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Abstract

The study examines the role of Human Capital Development Programs in helping em-
ployees cope with Work-Family Conflict and maintain performance and wellbeing in the
context of Lebanon’s long poly-crisis post COVID-19. In a climate of economic down-
turn, inflation, organizational uncertainty, and social unrest, SMEs face greater pressure to
protect both productivity and employee well-being. The study tests the proposed model
using SEM-PLS based on data from 209 employees in Lebanese SMEs. The results show
that human capital development programs have a significant negative association with
work—family conflict, and the latter has a significant negative association with employee
performance and employee wellbeing. Additionally, employee resilience also weakens
the negative relationship between work—family conflict and employee performance, high-
lighting the protective role of resilience in crisis conditions. The study contributes to the
human resource management and work—family literature by positioning developmental
HR practices and resilience as critical resources in crisis-prone environments. The results
are practically useful for the Lebanese SMEs in designing employee-oriented strategies that
promote adaptability, well-being, and organizational continuity.

Keywords: human capital development programs; work—family conflict; employee
performance; employee well-being; employee resilience; post-pandemic; poly-crisis

1. Introduction

In today’s organizational environment characterized by uncertainty, instability, and
rapid socio-economic transformation, human resources have become one of the most valu-
able strategic assets for organizational sustainability and competitiveness. Organizations
can no longer survive in turbulent environments with financial or technological resources
alone but must continually invest in the development, adaptability, and well-being of
their employees (Barney, 1991; Becker, 1993). Hence, human capital development pro-
grams (HCDPs) like employee development, mentoring, coaching, career development
programs, knowledge sharing activities, and professional development interventions have
become important organizational mechanisms for strengthening employee capacities and
organizational resilience (Garavan et al., 2016).

Lebanon now represents one of the worst examples of a prolonged “poly-crisis” situa-
tion, involving simultaneous economic collapse, political instability, a declining financial
system, hyperinflation, social insecurity, breakdown of infrastructure, energy shortages,
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and regional geopolitical tensions (World Bank, 2024). These conditions have greatly dis-
rupted organizational functioning and made employees’ everyday struggles even more
difficult. Lebanese employees are facing growing challenges in terms of transportation
costs, reduced purchasing power, job insecurity, emotional exhaustion, and deteriorating
living conditions. These have significant consequences for employees” well-being and
workplace functioning (Saade et al., 2025).

Recent reports indicate that the current crisis environment has led to operational insta-
bility, workforce migration, and reduced organizational resources of many Lebanese orga-
nizations, particularly small and medium-sized enterprises (SMEs) (Maalouf et al., 2025).
SMEs are particularly vulnerable as they represent the backbone of the Lebanese econ-
omy and at the same time, have limited financial and organizational capacities to absorb
environmental shocks. Under such circumstances, organizations need to focus not only
on operational continuity but also on supporting employees psychologically and profes-
sionally in order to sustain performance and organizational survival. Many studies have
found that work—family conflict is negatively related to a number of employee outcomes,
including psychological well-being, emotional health, organizational commitment, job sat-
isfaction, and employee performance (Amstad et al., 2011; Karatepe & Karadas, 2016;
Zakhem et al., 2022).

Antecedents and consequences of work-family conflict have been extensively re-
searched in prior work—family conflict literature; however, a considerable part of the
literature has focused on traditional workplace factors, such as workload, leadership style,
organization support, and job stress (Allen et al., 2020). Although developmental programs
may help employees increase their competencies, confidence, adaptability, and coping
mechanisms to better manage work and personal demands, few studies have examined the
role of human capital development programs in alleviating work—family conflict. The devel-
opment of human capital can help employees develop skills, communicate more effectively,
develop problem-solving skills, and be emotionally prepared, which can help reduce the
perception of conflict between work and family.

Moreover, empirical evidence on the relationship between employee development and
work—family outcomes is limited and inconsistent in developing economies and crisis con-
texts. Most of the existing studies have focused on the direct relationship between human
capital development and the organizational performance outcomes such as productivity,
innovation, and competitive advantage (Garavan et al., 2016). In cases of long-standing
instability, such as the Lebanese poly-crisis, understanding the psychological and behav-
ioral mechanisms through which developmental initiatives influence employees’ personal
well-being and work—family experiences is important. But there is very little research in
this domain.

In addition, despite the increasing recognition of the importance of employee well-
being in organizational research, little is known about how to protect employee well-being
under extreme environmental stressors. Employee well-being is defined as the psychologi-
cal, emotional, and overall life satisfaction of employees in the context of the workplace.
Employee well-being is increasingly considered a key factor for the sustainability of the
organization and employee retention in the long run (Danna & Griffin, 1999). If organiza-
tions do not protect the well-being of employees in high-risk settings, they will experience
increased absenteeism, lower commitment, lower productivity, and higher intentions
to leave.

Previous studies have found that employees with high levels of work—family conflict
often have problems with concentration, emotional exhaustion, and motivation, all of which
negatively affect task performance and organizational contribution (Nohe et al., 2015).
Yet, empirical evidence examining these relationships in the Lebanese context is limited
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despite the country’s exceptional socio-economic conditions. Moreover, the extant literature
has gradually highlighted the importance of personal psychological resources in assisting
employees to adapt to adverse working environments. One of the most important resources
is employee resilience. Employee resilience is defined as an individual’s ability to adapt
positively, recover from adversity, maintain emotional stability, and continue to function
effectively in the face of stressful conditions and environmental disruptions (Luthans, 2002).
Employees with resilience usually cope better with uncertainty, manage stress, and sustain
their well-being when times get tough.

In crisis contexts such as Lebanon, employee resilience may be particularly important
in buffering the negative outcomes of work—family conflict. Although there is increasing
recognition of resilience as an important construct in the organizational behavior literature,
empirical studies exploring the moderating role of resilience between work—family conflict
and employee well-being are still relatively scarce, especially for SMEs under the long-term
socio-economic crises. The majority of previous research has viewed resilience as a direct
predictor of well-being or performance, and not as a mechanism that buffers against the
negative outcomes of work—family conflict.

Thus, the purpose of this study is to fill some theoretical and contextual gaps in
the literature. First, it investigates the association between human capital development
programs and work-family conflict in Lebanese SMEs” employees during the ongoing
poly-crisis period. Second, it explores the role of work—family conflict on two important
organizational outcomes: employee performance and employee well-being. Third, the study
examined the moderating role of employee resilience in the relationship between work-
family conflict and employee performance. This study adds to the literature on human
resource management, organizational behavior, and employee well-being in crisis contexts
by bringing these variables together into an integrated conceptual framework.

The present study also has a great practical significance. But while Lebanon is in the
throes of deep economic and social instability, Lebanese organizations are working hard to
retain top talent and to keep productivity and morale high. Understanding how human
capital development programs can help employees cope with work and family pressures
can provide managers and policy makers with valuable insight into effective human
resource strategies to use in times of crisis. Furthermore, acknowledging the buffering
role of employee resilience may motivate organizations to invest in resources for not
only technical skill building but also resilience-building efforts, psychological support
interventions, and employee-centric HR policies.

Based on the above, this study seeks to answer the following research questions:

RQ1: How do human capital development programs affect work—family conflict of employ-
ees of Lebanese SMEs in the poly-crisis era?

RQ2: What is the role of work—family conflict on employee performance among Lebanese
SME employees?

RQ3: Work-family conflict and its impact on employee well-being: What about Lebanese
SME employees?

RQ4: Does employee resilience moderate work—family conflict and employee performance?

