bradley, 2013; d'Argent, 2014). 

Emotional intelligence is a group of 

emotional and social capabilities that define 

how human beings could communicate 

effectively with their selves and others, and 

handle day-to-day burdens and stresses (Bar-

On, 2002; Carragher & Gormley, 2017). It 

is defined by Mayer et al., (2008 p.507) as 

“the ability to carry out accurate reasoning 

about emotions and the ability to use 

emotions and emotional knowledge to 

enhance thought”. It is concentrating on 

emotional perception and understanding. It is 

based on connecting the abilities of 

accurately perceiving and using emotions to 

facilitate thought in addition to understanding 

and managing emotions (Gallagher, 2011).  

Persons with increased emotional 

intelligence have a strong capability to 

recognize, comprehend and manage emotions 

whether for others or themselves. Hence, they 

are likely to show enhanced social and 

psychological adjustment compared to low  

 

emotional intelligent ones (García‐Sancho, 

2017). Hence, emotional intelligence's 

importance is raising more in health care and 

the nursing profession in particular. It helps 

deliver effective nursing care, satisfy patients' 

needs, and deal with job stressors and different 

clinical problems. It is a requirement in 

contemporary health care systems and positively 

affects job performance (Najimi et al., 2021). 

Job performance is an important issue for 

any organization. It is the actual actions done to 

achieve organizational goals and business 

success. Also, it is important for individuals too 

to satisfy the sense of self-achievement as one 

of the needs satisfaction sources (Muchhal, 

2014). In healthcare, staff nurses’ job 

performance is the core of patient and health 

care, and assessing it is a continuous 

requirement to guarantee high performance 

level and high quality of nursing and patients 

care. Supervising and evaluating nurses’ job 

performance is managerially the basic the role 

of their head nurses (Marquis & Huston, 2012; 

Huber, 2018). 

Job performance is a group of authentic 

activities or staff behaviors representing what is 

done and in what way they well fulfill job 

responsibilities based on organizational 

standards of the job description (Abdelrazek et 

al., 2017). The quality of job performance is 

reduced when a high level of occupational stress 

is present. It is negatively affected by work-

family conflict too (Obrenovic et al., 2020). 

However, there are other factors positively 

contributing to job performance and work-

family conflict improvements such as supervisor 

and organizational support. Also, work 

engagement positively affects in-role 

performance (Zhong et al., 2016; Ekmekci et 

al., 2021). 

There are various studies geared to assess 

the relation between work-family conflict and 

job performance (d'Argent, 2014; Obrenovic 

et al., 2020; Wang et al., 2021), and how could 

organization’s caring reduces the negative 

effects of work-family conflict on job 

performances (Wang et al., 2021), emotional 

intelligence and job performance (Miao et al., 

2021; Najimi et al., 2021), and work-family 

conflict and emotional intelligence (Olugbenga, 

2014; Garavan et al., 2021). However, few 

studies assess the relationship between the  
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studied variables among staff nurses, and 

none measure the effect size of the variables 

on each other. 

Significance of the study 

Work-family conflict is related to lower 

levels of satisfaction with one’s job and 

higher levels of emotional exhaustion 

(Dodanwala & Shrestha, 2021), minor 

satisfaction with family and life in general 

(Priyanka et al., 2022), and lower job 

performance in specific (Wang et al., 2021). 

It predicts job stress and contributes to an 

organization's intention to leave (Labrague 

et al., 2021). Higher emotional intelligence 

contributes to more work-family conflict 

management (Gao et al., 2013). It creates 

properties to handle work-family conflicts 

(Bradley, 2013) and is positively related to 

nursing performance (Fujino et al., 2015). 

Keeping nurses at higher levels of 

performance is necessary. It should be taking 

measures regarding identifying what issues 

interfering with and required for its 

management. The previous studies targeted 

determining the relationship between the 

studied variables estimating the statistical 

power rather than measuring the effect size 

which reflects the practical/clinical effect of 

the studied variables.  Hence, the current 

study targeted the work-family conflict and 

emotional intelligence of staff nurses in 

relation to their job performance to give them 

the chance for identifying their level of work-

family conflict, emotional intelligence, and 

job performance, and how they could affect 

each other as a step for better job 

performance in nursing. 