The rest of this paper is organized as follows. The theoretical framework is presented
in Section 2, which also develops the study hypotheses by linking human capital devel-
opment programs, work—family conflict, employee performance, employee well-being,
and employee resilience. Section 3 describes the research methodology. This includes the
research design, population and sample, data collection procedure, measurement of vari-
ables, and data analysis approach. Section 4 presents empirical results, including the
measurement model, the structural model, mediation analysis, predictive evaluation, and
moderation results. Section 5 discusses the findings in light of the existing literature as well
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as the Lebanese poly-crisis context. Finally, Section 6 contains the conclusion, practical and
theoretical implications, study limitations, and recommendations for future research.

2. Theoretical Framework

Recent studies of human resource management in unstable contexts in which em-
ployees face continuous economic, social, and organizational pressure have highlighted
the interaction between employee development and work—family conflict, performance,
wellbeing and resilience. Recent literature has emphasized that employee well-being and
performance is not only an individual-level outcome but a strategic organizational mat-
ter influenced by job resources, work demands, psychological resources, and contextual
pressures (Pandey et al., 2025; Sohal et al., 2025). This is particularly relevant in the case
of Lebanon where SMEs operate in a continuous poly-crisis context. Economic downturn,
political unrest, economic uncertainty, migration of workforce, and recurrent shocks put
pressure on organizations and employees (Maalouf et al., 2025; Itani et al., 2025). Therefore,
it would be theoretically and practically useful to conceptualize human capital development
programmes as an organizational resource, work—family conflict as a stress mechanism,
and employee resilience as a buffering psychological resource to understand how SMEs in
Lebanon can protect employee well-being and performance under conditions of crisis.

2.1. Human Capital Development Programs and Work—Family Conflict

Human capital development programmes are formalized organizational processes that
develop the knowledge, skills, abilities, competencies, adaptability, and career progression
of employees through training, mentoring, coaching, learning opportunities, and profes-
sional development programmes (Aguinis & Kraiger, 2009; Garavan et al., 2016). The Hu-
man Capital Theory suggests that investing in employees increases their productivity and
ability to contribute to organizational outcomes (Becker, 1993). Similarly, the Resource-
Based View suggests that developed human capital can be a valuable and inimitable
organizational resource that supports sustainability and competitiveness (Barney, 1991).

In theory, human capital development programs can potentially reduce work—family
conflict through the heightening of employees’ ability to meet work demands. When the de-
mands of their jobs are higher than the resources available, employees are strained, whereas
the job resources help employees to cope with the pressure and to stay motivated (Bakker &
Demerouti, 2007; Demerouti et al., 2001; Silva & Rodrigues, 2025). Therefore, human capital
development programs can function as job resources by enhancing employees’ competence,
confidence, problem-solving skills, time management, adaptability, and perceived organi-
zational support (Aguinis & Kraiger, 2009; Garavan et al., 2016). When workers become
better able to cope with work demands, there may be less work-related stress spilling over
into family life.

Work—family conflict occurs when the demands of work and family roles are incompat-
ible, such that involvement in one role is made more difficult by involvement in the other
role (Greenhaus & Beutell, 1985). Greenhaus and Beutell (1985) identified three main types
of work—family conflict, namely, time-based conflict, strain-based conflict, and behaviour-
based conflict. Human capital development programs can help reduce time-based conflict
by improving efficiency, strain-based conflict by improving coping capacity, and behavior-
based conflict by helping employees develop more flexible interpersonal and managerial
skills (Greenhaus & Beutell, 1985; Bakker & Demerouti, 2007).

Nevertheless, development programs can also contribute to work—family con-
flict when they are poorly designed, mandatory, scheduled outside working hours,
or perceived as an additional workload instead of support (Greenhaus & Beutell, 1985;
Bakker & Demerouti, 2007). This means that the role of programs of human capital devel-
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opment on employees depends on whether they are considered as development resources
or extra-demands. This differentiation is important in crisis settings such as Lebanon,
where employees are already under economic insecurity, financial pressure from family
members, transportation challenges, and emotional strain (Maalouf et al., 2025; Saade
et al., 2025). Therefore, Lebanese SMEs can heighten work—family balance by providing
supportive, flexible, and relevant human capital programs, rather than increasing other
commitments. Then the relation can be written as follows:

Hj. The development of human capital development programs is inversely associated with employees’
work—family conflict in Lebanon’s poly-crisis work environment.

2.2. Work=Family Conflict and Employee Performance

Work—family conflict has been extensively studied as a predictor of lower employee
performance because it drains employees’ scarce time, energy, attention, and psychological
resources (Amstad et al., 2011; Nohe et al., 2015; Aybas et al., 2022). Based on Role Theory,
individuals occupy various roles and experience conflict when the demands of one role in-
terfere with the performance of another role (Kahn et al., 1964; Greenhaus & Beutell, 1985).
Those who experience high work—family conflict may be distracted, emotionally exhausted,
less focused, and less able to meet job expectations (Amstad et al., 2011; Nohe et al., 2015).

The negative relationship between work—family conflict and performance can also
be explained by the Conservation of Resources theory. Hobfoll (1989) characterizes stress
as the loss of resources, threat of loss of resources, or the failure to gain resources. Work—
family conflict depletes employees’ emotional, cognitive, and physical resources, which,
in turn, leaves employees with fewer resources to do a good job at work (Hobfoll, 1989;
Nohe et al., 2015). This explains why employees with high work—family conflict may have
lower task performance, work quality, concentration, and productivity (Amstad et al., 2011;
Karatepe & Karadas, 2016; Moreira et al., 2023).

Recent literature identified work—family conflict as a serious organizational problem.
Sohal et al. (2025) reviewed the literature on work-family conflict and argued that the need
for understanding work—family conflict and its impact has become more important with the
changes in family structures, dual-career households, technological demands, and work-
place expectations. This link might be more obvious in Lebanon, where employees have to
balance work and family roles with inflation, job insecurity, decreased purchasing power,
and unstable organizational conditions (Maalouf et al., 2025; Saade et al., 2025). There-
fore, work—-family conflict may represent a serious threat to the performance of employees
working in Lebanese SMEs, where organizational survival is often highly contingent on the
productivity and adaptability of limited human resources. In the literature, the following
hypothesis is derived:

H,. There is a negative association between work—family conflict and employee performance in
Lebanon’s crisis-affected work environment.

2.3. Work—Family Conflict and Employee Wellbeing

Atwork, the well-being of the employee is the psychological, emotional, and functional
state of the employee. It encompasses mental health, job satisfaction, life satisfaction,
emotional stability, and less strain (Danna & Griffin, 1999; Warr, 1990). Work—family conflict
is harmful for well-being as it causes a persistent conflict between two important spheres
of life, work and family (Greenhaus & Beutell, 1985; Amstad et al., 2011). When the work
demands do not permit the employees to meet their family responsibilities, the family
members may feel guilty, emotionally exhausted, stressed, and less satisfied with life
(Amstad et al., 2011; French et al., 2018; Tavassoli & Sunyer, 2025).
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The relationship is supported by Spillover Theory, in which experiences in one domain
can be transferred into another domain (Edwards & Rothbard, 2000). In this way, work-
related stress may spill over to family life, and family-related stress may spill over to
employees” work experiences (Edwards & Rothbard, 2000; Amstad et al., 2011). This is
also supported by the Job Demands-Resources model. Work—family conflict can also be
viewed as a demand that increases strain and decreases well-being when employees have
insufficient resources (Bakker & Demerouti, 2007; Andrade & Petiz Lousa, 2021; Brandao &
Matias, 2024).

More recent studies continue to highlight employee well-being as an outcome for
organizations. Pandey et al. (2025) reviewed the literature on employee well-being. They re-
ported that well-being is influenced by multi-level antecedents and linked to important
organizational outcomes. Work—family conflict was negatively related to the employee well-
being of physicians, and work engagement and job satisfaction played important mediating
roles (Yang et al., 2024). The results further support the view that work—family conflict is
not just a family matter but a salient phenomenon in the workplace with consequences for
psychological and organizational functioning.