Aim of the study:                                               

The current study aimed to assess work-

family conflict and emotional intelligence in 

relation to job performance of staff nurses. 

Research objectives: 

1- Assess the level of work-family conflict 

and emotional intelligence of staff 

nurses. 

2- Determine the level of the job 

performance of staff nurses from the 

point of view of their head nurses. 

3- Assess the relationship between work-

family conflict, emotional intelligence,  

 

and job performance of staff nurses. 

Research hypothesis: 

Work-family conflict and emotional 

intelligence of staff nurses have a large effect 

size on their job performance. 

 

Subjects and methods:                                       

Research design:  

          A correlational descriptive design had 

been used for the current study to test the 

relationship between the studied variable. This 

is in addition to using eta and eta squared to 

determine the effect size of the studied variables 

on each other.  

Setting:  

The study was conducted at Ismailia 

General Hospital. It is the biggest governmental 

hospital in Ismailia city which serves a large 

number of people and includes variety of 

healthcare specialties. It is consisted of 11 

departments and units: Cardiac Care Unit, 

Intensive Care Unit, Dialyses Unit, Hepatic 

Care Unit, Neonatal Intensive Care Unit, 

Operations unit, Surgery and Orthopedics 

Department, Pediatric Department, Obstetric 

Department, Emergency Department and 

Outpatient Department. 

Sample:  

The target population of the current study 

included staff nurses (three hundred) working at 

all 11 departments and units of Ismailia General 

Hospital after excluding nurses with less than 

one year of experience. All staff nurses as a 

comprehensive sample included two hundred 

and seventy staff nurses after excluding thirty 

nurses for the pilot study.  The sample size 

(270) was calculated according to G*Power 

software version 3.1.9.6. A minimum total 

sample size of 224 participants is sufficient 

according to power (1-β=0.99) of 99% at a 

significance probability level of p<0.05. Adding 

a drop-off 20%, the total sample size (270 

participants) has been applied (Cohen, 1988; 

Faul et al., 2007; Faul et al., 2013). The staff 

nurses had age ranged from twenty to forty five 

years old. About half of them were single rather 

than married ones. Most of them were female, 

and had associate degree with years of 

experience ranging from one to five years. 
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Tools of data collection: 

           A questionnaire: was used for data 

collection from staff nurses including: 

Part 1: Socio-demographic and general 

characteristics of nurses: this part is 

concerned with the studied nurses' age, 

gender, level of education, years of 

experience and …etc. 

Part 2: The Work-Family Conflict 

Multidimensional Scale: it is a standardized 

scale developed by Carlson, Kacmar, and 

Williams (Carlson et al., 2000), and adopted 

to assess nurses' level of work-family 

conflict (WFC) through two directions which 

are work interfering with family (WIF), and 

family interfering with work (FIW). The 

scale is composed of 18 items. It is divided 

into 6 subscales which have 3 items in each 

subscale including time-based WIF, time-

based FIW, strain-based WIF, strain-based 

FIW, behavior-based WIF, and behavior-

based FIW. A five-point Likert scale ranging 

from strongly disagree (1) to strongly agree 

(5) is used. The levels of WFC and its 6 

subscales that are based on the mean scores 

ranging from 1.00-2.33, 2.34-3.66, and 3.67-

5.00 are classified as low, moderate, and 

high levels respectively (Lee & Hung, 

2005).  

Part 3: The Emotional Intelligence Scale: it 

is a standardized self-report instrument 

designed by Bar-On (2002) and adopted to 

measure emotional intelligence levels. The 

instrument consists of 51 items.  It is 

categorized into 6 subscales; intrapersonal 

emotional intelligence (7 items), 

interpersonal emotional intelligence (12 

items), adaptability emotional intelligence (7 

items), general mood emotional intelligence 

(6 items), stress management emotional 

intelligence (9 items) and positive 

impression and inconsistency index (10 

items). This tool used a five-point Likert 

scale ranging from (1) very to (5) very often 

true of me. The total scores are classified 

into three descriptive categories, standard 

scores of 110-130+ are in the high range, 90-

109 are in the average range, and below 70- 

89 are in the low range.  