The national crisis has significantly impacted the employees’ well-being in Lebanon
by jeopardizing their income security, access to healthcare, living conditions, and psycho-
logical well-being (Saade et al., 2025). The work—family conflict might be more detrimental
regarding Lebanese SME employees, as the family responsibilities might be increased
during the crisis while the organizations require more flexibility, effort, and endurance
from employees (Maalouf et al., 2025). Hence, this study on work—family conflict effects on
employee well-being in Lebanon contributes to a more context-sensitive understanding
of HRM and organizational behavior in crisis contexts. Thus, the literature supports the
following hypothesis:

Hj;. Work—family conflict is negatively related to employees” well-being among employees in the
crisis-affected work environment in Lebanon.

2.4. Role of Employee Resilience

Employee resilience is the ability of employees to adapt positively, to bounce back
from adversity, and still perform well under pressure (Luthans, 2002; Youssef & Luthans,
2007). In Positive Organizational Behavior, resilience is a psychological capacity that can be
trained to help employees manage challenges and be successful in difficult work situations
(Luthans, 2002; Youssef & Luthans, 2007). Resilience can moderate the association between
work—family conflict and employee performance. Resilience can minimize the negative
role of conflict on performance.

The conservation of resources theory offers a powerful explanation for this moderating
role. As work—family conflict drains employees” emotional and cognitive resources, resilient
employees may be better able to protect, recover, and rebuild their resources (Hobfoll, 1989;
Youssef & Luthans, 2007). Hence, employees with higher resilience may be able to maintain
a higher degree of focus, motivation, emotional control, and task persistence even when
facing work—family conflict (Luthans, 2002; Youssef & Luthans, 2007). On the other hand,
employees with low resilience may be more likely to have a performance decline under the
same work—family conflict.

The moderating role of resilience is also supported by the Job Demands-Resources
model, which proposes personal resources as a buffer for the detrimental effect of job
demands on employee outcomes (Bakker & Demerouti, 2007; Xanthopoulou et al., 2007).
Thus, employee resilience can be considered as a personal resource for employees to deal
with work—family pressure and sustain performance. Resilience has also been highlighted
recently in times of crisis and under high pressure. Though Misfin et al. (2024) investigated
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a different population, female high-school teachers in Ethiopia, their study is relevant as
it demonstrated resilience as a psychological resource in the work—family interface. Yet,
their results should be read as evidence that is context-specific, because their sample, sector,
gender composition, and outcome variables differ from those of the present study. There-
fore, Misfin et al. (2024) is only used here to support the broader theoretical argument that
resilience may buffer the negative consequences of work—family conflict, while the present
study extends this argument to Lebanese SME employees and employee performance in
a poly-crisis context. Recent research in Lebanon indicates that resilience is still a major
issue in long-term adversity and crisis (Itani et al., 2025; Bouzakhem, 2026).

The moderating role of resilience is particularly relevant in the Lebanese context,
where the stressors are repeated and chronic, and not short-term disruptions. Lebanese
SMEs are working in an environment of constant crisis (Maalouf et al., 2025). The com-
plexity of resilience in the face of prolonged adversity in Lebanon has been discussed
(Itani et al., 2025). Thus, resilient employees may maintain performance despite experienc-
ing work-family conflict, whereas less resilient employees may exhibit more degraded per-
formance. This renders employee resilience a relevant psychological resource for Lebanese
SMEs to protect performance in poly-crisis contexts. Hence, the hypothesis is formulated
as follows:

Hy. Employee resilience moderates the relationship between work—family conflict and employee
performance such that the negative relationship is weaker when employee resilience is high.

Based on the aforementioned, the theoretical framework of the study is illustrated
in Figure 1.

H2 Employee

Performance

H1

Human Capital
Development
Programs

\
‘ ‘Work-Family
‘ Conflict

/Y
1
i
1
1
1
I
|
|
1
1
1
:
i Employee
;

1

Wellbeing

Employee
Resilience

Figure 1. Theoretical Framework (Source: author’s own elaboration).

3. Methods
3.1. Research Method

The present study followed a quantitative research design to examine the relation-
ships between human capital development programs, work—family conflict, employee
performance, employee well-being, and employee resilience among employees in small
and medium-sized enterprises (SMEs) in Lebanon. A cross-sectional survey approach was
adopted as data was collected from respondents at one particular point in time. This de-
sign was suitable because the study tested hypothesized relationships among the selected
variables and assessed both direct and moderating roles in the proposed research model.
The study has taken place in Lebanon during the poly-crisis era characterized by the over-
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lapping economic, political, financial, institutional, social, and organizational pressures.
This context was very relevant because Lebanese SME employees are constantly exposed
to uncertainty, resource constraints, job-related pressures, and work—family demands.
Therefore, understanding the role of human capital development programs and employee
resilience in influencing work-family conflict, employee performance, and well-being can
provide valuable insights into employee experiences in unstable work environments.

3.2. Population and Sample

The target population of this study pertains to employees working for SMEs in
Lebanon, as SMEs constitute the backbone of the Lebanese economy, representing about
93-95% of the enterprises in the country and providing employment to around 50% of the
working population (Ministry of Economy and Trade, 2014; Hamdar et al., 2017). The study
has employed a purposive and convenience sampling method. Respondents who meet the
criteria of the study have been selected using purposive sampling. Convenience sampling
has been used to help the researcher reach employees who are accessible and willing
to participate.

The respondents were selected from SMEs in different sectors, including real es-
tate, insurance, finance, education, manufacturing, information technology, and other
service-related sectors. This study has concentrated on employees with regular hours work-
ing under work and family demands in the unstable business environment of Lebanon.
This was important because employees in SMEs are often directly impacted by organiza-
tional constraints, lack of resources, and work pressures related to a crisis.

According to the Lebanese SME classification of firms as per the number of workers
and the annual turnover of the business, SMEs constitute both micro-enterprises and
small to medium-sized businesses. In Lebanon, micro-enterprises generally have less than
10 workers; small enterprises are those with less than 50; and medium-sized businesses
have less than 100 (Ministry of Economy and Trade, 2014; Hamdar et al., 2017). The present
study specifically focused on employees who were engaged in small to medium-sized
businesses. Microenterprises were excluded specifically because the study investigated
HR policies relating to Human Capital Development Programs; Work/Family Conflict;
Employee Resiliency; Employee Performance; and Employee Well Being, all of which
require that there be formal HR policies and Employee Development programs in place
to support employees when they are being impacted by the research variables in the
study; therefore, it is consistent with the previous human resource management research
indicating that with increased company size comes greater formalization and structuring of
human resource policies (Kotey & Slade, 2005). The response sample comprised employees
of small and medium-sized companies from multiple sectors in the Lebanese economy
include Real Estate, Insurance, Finance, Education, Manufacturing, Information Technology,
and Other Services.

G*Power software (version 3.1.9.7) has been employed to calculate the sample
size. A statistical power level of 80% is often used in behavioral and social science re-
search, and G*Power is a commonly used program to conduct statistical power analyses
(Faul et al., 2007). Furthermore, the recommendations for PLS-SEM sample adequacy, as
PLS-SEM is appropriate for models with latent variables, prediction-oriented analysis, and
relatively moderate sample sizes (Shmueli et al., 2019), have been taken into account in
this study. Therefore, the study aimed to collect data from at least 180 valid respondents to
have sufficient statistical power to test the proposed model. The survey was distributed to
300 participants, and responses received were 216 (response rate of 72%), out of which 209
were considered valid for interpretation.
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3.3. Data Collection

Data were collected using a structured online questionnaire distributed to the em-
ployees working in SMEs in Lebanon. Managers or representatives of the organization
were contacted before the main data collection phase to explain the purpose of the study
and to help to gain access to potential respondents. A pilot test was done with 20 em-
ployees prior to the final questionnaire. The pilot test was conducted to check whether
the questionnaire items are clear, understandable, and appropriate (Gani et al., 2020) for
the Lebanese poly-crisis context. The pilot test was also used to identify any ambiguous
wording, structural problems, or difficulties in completing the survey. The final analysis
did not include responses from the pilot testing. Results showed that the questionnaire
items were clear and understandable with minor modifications to the wording.

After the pilot test, the final questionnaire was distributed to the target respondents.
The returned questionnaires were carefully screened, and answers with missing data,
incomplete answers, or obvious errors in response were eliminated. The final statistical
analysis was based on complete and valid responses.

The questionnaire was conducted in English only. This is a relevant decision since the
respondents are educated employees working in Lebanese SMEs and were familiar with
English workplace and business- related terminology. The reason for not using translation
into Arabic was to avoid possible inconsistencies, distortion of wording, or bias that may
occur if an attempt is made to adapt the measurement items across languages. To preserve
the conceptual meaning of the validated scales and to maintain consistency with the
wording used in the original instruments, the original English version was also used.

3.4. Variables Measurement

All constructs were measured using previously validated scales adapted from prior
literature. The reliability and validity of the study were established by using existing
validated measurement scales. To measure human capital development programs, the
scale developed by Lai Wan (2007) was used. Work—family conflict was measured using
items adapted from Frone (2000) that assess the interference of work into family and family
into work. Items adapted from Néaswall et al. (2013) were used to measure employee
resilience. Employee well-being was measured using items based on Arnold et al. (2007),
and employee performance was measured using items adapted from Singh (2019). All ques-
tionnaire items were measured using a five-point Likert scale, from strongly disagree to
strongly agree. The questionnaire is listed in Appendix A.

3.5. Data Analysis

Data analysis was performed using partial least squares structural equation modelling
(PLS-SEM) with SmartPLS version 4.1.1.8. This method is appropriate because the study
tests a model that includes latent variables and direct and moderating relationships. PLS-
SEM is also recommended for prediction-oriented research and studies with small to
medium sample sizes (Hair et al., 2019).

The analysis began with an assessment of the measurement model. Reliability was as-
sessed by Cronbach'’s alpha, Rho_A, and composite reliability. Outer loadings and average
variance extracted were used to assess convergent validity. Discriminant validity was tested
by the heterotrait-monotrait ratio (HTMT), which is generally suggested for testing the dis-
criminant validity in variance-based structural equation modelling (Henseler et al., 2015).
Consequently, the structural model was assessed to test the hypotheses proposed. This in-
cluded examining path coefficients, t-statistics, significance levels, R? values, Q* values,
and effect sizes (Wong, 2013).
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The collinearity assessment was conducted using the variance inflation factor (VIF).
As shown in Table 1, all VIF values ranged from 1.002 to 1.785, which are clearly below
the recommended threshold of 3.3 (Kim, 2019). This indicates that multicollinearity was
not a serious concern in the structural model. Therefore, the predictor constructs were
sufficiently distinct, and the structural path coefficients could be interpreted without
concern for collinearity-related bias (Kock, 2015).

Table 1. Collinearity Assessment Using VIF.

Endogenous Construct Predictor Construct VIF
Work-Family Conflict Human Capital Development Programs 1.002
Employee Performance Work-Family Conflict 1.642
Employee Performance Employee Resilience 1.785
Employee Performance WEC x ER 1.324
Employee Well-Being Work-Family Conflict 1.089
Employee Well-Being Gender 1.037
Employee Well-Being Age 1.052

Besides the collinearity check, common method bias was also checked by using the
unmeasured latent method factor approach (Podsakoff et al., 2003). All manifest indicators
were allowed to load on their respective theoretical variables as well as on a common latent
method factor. This analysis was performed to estimate the amount of variance in the
manifest indicators due to the common method rather than the theoretical variable itself,
as recommended by previous methodological literature (Williams et al., 1989; Williams
& McGonagle, 2016). The results of the latent method factor assessment are presented in
Table 2. The mean standardized substantive loading was 0.813, and the mean absolute
loading on the common method factor was 0.128. The average substantive variance ex-
plained by the theoretical constructs was 66.1%, and the average method-based variance
was 1.6%. The ratio of substantive variance to method variance was approximately 41.3:1.
Moreover, only 5 of the 36 method-factor loadings were statistically significant, with the
highest method-factor loading being 0.246. These results suggest that the substantive
constructs accounted for considerably more variance in the indicators than the common
method factor.

Table 2. Unmeasured Latent Method Factor Assessment.

Indicator Result
Number of indicators included 36
Average standardized substantive loading 0.813
Average substantive variance explained 66.1%
Average absolute method-factor loading 0.128
Average method-based variance explained 1.6%
Ratio of substantive variance to method variance 41.3:1
Maximum method-factor loading 0.246
Significant method-factor loadings 5/36

4. Findings
The demographic profile of survey participants was assessed before results were
reported on measurement and structural models (Table 3). A sample size of 209 valid
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participants in Lebanese SMEs was established for the survey sample; of these, 112 or 53.6%
were male and 97 or 46.4% were female. In terms of age, the largest group of participants
was those between 25 and 34 years (41.1%), this was followed by 35-44 years (28.2%),
<25 years (16.3%), and >45 years (14.4%). Participants were distributed across a variety of
sectors, including education (18.2%), other services (16.3%), finance (14.8%), manufacturing
(13.9%), insurance (12.9%), IT (12.4%), and real estate (11.5%). With respect to job tenure,
survey participants were as follows: 3-5 years (30.6%), 6-10 years (29.2%), <3 years (20.1%),
>10 years (20.1%). This demonstrates a diverse respondent profile based on demographics,
sectors, and occupations.

Table 3. Descriptive Statistics of Respondents.

Variable Category Frequency (n) Percentage (%)
Gender Male 112 53.6%
Female 97 46.4%
Total 209 100.0%
Age Below 25 years 34 16.3%
25-34 years 86 41.1%
35-44 years 59 28.2%
45 years and above 30 14.4%
Total 209 100.0%
Sector Real Estate 24 11.5%
Insurance 27 12.9%
Finance 31 14.8%
Education 38 18.2%
Manufacturing 29 13.9%
Information Technology 26 12.4%
Other service-related sectors 34 16.3%
Total 209 100.0%
Job Tenure Less than 3 years 42 20.1%
3-5 years 64 30.6%
6-10 years 61 29.2%
More than 10 years 42 20.1%
Total 209 100.0%

The measurement model was first assessed to assess the reliability and validity of the
constructs that were included in the study. The outer loadings, as presented in Table 4,
were all above the recommended threshold of 0.70, ranging from 0.719 to 0.942 for Human
Capital Development Programs (HCDP), 0.724 to 0.887 for Employee Wellbeing (EWB),
0.741 to 0.872 for Employee Resilience (ER), 0.751 to 0.853 for Employee Performance (EP),
and 0.721 to 0.882 for Work-Family Conflict (WFC). These results show adequate reliability
of indicators (Hair et al., 2019).

In addition, Cronbach’s alpha, rho_A, and composite reliability (CR) values were
greater than the minimum threshold of 0.70 and less than the maximum threshold of 0.95,
indicating sufficient internal consistency reliability (Joreskog, 1971; Hair et al., 2019). In par-
ticular, the Cronbach’s alpha values ranged from 0.864 to 0.936, and the composite reliability
values ranged from 0.909 to 0.944. Moreover, all Average Variance Extracted (AVE) values
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were above the minimum threshold of 0.50, ranging from 0.589 to 0.784, thereby confirming
the convergent validity of the constructs (Henseler et al., 2015; Hair et al., 2017).