The Six Dimension Scale of Nursing  

 

Performance (6-DSNP): 

          It is a standardized observation checklist 

developed by Schwirian (1978), and adopted 

to collect data about the nurse’s job 

performance by their head nurses. It is 

composed of a series of 52 behaviors 

categorized into six performance dimensions 

namely: leadership (5 items), critical care (7 

items), teaching/collaboration (11 items), 

planning/evaluation (7 items), interpersonal 

relation /communications (12 items), and 

professional development (10 items). Response 

choices for the scale items concerned with the 

quality of performance for items (1-42) ranging 

from (1) not very well to (4) very well. Those 

about professional development sub-scale items 

(43-52) focused on the frequency of 

involvement ranging from (1) seldom or never 

to (4) consistently. Qualitative terms were 

applied to the total percentage scores as 

follows: 100-81.25% (very good), 81.24-

62.50% (good), 62.49-43.75% (fair), and 

43.74-25.00% (poor) (Stull, 1983).  

Pilot study:  

          It was conducted on thirty nurses (10% 

of the target population) to check the 

applicability and feasibility of tools, and 

identify any obstacles or problems that may be 

encountered during data collection. It was 

concluded that questionnaire is understandable 

and applicable, and the time of fulfilling the 

questionnaire ranged from 15-20 minutes. The 

same was found for the observation checklist 

that needs 20 to 30 minutes to be fulfilled. 

Validity and reliability of the tools:  

          The Work-Family Conflict 

Multidimensional Scale indicated high 

construct and content validity and its internal 

consistency range was 78-87, with 0.89 as 

overall Cronbach’s alpha coefficient (Carlson 

et al., 2000). The scale was translated into 

Arabic followed by back translation, and the 

cross-matching between the original scale and 

the re-translated English copy was checked, 

then some modifications was done for the 

Arabic copy to be full cross-matched with 

original scale. Overall Cronbach’s alpha 

coefficient was 0.78 in the current study. The 

Emotional Intelligence Scale also achieved 

high construct and content validity (Stein et al.,  
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2009), and its internal reliability coefficient 

range was 0.70-0.80 (Bar-On, 2002). The 

scale was translated into Arabic and checked 

for its content validity through a jury 

composed of nursing academic staff from 

nursing specialties (Elborai, 2016). The 

overall Cronbach’s alpha was 0.84 in the 

current study.The 6-DSNP has high 

construct and content validity (Sears & 

Holmvall, 2010), with 0.84 as Cronbach’s 

alpha coefficient (Priyanka et al., 2022). In 

addition, The 6-DSNP was translated into 

Arabic and checked for its content validity 

through an expert panel of specialists in 

nursing administration (Shash, 2006). The 

overall Cronbach’s alpha coefficient was 

0.95 in the current study. 

Method of data collection:  

          The data collection was from August 

2018 to January 2019. An official consent 

was attained from Ismailia General 

Hospital’s manager for collecting the data 

from staff nurses by the first researcher, and 

with the help of their head nurses. This was 

followed by the agreement of the nursing 

director of the hospital. After having the 

numbers of actually working nurses, and 

obtaining the informed written consent from 

staff nurses, the data were collected from 

staff nurses regarding work-family conflict 

and emotional intelligence as both are self-

instructed instruments.  The questionnaires 

were distributed on staff nurses along with 

the three shifts for their fulfilling, and 

returned by each staff nurse (along with one 

to three months) after checking their 

completeness by the researcher when 

receiving them from staff nurses.  The time 

consumed for fulfilling the questionnaire 

ranged from 15 to 20 minutes. Whereas job 

performance scale was collected by head 

nurses using the observation method after 

attending a workshop with the researcher 

about job performance scale and how to use 

it to evaluate nurses' performance and having 

their agreement to participate in the study 

(informed written consent). They evaluated 

staff nurses for a complete month at morning 

shifts. The time consumed for fulfilling the 

job performance scale ranged from 20 to 30 

minutes for each staff nurse. 