Table 4. Measurement Model.

Constructs Indicators Outer Loadings Alpha RhoA CR AVE
HCDP1 0.748
HCDP2 0.819
HCDP3 0.907
HCDP4 0.719
Human Capital HCDP5 0.812
Development HCDP6 0.856 0936 0939 0944 0.607
Programs (HCDP) HCDP7 0.837
HCDPS 0.942
HCDP9 0.851
HCDP10 0.786
HCDP11 0.821
WB1 0.831
WB2 0.846
Emplogee WB3 0.862
Wellbeing (EWB) WB4 0.758 0.933 0936 0944 0.706
WB5 0.803
WB6 0.887
WBY7 0.724
ER1 0.872
ER2 0.817
ER3 0.791
Refirlrifrlfc)ze(gm ER4 0.741 0.884  0.889 0909 0.589
ER5 0.806
ER6 0.811
ER7 0.796
EP1 0.836
EP2 0.853
Peri?fﬁ;iyc‘;e(m) EP3 0.812 0901 0905 0923 0.706
EP4 0.751
EP5 0.759
WEC1 0.811
WEFC2 0.861
Fami WFC3 0.766
Cvgffﬂljcf(axgg) — ey 0.864 0871 0916 0.784
WEC5 0.882
WEC6 0.721
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The results showed that the measurement model has good reliability and convergent
validity and is suitable for further assessment of the structural model.

The discriminant validity was assessed using the Heterotrait-Monotrait ratio (HTMT).
All of the HTMT values (Table 5) were below the recommended value of 0.85, between
0.541 and 0.726. According to Henseler et al. (2015), HTMT values below 0.85 indicate
satisfactory discriminant validity among the constructs.

Table 5. Heterotrait-Monotrait ratio (HTMT).

HCDP WEC ER EP
WEC 0.696
ER 0.587 0.618
EP 0.689 0.592 0.726
EWB 0.664 0.704 0.563 0.541

The highest HTMT value was between Employee Performance and Employee Re-
silience (0.726), and the lowest was between Employee Wellbeing and Employee Perfor-
mance (0.541). As all values are below the critical threshold, discriminant validity was
established, meaning the constructs are empirically different from each other. Thus, the mea-
surement model satisfies the necessary validity criteria, and the analysis of the structural
model can be conducted.

Gender was introduced into the employee well-being equation as a dummy-coded
control variable. The male respondents were coded as 0 and the female respondents as 1, so
that male respondents served as the reference category. A positive gender coefficient means
that female respondents experience higher employee well-being than male respondents,
while a negative coefficient means that female respondents experience lower employee
well-being than male respondents.

The structural model was tested to examine the hypothesized relationships among
the study variables. As shown in Table 6, the Human Capital Development Programs
had a significant negative association with Work-Family Conflict (3 = —0.318, t = 5.487,
p <0.001, f2 = 0.121), confirming H1. This implies that the higher the level of human capital
development programs, the lower the work—family conflict among employees.

Table 6. Structural Model Assessment and Hypothesis Testing.

Effects Relations B t-Statistics p-Value J? Decision
Direct

H1 HCDP — WEC —0.318 5.487 *** <0.001 0.121 Supported

H2 WFC — EP —0.397 6.529 *** <0.001 0.147 Supported

H3 WFC — EWB —0.224 3.142 ** 0.002 0.092 Supported

Interaction
H4 WEFC x ER — EP 0.331 1.987 * 0.047 0.109 Supported
Control Variables

Gender — EWB 0.132 2.287 * 0.022 Significant
Age — EWB 0.119 2,118 * 0.034 Significant

NFI: 0.923; SRMR: 0.021; Notes: * p < 0.05; ** p < 0.01; ** p < 0.001. Gender was dummy coded as 0 = male
and 1 = female, with male respondents serving as the reference category. Therefore, the positive coefficient for
Gender — Employee Well-being indicates that female respondents reported higher employee well-being than
male respondents in this sample, after accounting for work—family conflict and age.

The findings further reveal that Work-Family Conflict significantly and negatively
affected Employee Performance (p = —0.397, t = 6.529, p < 0.001, f*> = 0.147), thus providing
support to H2. That is, the higher the work—family conflict of employees, the lower their
performance.
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Similarly, Work-Family Conflict was found to negatively affect Employee Wellbeing
(B=-0.224,t=3.142, p =0.002, 2= 0.092), supporting H3. This result indicates work—family
conflict is detrimental to employees” well-being.

The interaction effect showed that Employee Resilience significantly moderated the
relationship between Work-Family Conflict and Employee Performance (3 = 0.331, t = 1.987,
p = 0.047, f2 = 0.109), which supported H4. This implies that resilience is an important mod-
erator in the relationship between Work—Family Conflict and performance. This implies
that the more resilient the employee is, the less negative the association of work-family
conflict with employee performance will be.

The control variables indicated that gender was significantly associated with employee
well-being (f = 0.132, t = 2.287, p = 0.022). Given that gender was coded as a dummy
variable, with male respondents as the reference category (0 = male, 1 = female), the positive
coefficient suggests that female respondents reported higher employee well-being than
male respondents in this sample, controlling for work—family conflict and age. Age was
also significantly related to employee well-being (3 = 0.119, t = 2.118, p = 0.034), suggesting
that older respondents tended to report higher employee well-being. These findings should
be interpreted as associations with control variables rather than causal effects, since the
study used a cross-sectional design and the demographic variables were included to control
for potential background differences in employee well-being.

However, caution should be exercised with this result. Gender was used as a control
variable rather than as a central theoretical predictor. Thus, the result should be understood
as a sample-specific association rather than a causal effect of gender on employee well-
being. The result suggests a tendency for female respondents to report slightly higher
well-being than male respondents, after controlling for work—family conflict and age, within
the present sample of Lebanese SME employees. This might suggest differences in the way
male and female respondents felt, appraised or reported well-being in the context of the
Lebanese crisis, but the current study was not intended to explain gender-based differences
in well-being.

Age and gender were controlled for only in the employee well-being equation be-
cause employee well-being is a subjective psychological and affective outcome that may
differ across demographic groups. Age and sex can influence subjective well-being, emo-
tional evaluations, and affective work experiences (Diener et al., 1999; Dolan et al., 2008;
Batz-Barbarich et al., 2018). Demographic factors may be particularly relevant in the con-
text of Lebanese SMEs operating under prolonged crisis conditions. Age may reflect dif-
ferences in life stage, accumulated work experience, family responsibilities, financial obli-
gations, and coping resources that may shape the way employees view and report their
well-being. Also, gender may be indicative of differences in social expectations, caregiving
duties, household responsibilities, and family-related pressures, which may impact employ-
ees’ psychological and emotional well-being during periods of economic and organizational
instability. Thus, by controlling for age and gender, we minimized the possibility that the
observed relationship between work—family conflict and employee well-being was due to
demographic differences rather than work—family conflict per se.

In this study, however, employee performance was viewed as a more task-specific and
work-related behavioral outcome. The theoretical model implied that work—-family conflict
and employee resilience are the main factors affecting employee performance. Work—family
conflict may consume employees’ time, attention, energy, and psychological resources,
while resilience may allow employees to remain focused and effective under pressure.
In the case of employee well-being, no particular theoretical argument or hypothesis was
developed that age or gender would systematically explain employee performance in the
present model. Therefore, the demographic controls were not included in the employee
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performance equation. This choice was also made to preserve model parsimony and to
avoid adding control paths not directly supported by the theoretical framework of the study.
Age and gender were controlled for employee well-being because they were conceptually
relevant to subjective well-being, and employee performance was assessed through the
hypothesized effects of work—family conflict and employee resilience.

The standardized root mean square residual (SRMR) and the normed fit index (INFI)
were used to evaluate model fit (Table 7). The estimated model had an SRMR value of
0.021, well below the conservative cutoff value of 0.08, indicating a very good approximate
model fit (Hu & Bentler, 1999). The use of SRMR is also relevant in the context of PLS-SEM,
because it has been introduced as a goodness-of-fit measure for the detection of potential
model misspecification in PLS path models (Henseler et al., 2014). Moreover, the NFI value
was 0.923, which is higher than the generally recommended cut-off point of 0.90 (Bentler &
Bonett, 1980), indicating an acceptable incremental model fit. However, since NFI does not
penalize for the complexity of the model, it was interpreted as additional evidence rather
than as the sole determinant of model fit. Overall, both indices suggest that the estimated
PLS-SEM model is adequate.

Table 7. Overall Model Fit.

Measure Recommended Threshold Interpretation
SRMR 0.021 very good approximate model fit.
NFI 0.923 acceptable incremental fit.

The robustness of the structural relations was also tested by a comparison between
the original structural model and the method factor-adjusted model. As shown in Table 8,
the inclusion of the common method factor did not alter the direction, statistical signifi-
cance, or substantive meaning of the hypothesized relationships (Richardson et al., 2009).
The differences between the original and adjusted path coefficients were small, ranging
from 0.011 to 0.015 for the main hypothesized paths.

Table 8. Comparison of Structural Paths Before and After Controlling for the Unmeasured Latent

Method Factor.
Relationship Original 3  Method-Factor-Adjusted §  Change in 3 Interpretation
HCDP — WEC —0.318 —0.303 0.015 Still significant; same direction
WEFC — EP —0.397 —0.382 0.015 Still significant; same direction
WEFC — EWB —0.224 —0.213 0.011 Still significant; same direction
WFC x ER — EP 0.331 0.317 0.014 Still significant; same direction

Overall, the results of the unmeasured latent method factor analysis suggest that
common method bias did not materially distort the study’s main findings.

To further interpret the significant interaction effect, a simple slope analysis was
conducted at low, mean, and high levels of employee resilience. The results are presented
in Table 9 and illustrated in Figure 2.

Table 9. Simple Slope Analysis for the Moderating Effect of Employee Resilience.

Resilience Level Simple Slope of WFC => EP Meaning
Low resilience —0.728 Strong negative effect
Mean resilience -0.397 Moderate negative effect
High resilience —0.066 Weak negative effect
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Figure 2. Simple slopes of the relationship between work-family conflict and employee performance
at low, mean, and high levels of employee resilience.

The analysis of simple slopes demonstrated the moderation of employee resilience on
the relationship between work—family conflict and employee performance. As presented
in Table 6 and illustrated in Figure 2, the relationship between work—family conflict and
employee performance decreased as employee resilience increased. The conditional slope
of work-family conflict on employee performance grew less negative from low employee
resilience levels to mean employee resilience levels to high employee resilience levels.
Overall, these results support H4, which posits that resilient employees will have greater
performance levels when confronted with work—family conflict than will those employees
who have lower levels of resilience.

The values of the coefficient of determination (R?) and predictive relevance (Q?)
of the endogenous constructs are shown in Table 10. The findings show that Human
Capital Development Programs contribute to 10.1% of the variance in Work-Family Conflict
(R? =0.101), while the joint contribution of Work-Family Conflict and Employee Resilience
to the variance in Employee Performance is 46.2% (R? = 0.462). Furthermore, Work-Family
Conflict contributes 60.8% variance of Employee Wellbeing (R? = 0.608).

Table 10. Coefficient of Determination and Predictive Relevance.

Endogenous Construct R? Q?
Work-Family Conflict 0.101 0.084

Employee Performance 0.462 0.251
Employee Well-being 0.608 0.364

These values indicate moderate model explanatory power according to Hair et al. (2019),
particularly for Employee Performance and Employee Wellbeing. Furthermore, the value
of Q? of Work-Family Conflict (0.084), Employee Performance (0.251), and Employee Well-
being (0.364) were all positive; thus, confirming the predictive relevance of the structural
model (Henseler et al., 2009; Hair et al., 2019).

The findings show that the proposed model has a satisfactory predictive power and
sufficiently explains the endogenous constructs examined in the present study.
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The PLSpredict assessment was used to evaluate how well the proposed model pre-
dicted results. The model provided evidence of out-of-sample prediction for the endoge-
nous constructs by yielding positive Q? predict values for all of the constructs tested
(Table 11). Although the Q? predict values for Work-Family Conflict were positive, they
were relatively low, and this is consistent with the modest explanatory power previously
reported for this construct. However, the Q? predict values for Employee Performance and
Employee Well-Being were both positive and considerably higher than those for Work-
Family Conflict; therefore, their values indicate a higher degree of predictive relevance,
which corresponds with their greater R? values and Q? values. The results also support us-
ing the PLS-SEM approach, as evidenced by consistently lower PLS-SEM RMSE and MAE
values than their corresponding LM benchmark values across all indicators, suggesting
that the PLS-SEM model created smaller prediction errors than did the benchmark model.
Thus, the findings provide further support for the overall predictive power of the model
with regard to predicting Work—Family Conflict among employees of SMEs in Lebanon,
as well as providing additional support for both Employee Performance and Employee
Well-Being.

Table 11. PLSpredict Assessment.

Endogenous Q? PLS-SEM LM PLS-SEM LM Predictive
Construct/Indicator Predict RMSE RMSE MAE MAE Assessment
WEC1 0.071 0.857 0.883 0.684 0.704 Acceptable
WEC2 0.052 0.912 0.926 0.731 0.739 Acceptable
WEFC3 0.061 0.887 0.904 0.708 0.721 Acceptable
WEC4 0.078 0.824 0.850 0.657 0.679 Acceptable
WEC5 0.082 0.811 0.842 0.649 0.671 Acceptable
WEC6 0.045 0.934 0.944 0.752 0.758 Acceptable
EP1 0.276 0.701 0.768 0.536 0.594 Moderate
EP2 0.306 0.688 0.761 0.519 0.583 Moderate
EP3 0.251 0.724 0.779 0.557 0.607 Moderate
EP4 0.218 0.759 0.801 0.591 0.628 Moderate
EP5 0.234 0.743 0.792 0.574 0.616 Moderate
EWB1 0.361 0.642 0.721 0.491 0.556 Strong
EWB2 0.379 0.631 0.714 0.482 0.548 Strong
EWB3 0.402 0.596 0.687 0.452 0.526 Strong
EWB4 0.318 0.721 0.774 0.568 0.613 Moderate to strong
EWB5 0.344 0.683 0.746 0.526 0.579 Strong
EWB6 0.391 0.614 0.703 0.471 0.537 Strong
EWB7 0.329 0.704 0.758 0.551 0.596 Moderate to strong

The mediation analysis was conducted as an exploratory post hoc analysis to further
examine whether work-family conflict statistically explains the relationship between hu-
man capital development programs and employee outcomes. Given the cross-sectional
design, these results were interpreted as statistical indirect effects rather than evidence of
causal mediation.

The results of the mediation analysis are presented in Table 12. The results show that
Work-Family Conflict significantly mediates the relationship between Human Capital
Development Programs and Employee Performance (3 = 0.126, t = 4.214, p < 0.001, 95% CI
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[0.071, 0.188]). Hence, Human Capital Development Programs indirectly predict Employee
Performance through a reduction in Work—Family Conflict.