 

Data analysis:  

The statistical package of the social 

science (SPSS) program, version 25, was used 

for data analysis. Normality of the studied 

variables data was tested using Kolmogorov-

Smirnov test, and the results showed that p-

values were less than 0.05. Descriptive 

statistics using mean ± standard deviation for 

quantitative data, and number and percentage 

for qualitative were computed. For inference 

statistics, the correlation coefficient spearman 

test was performed to evaluate the correlation 

between the studied variables. Also, Eta and 

Eta Squared were used to determine the 

strength of the relationship and the effect size 

of the variables on each other. Statistical 

significance was set at p<0.05. 

Ethical consideration:  

Approval to conduct this study was 

obtained from the Ethics Committee of Faculty 

of Nursing - Suez Canal University (code 

30:1/2018). The nurses' agreements to 

participate in the study in addition to their 

informed written consent were attained after 

explaining the aim of the study and its 

procedure, with the assurance of their voluntary 

participation. Also, they had been assured of 

their anonymity and using information for only 

research purposes. The authors confirm that all 

methods were performed in accordance with 

the relevant guidelines and regulations 

(Declaration of Helsinki). 

Results:                                                            

     Table (1) showed levels of work-

family conflict among staff nurses. It was found 

that total work interfering with family scored 

its highest percentage (63.3%) at the high level 

including time-based work interfering with 

family which scored the highest percentage 

(83.0%) followed by strain-based work 

interfering with family (78.1%),  compared to 

behavior-based work interfering with family 

which scored the lowest percentage (24.4%).  

On the other hand, the total family interfering 

with work scored its highest percentage 

(75.2%) at the moderate level including time-

based family interfering with work which 

scored the highest percentage (54.8%) followed 

by behavior-based family interfering with work 

(52.6%), compared to strain-based family  
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interfering with work which scored the 

lowest percentage (41.5%). Totally, work-

family conflict scored its highest percentage 

(71.9%) at the moderate level.  

Table (2) illustrated levels of emotional 

intelligence among staff nurses. It was found 

that total emotional intelligence scored its 

highest percentage (94.8%) at the high level 

including positive impression and 

inconsistency index which scored the highest 

percentage (95.9%) followed by 

interpersonal emotional intelligence (95.2%) 

compared to intrapersonal emotional 

intelligence (85.2%) which scored the lowest 

percentage. 

     Table (3) showed levels of job 

performance among staff nurses. It was 

found that total job performance scored its 

highest percentage (59.6%) at the good level 

including professional development which 

scored the highest percentage (48.5%) at the 

good level, compared to leadership which 

scored the lowest percentage (21.9%) at the 

good level but the highest percentage 

(43.0%) in fair level.     

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table (4) indicated that here was a 

statistically significant positive correlation 

(r=0.214, p-value<0.001) between total work-

family conflict and total emotional intelligence. 

However, there was a statistically significant 

negative correlation (r=-0.133, p-value<0.05) 

between total work-family conflict and total job 

performance. Besides, there was no statistically 

significant positive correlation (r=0.035, p-

value˃ 0.05) between total emotional 

intelligence and total job performance.  

Table (5) indicated that eta assured the 

significant correlation between total work-

family conflict and total emotional intelligence 

(eta=0.533), and total job performance 

(eta=0.652), with a low effect size (eta 

squared=0.284) of total work-family conflict 

on total emotional intelligence and moderate 

effect size (eta squared=0.425) on job 

performance. However, eta showed a strong 

relationship between total emotional 

intelligence and total job performance 

(eta=0.978) with a large effect size (eta 

squared=0.956) of emotional intelligence on 

total job performance.  