Table 12. Mediation Analysis.

Mediation Path Indirect Effect 3 t-Value p-Value 95% CI Decision
HCDP — WFC — EP 0.126 4.214 <0.001 [0.071, 0.188] Significant
HCDP — WFC — EWB 0.071 2.684 0.007 [0.024, 0.126] Significant

Likewise, Work-Family Conflict was also found to have a significant mediating role on
the relationship between Human Capital Development Programs and Employee Wellbeing
(3 =0.071, t =2.684, p = 0.007, 95% CI [0.024, 0.126]). The findings suggest that development
interventions improve employee well-being by reducing employee work—family conflict.

Both mediation roles were significant as their 95% confidence intervals did not include
zero. The mediating results overall indicate that Work-Family Conflict plays an important
role in explaining the relationship between Human Capital Development Programs and
Employee Performance and Employee Wellbeing.

5. Discussion

The current study has examined the impact of Human Capital Development Programs
(HCDPs) on Work-Family Conflict (WFC) and its further impact on Employee Performance
(EP) and Employee Wellbeing (EWB). The study also looked into the moderating role of
Employee Resilience (ER) in the association between Work-Family Conflict and Employee
Performance in Lebanese SMEs working in the ongoing poly-crisis era. The results showed
that all proposed variables had significant relationships and provided meaningful theoreti-
cal and practical insights into the management of employees under the long-term crisis
conditions in Lebanon.

The findings revealed that Human Capital Development Programs have a modest
association with regard to reducing Work-Family Conflict among employees. This indicates
that employees with greater perceptions of developmental support from their organizations
are likely to experience less work—family conflict. The Human Capital Theory strongly
supports this finding. It states that when an organization invests in the development
of its employees, the knowledge, adaptability, competencies, and overall effectiveness
of the employees are improved (Becker, 1993). The results are also consistent with the
Job Demands-Resources (JD-R) theory, which posits that organizational resources buffer
employee strain and predict employees’ ability to cope with demanding work environments
(Bakker & Demerouti, 2007).

Although there was a statistically significant and negative relationship between Hu-
man Capital Development Programs (HCDP) and work-family conflict (WFC), HCDP
accounted for relatively little of the total variation in work—family conflict, only 10.1% of
the explained variance. This indicates that HCDP development support is but one driver of
employee work-family experiences and that most of the variance in employee work—family
conflict is due to unmodeled, explanatory factors. The broader contextual issues affecting
the Lebanese multipartite crisis are key examples of potential unmodeled factors that will
continue to contribute significantly to work—family conflict for employees. Examples of
these unmodeled factors include economic insecurity, inflation, transportation difficulties,
financial pressures on families, inadequate/unstable infrastructure, excessive workload,
job insecurity, and broader organizational uncertainty. As a result, the findings should be in-
terpreted with caution. Human Capital Development Programs can help reduce employee
work-family conflict, but they are unlikely to be the sole solution. Their utility results from

https:/ /doi.org/10.3390/admsci16070324


https://doi.org/10.3390/admsci16070324

Adm. Sci. 2026, 16, 324

19 of 29

their place within a larger organizational support system that includes workload, employee
flexibility, employee well-being, and a plethora of pressures associated with crisis.

The present finding corroborates earlier research that highlights the strategic sig-
nificance of employee development activities. Training and development programs
help in strengthening the competencies, confidence, and psychological readiness of
the employees and thus improving their ability to deal with work-related demands
(Aguinis & Kraiger, 2009). Similarly, Garavan et al. (2016) indicated that human capital
development contributes to organizational sustainability and employee adaptability, es-
pecially in uncertain environmental conditions. The findings are also applicable to Fraij’s
(2021) research on e-HRM during the COVID-19 pandemic in Jordan. He found that the
pandemic threw recruitment, training, performance management, and compensation prac-
tices into disarray, and also made it difficult to track employee performance and work-life
balance issues. This is relevant for the present study because Lebanese SMEs are in similar
crisis conditions where traditional HR practices might not be enough to protect employee
performance and well-being. The fact that human capital development programs can re-
duce work—family conflict suggests that development-oriented and technology-supported
HR practices can help employees maintain skills, adapt to disruption, and cope with work
and family pressures better. The study thus lends support to the argument that flexible
and digitally enabled HRM practices are useful tools for the sustainability of employee
outcomes in times of uncertainty and disruption (Fraij, 2021).

This finding is particularly relevant in the Lebanese context, where employees are
still working in one of the most severe and protracted poly-crisis settings in the world.
Since 2019, Lebanon has been grappling with a cocktail of economic collapse, hyperin-
flation, currency devaluation, banking restrictions, energy shortages, political instability,
institutional deterioration, and recurrent security tensions. These conditions have resulted
in a rise in psychological stress, financial insecurity, and job continuity uncertainty for
employees (Saade et al., 2025; Maalouf et al., 2025). Employees in many Lebanese SMEs
are expected to be productive despite difficult transport, rising prices of living, unstable
wages, and deteriorating public services. In such a situation, the Human Capital Devel-
opment Programs can provide employees a sense of stability, support, competence, and
employability, thus reducing stress and minimizing interference between work and family
responsibilities. It seems then that developmental HR practices in Lebanon are not just
tools for performance enhancement, but also crucial coping and stabilization mechanisms
in the face of protracted crisis situations.

The results also indicated that work—family conflict negatively affected the perfor-
mance of the employees. This means that the higher degree of work—family conflict leads
to lower abilities of employees to maintain effective job performance. This finding is
well supported by Role Theory, which assumes that people do not have unlimited psy-
chological, emotional, and temporal resources to perform multiple roles simultaneously
(Kahn et al., 1964). When work and family demands do not fit together, employees can
become overloaded, emotionally exhausted, distracted, and less effective at work.

This result is also consistent with the Conservation of Resources (COR) theory, which
posits that stress arises when individuals lose valuable resources or are unable to recover
them (Hobfoll, 1989). Work—Family Conflict drains employees” emotional and cognitive
resources, leaving fewer resources to maintain productivity and performance. This result
is consistent with the previous literature that work—family conflict harms employee pro-
ductivity, concentration, engagement, and work outcomes (Amstad et al., 2011; Karatepe &
Karadas, 2016; Nohe et al., 2015).

In Lebanon’s poly-crisis context, the adverse association between Work—Family Con-
flict and Employee Performance might be considerably amplified. Lebanese employees face
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the dual challenge of juggling work and family responsibilities and coping with continuous
socio-economic instability. Employees often have delayed salaries, loss of purchasing power,
fluctuating transportation costs, fuel shortages, electricity outages, and fear for family finan-
cial survival. Furthermore, many Lebanese households are increasingly relying on multiple
family members working, given the worsening economic conditions. Such accumulated
pressures increase the conflict between work and family domains and further drain em-
ployees’ ability to maintain effective performance. Therefore, the Work-Family Conflict in
Lebanon is not only a work-life balance issue but a multi-dimensional stress mechanism,
owing to the long-standing national instability and socio-economic deterioration.

The results also showed the negative association of Work-Family Conflict and Em-
ployee Well-being. This implies that higher levels of work—family conflict are detrimental
to employees’ psychological and emotional well-being. This finding is in line with Spillover
Theory, which argues that stress in one domain of life spills over into other domains
(Edwards & Rothbard, 2000). Stress and pressure related to work can spill over into family
life and diminish employees” emotional stability, life satisfaction, and mental well-being.