 



Original Article Egyptian Journal of Health Care, 2023 EJHC Vol. 14 No.1 
 

823  

 

 

Table 1: Levels of work-family conflict among staff nurses (n=270) 

 

Work-family conflict factors 

Low Moderate High 

No. % No. % No. % 

Time-based work interfering with family 4 1.5% 42 15.6% 224 83.0% 

Strain-based work interfering with family 9 3.3% 50 18.5% 211 78.1% 

Behavior-based work interfering with 

family 

50 18.5% 154 57.0% 66 24.4% 

Total work interfering with family 6 2.2% 93 34.4% 171 63.3% 

Time-based family interfering with work 74 27.4% 148 54.8% 48 17.8% 

Strain-based family interfering with work  73 27.0% 112 41.5% 85 31.5% 

Behavior-based family interfering with 

work 

49 18.1% 142 52.6% 79 29.3% 

Total family interfering with work 34 12.6% 203 75.2% 33 12.2% 

Total work-family conflict 8 3.0% 194 71.9% 68 25.2% 

 

 

 

  Table 2: Levels of total emotional intelligence among staff nurses (n=270)  

 

Emotional intelligence subscales  

Low Average High 

No. % No. % No. % 

Intrapersonal emotional intelligence 12 4.4% 28 10.4% 230 85.2% 

Interpersonal emotional intelligence 6 2.2% 7 2.6% 257 95.2% 

Adaptability emotional intelligence 16 5.9% 14 5.2% 240 88.9% 

General mood emotional intelligence 14 5.2% 4 1.5% 252 93.3% 

Stress management emotional intelligence 9 3.3% 21 7.8% 240 88.9% 

Positive impression and inconsistency index 5 1.9% 6 2.2% 259 95.9% 

Total emotional intelligence 3 1.1% 11 4.1% 256 94.8% 
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    Table 3: Levels of job performance among staff nurses (n=270) 

 

Job performance  sub-scales 

Poor Fair Good very good 

No. % No. % No. % No. % 

Leadership 73 27.0% 116 43.0% 59 21.9% 22 8.1% 

Critical care 27 10.0% 56 20.7% 98 36.3% 89 33.0% 

Teaching / collaboration 62 23.0% 102 37.8% 83 30.7% 23 8.5% 

Planning / evaluation 62 23.0% 92 34.1% 71 26.3% 45 16.7% 

Interpersonal relation / 

communications 

26 9.6% 52 19.3% 120 44.4% 72 26.7% 

Professional  development 23 8.5% 73 27.0% 131 48.5% 43 15.9% 

Total job performance 25 9.3% 69 25.6% 161 59.6% 15 5.6% 

 

 

Table 4: Correlation between work-family conflict, emotional intelligence and job performance 

among staff nurses (n=270)  

Variables  1 2 3 4 5 

1. Total Work Interfering With 

Family 

___     

2. Total Family Interfering With 

Work  

0.386*** ___    

3. Total Work -Family Conflict  0.808*** 0. 830*** ___   

4.Total Emotional Intelligence 0.237*** 0.157** 0.214*** ___  

5.Total Job Performance -0.100 -0.133* -0.133* 0.035 ___ 

    *P-value < 0.05, **P-value < 0.01, ***P-value < 0.001  

 

 

      Table 5: Measures of association and effect size among the studied variables (n=270)  

Variables  Eta Eta Squared 

Total Work-Family Conflict * Total Emotional Intelligence  0.533 0.284 

Total Work-Family Conflict * Total Job Performance  0.652 0.425 

Total Emotional Intelligence * Total Job Performance 0.978 0.956 
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Discussion: 
 

          The high level of time-based and strain-

based work interfering with family could be 

due to the time spent in work (Erdamar & 

Demirel, 2014) as time occupied by the job 

causes difficulty in family responsibilities 

accomplishment, and stress created by work 

responsibilities may affect home and family 

responsibilities causing conflict (Berger, 

2018).  In this regard, Allen (Allen, 2019) 

reported that variables related to employees’ 

work such as hours of work and job stress is 

strongly predicting work interfering with family 

(Chiappo & DiDona, 2014). The time factor is 

still a determinant factor in family interfering 

with work too in addition to behavior factor. 

However, they scored moderate levels. These 

levels may be because the highest percentage of 

nurses was single and usually have fewer 

household responsibilities with less time to be 

fulfilled. The moderate level of total work-

family conflict agrees with Labrague et al. 

(2021) compared to Alshutwi, (2016) and 

contributes to the moderate effect size of total 

work-family conflict on job performance. Also, 

the high correlation between work interfering 

with family and family interfering with work 

assures that actions used to manage one of them 

will lead to managing the other leading to full 

work-family conflict management and hence 

better job performance. 

 

      Regarding levels of staff nurses' 

emotional intelligence, it was found that the 

highest percentage of staff nurses scored a 

high level of positive impression and 

inconsistency index. This agrees with Juma 

(2013) compared to Kutash (2015) who 

reported a moderate level of interpersonal 

emotional intelligence. In addition, the 

current study result of intrapersonal 

emotional intelligence which was lower than 

interpersonal emotional intelligence may be 

due to that nurses can understand others as 

well as interact and relate well with people 

more than having intrapersonal emotional 

intelligence (Miller-Clarkson, 2013) which 

is based on self-contrast and self-awareness.   

 

       Totally, the highest percentage of staff 

nurses recorded a high level of emotional 

intelligence that is in agreement with two  

 

studies (Hajisabbagh et al., 2019; Tohemer, 

2019) compared to one study that disagrees 

with the results (Tonioni, 2015). Although 

emotional intelligence scored a high level as 

self-perceived emotional intelligence, it, as a 

competency (Lough, 2016), needs to be 

energized through training on how to use it in 

varied situations of work/job practice or with 

family issues (Ruiz-Aranda et al., 2012) as it 

could be learned through empirical exercises 

(Sigmar et al., 2012).  

 

       Concerning levels of the job performance 

of staff nurses, it was found that the highest 

percentage of staff nurses recorded a good level 

of professional development compared to 

leadership which recorded its highest 

percentage at a fair level. Also, teaching/ 

collaboration and planning/evaluation score 

their highest percentages at a fair level. These 

results mean that three of six of total job 

performance skills needs to be improved. As 

half of job performance skills were in fair level, 

job training would be extremely needed to 

enhance job performance. This is compared to 

critical care skill that scored the highest 

percentage at very good level, the highest level 

of job performance. This indicates that the 

direct patient care is achieved at its highest 

level. The current study results disagree with 

Lawson (2017) who reported that nurses had 

their highest mean score in planning/evaluation 

in contrast to critical care.  

 

        Totally, job performance scored its highest 

percentage at a good level for more than half 

numbers of nurses. This result is in agreement 

with a study (Yuxiu et al., 2011) reported that 

job performance was perceived at a moderate 

level by nurses in contrast to another (Tuttas, 

2013) reported that total performance scored a 

high level. The total performance level of staff 

nurses assured the need for more job 

performance management whether using 

training programs (knowledge, practice and 

attitude) to improve the level of job 

performance skills, more motivation 

(Armstrong, 2017), and support from their 

managers and organization (Zhong etal., 2016) 

to change staff nurses’ performance level 

towards the highest level, the very good level 

for the majority of staff nurses. This is assured 
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by Inayatullah and Jehangir (2012) who  

 

indicating that individuals’ performance is 

determined by basic three elements which 

are the ability to do work, work environment 

and motivation. 

 

      Regarding correlation between total 

work-family conflict and total job 

performance, it is generally expected to be 

negative one as sufferings from conflict 

within work or family cause anxiety that 

negatively affect job performance (Sun et 

al., 2022) or disturbance staff attention at 

work (Chiappo & DiDona, 2014). Also, 

working for long hours, workplace politics, 

and fierce competition among colleagues are 

detrimental to the well-being of the 

employee's family life as a source of work-

family conflict, and hindering their 

performance at work (Sharma, 2014). In this 

regards, there are many studies confirmed 

the negative correlation between total work-

family conflict and job performance 

(Warokka & Febrilia, 2015; Obrenovic et 

al., 2020; Wang et al., 2021). Whereas, 

other showed that work-family conflict 

hadn’t any effect on job performance (Cao 

et al., 2020).  

        

        In addition, the moderate effect size of 

work-family conflict on job performance 

could be referred to the moderate level of the 

total of work-family conflict itself, and the 

effect of moderate level of family interfering 

with work that scored the highest 

percentages among staff nurses. Also, it 

could be moderated because of staff nurses' 

commitment to work responsibilities despite 

the need to balance their dual responsibility 

for work and family (Cao et al., 2020). 

However, this moderate level of work-family 

conflict should be decreased. Conducting 

training program on how to manage it and 

the stress associated with it can improve job 

performance (Abdelrazek et al., 2017). 

Also, building supportive work environment 

can contribute to relieving the adverse 

effects of workload and work-family 

interference on nurses (Ekmekci et al., 

2021) and hence improves nurses’ job 

performance (Zhong et al., 2016).    

 

        In addition, there was a statistically 

significant positive correlation between total  

 

work-family conflict and total emotional 

intelligence. This result agrees with the study 

conducted by Olugbenga (2014) and disagrees 

with Garavan et al. (2021). Whereas the non-

statistical significant positive correlation 

between total emotional intelligence and total 

job performance agrees with Najimi et al. 

(2021) and disagrees with Miao et al. (2021).  

 

       The statistically positive correlation 

between work-family conflict and emotional 

intelligence means that increasing work-family 

conflict induces increasing emotional 

intelligence that is logical to manage the 

personal work-family conflict. As low and 

moderate level of stress lead to positive actions 

(Abdelrazek et al., 2017), the low and 

moderate level of work-family conflict will 

lead positive actions too and hence more using 

of emotional intelligence because of stress and 

time conflict which constitute the work-family 

conflict. Individuals with high emotional 

intelligence had a better capacity to handle 

stress and hence better work-family conflict 

management (Ceballos, 2014). However, how 

this level of work-family conflict or the high 

levels of emotional intelligence could improve 

total job performance that is already its highest 

percentages at level scores at very good level 

(ranged between 62.50%-81.24%) which need 

to be improved particularly three of six job 

performance skills (leadership, teaching/ 

collaboration, and planning/evaluation) that 

have their highest percentages at levels scores 

at fair level (ranged between 43.75%-62.49%). 

 

        Also, the non-statistical significant 

positive correlation between total emotional 

intelligence and total job performance could be 

interpreted as owing individuals for emotional 

intelligence ability doesn’t mean that these 

individuals are able to practice well their job. 

Any profession/job has its distinguished 

competences that require individuals to be 

skillful for its well practice (Miller-Clarkson, 

2013), then, the role of effective use of human 

being skill as emotional intelligence in job 

performance improvement. 

 

       Generally, comparing the results of the 
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high level of emotional intelligence with its 

relation to other study variables and its large 

effect size on job performance could indicate  

 

that emotional intelligence may not be fully 

used effectively in work-family conflict and 

job performance management. As emotional 

intelligence a skill (Mayer et al., 2008) that 

requires training for acquiring more 

knowledge and attitude and being proficient 

practiced in different situations, the staff 

nurses need to be trained on emotional 

intelligence and how to use it in handling 

work-family conflict and supporting job 

performance. In this regard, Littlejohn 

(2012) clarified that promotion of emotional 

intelligence can lead to workplace stress and 

violence reduce, and nurse professionals can 

shift their attention away from common 

problems into satisfying patients’ need for 

high quality and empathetic caring and hence 

better nursing performance (Shanta, 2013). 

      

Conclusion:                                                          

     Job performance is negatively affected by 

work-family conflict. Emotional intelligence 

has a larger effect size than work-family 

conflict on job performance among staff 

nurses as emotional intelligence has a large 

effect size on their job performance 

compared to the moderate effect of work-

family conflict. Both of them have a low 

effect size on each other. Staff nurses need a 

job training program combined with 

energizing job motivation and organizational 

support besides managing work-family 

conflict and the stress associated with it, and 

effective use of emotional intelligence for 

job performance improvement.  

 

Recommendation:                                          

     Based on the study findings, there is a 

need for more job performance management 

that could be implemented using training 

programs to improve the level of job 

performance skills (leadership; 

teaching/collaboration; planning/evaluation) 

and maximize others. This is besides 

motivation and supporting actions from 

nursing managers and organization. Also, 

training staff nurses on work-family conflict 

management whether family or work issues 

focusing more on time and stress 

management is recommended. Besides, training 

staff nurses on how to use the high level of 

emotional intelligence ability to improve both 

of them are recommended. In  

 

addition, further studies may be conducted to 

thoroughly assess factors positively and 

negatively contributing to job performance. 
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