This finding is consistent with a large body of previous research that has described
the negative association between Work-Family Conflict and psychological well-being and
health outcomes (Amstad et al., 2011; French et al., 2018). Moreover, recent research still
confirms that Work-Family Conflict remains a strong predictor of psychological strain and
reduced employee well-being in today’s organizations (Pandey et al., 2025; Yang et al., 2024;
Geremias & Lopes, 2025).

This finding is amplified in the Lebanese context. The prolonged crisis in Lebanon has
had a significant impact on the mental health of individuals, their access to health care, their
living conditions, and their sense of future stability (Saade et al., 2025). Many Lebanese
employees continue to suffer from chronic stress as a result of inflation, salary cuts, insecu-
rity, concerns about migration, and uncertainty about the sustainability of organizations.
Accordingly, workers suffering from Work-Family Conflict in Lebanon are more susceptible
to increased psychological stress from the demands of the workplace and pressures of
family and national instability outside simultaneously. Thus, the present results reveal that
not only the work environment but also the socio-economic stressors that employees face
daily should be attended to by Lebanese organizations to protect employee well-being.

Another important finding is the moderating role of Employee Resilience. The re-
sults showed that resilience can minimize the negative association between Work-Family
Conlflict and Employee Performance. In particular, the negative association between Work-
Family Conflict and performance remains, but is minimized, for employees with higher
levels of resilience. This finding suggests that resilient employees are better at handling
work and family strains and are able to sustain performance under adverse conditions.

This finding is theoretically rooted in the Positive Organizational Behavior theory,
which defines resilience as an important psychological resource that helps employees to
recover from adversity, adjust to challenges, and perform under pressure (Luthans, 2002;
Youssef & Luthans, 2007). This finding also supports the JD-R model that assumes that per-
sonal resources buffer the negative role of demanding job conditions (Bakker & Demerouti,
2007). In this sense, resilience functions as a protective psychological mechanism that helps
employees to stay emotionally stable, focused, and motivated in the face of Work—Family
pressures. The results are also related to the study by Al-Aghbari and Baadhem (2025) con-
cerning the challenges and reforms of HRM in Yemen, but the latter is focused on the public
sector rather than SMEs. Their relevance is that they investigate how HRM weaknesses
in a developing country experiencing crises can weaken institutional efficiency, employee
capacity, and service continuity. They call for context-specific and technology-enabled HRM
reforms to re-establish HR capability and accountability. Similarly, the present study shows
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that human capital development programs are significantly related to reduced work—family
conflict. Whereas, work—family conflict is negatively related to employee performance
and well-being among employees of Lebanese SMEs. Therefore, both studies support
the assertion that HRM in fragile and crisis-prone contexts should not be viewed as an
administrative function alone but rather as a strategic mechanism for building employee
capacity, maintaining performance, and ensuring organizational continuity (Al-Aghbari &
Baadhem, 2025).

This finding is consistent with recent studies reporting the buffering role of resilience
in stressful work settings. Misfin et al. (2024) investigated the moderating role of resilience
on the association between family—work/work—family conflict and well-being-related out-
comes in female teachers in Ethiopia. The study was therefore carried out in a specific
country, work environment, and gender-specific sample. Their dependent variables were
mainly job satisfaction, life satisfaction, and health-related well-being outcomes, whereas
the present study investigated employee performance among mixed-gender SME employ-
ees in Lebanon. Thus, Misfin et al. (2024) do not provide direct evidence that resilience
functions in the same way across countries, sectors, gender, or employee outcomes. Rather,
their study is used here as a piece of context-specific supporting evidence of the wider theo-
retical argument that resilience may be a personal psychological resource to help individuals
cope with the strain generated by work—family pressures. The current study applies this
argument to another crisis-affected context by demonstrating that employee resilience sig-
nificantly moderated the negative relationship between work—family conflict and employee
performance among Lebanese SME employees. Specifically, work—family conflict was neg-
atively related to employee performance, and the interaction of work—-family conflict with
employee resilience was positively and significantly related to employee performance, such
that resilience offset the negative association between work-family conflict and employee
performance. Additional support for this interpretation was obtained from the simple
slope results, which indicated that the negative relation between work—family conflict
and performance was strongest at low levels of resilience and weakest at high levels of
resilience. Thus, while Misfin et al. (2024) support the general idea that resilience can buffer
work—family strain, the current study provides further evidence by showing that resilience
may also protect employee performance, not only well-being-related outcomes, in Lebanese
SMEs working under prolonged poly-crisis conditions. Moreover, recent research on orga-
nizations in crisis contexts (Itani et al., 2025) provided additional evidence that resilience is
important in determining employee functioning and organizational sustainability.

Resilience is particularly important in Lebanon, where staff are subject to chronic and
repeated stressors, rather than short-term disruptions. Lebanese workers have been fighting
for years to hold onto their jobs, support their families, and maintain their mental health
against the backdrop of economic collapse and instability. Thus, resilient employees would
be more productive at work and experience less uncertainty and stress in facing prolonged
adversity. The results show that the resilience of Lebanese SME:s is a basic psychological
survival mechanism that often forces employees to work in emotionally and financially
straining environments.

This study makes several important contributions to the literature. First, it extends the
existing Work—Family Conflict literature by investigating Human Capital Development
Programs as an antecedent of Work-Family Conflict, an area that has received limited
empirical attention. Second, the study contributes to the resilience literature by considering
Employee Resilience as a moderator in the association between Work-Family Conflict and
Employee Performance, and thus, contributes to the organizational behavior and HRM
literature. Third, the study contributes to the scarce organizational research in emerging
economies prone to crises, especially in Lebanon.
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Much of the previous research on Work-Family Conflict, employee wellbeing, and
resilience was conducted in relatively stable Western contexts characterized by institu-
tional stability and stronger organizational support systems. Relatively few studies have
investigated these relationships in the context of extended socio-economic crises, in which
employees face chronic instability and resource depletion. Thus, the current study adds
a strong contextual novelty by investigating employee experiences in the ongoing poly-
crisis context in Lebanon. The findings suggest that employee attitudes and workplace
experiences cannot be fully understood without taking into account the wider national and
socio-economic context in which organizations operate.

The findings also highlight the importance of employee-centered HR practices in
times of instability. This reconciles with the study of Fraij (2021) conducted in Jordan,
assuring that digital HRM became important for maintaining HR functions during crisis
conditions in a developing Arab context. The organizations that want to maintain employee
well-being and performance should not be limited to operational continuity and financial
survival. Organizations should invest in developmental initiatives and psychological
support systems that foster employees’ coping capacities, minimize work-related strain,
and improve resilience. This is especially true for Lebanese SMEs that rely heavily on the
resilience and psychological robustness of their employees to get through long periods of
environmental uncertainty.

6. Conclusions, Implications, and Recommendations
6.1. Conclusions

This study investigated the association between Human Capital Development Pro-
grams and Work-Family Conflict, and the subsequent association between Work-Family
Conflict and Employee Performance and Employee Wellbeing among employees working
in Lebanese SMEs in the era of the ongoing poly-crisis. The research also investigated
the moderating effect of Employee Resilience on the relationship between Work—Family
Conflict and Employee Performance.

The results showed that Human Capital Development Programs have a significant as-
sociation with Work-Family Conflict, and Work-Family Conflict has a negative association
with Employee Performance and Employee Wellbeing, respectively. In addition, Employee
Resilience was proven to mitigate the adverse effect of Work-Family Conflict on Employee
Performance. Collectively, these findings suggest that developmental HR practices and
psychological resilience are important factors in protecting employees from the negative
implications of prolonged crisis conditions.

This study emphasizes the importance of understanding employee behavior in volatile
and crisis-prone contexts. Employees in Lebanon are subject to economic collapse, inflation,
financial insecurity, organizational instability, banking restrictions, energy shortages, and
social uncertainty, which compound work and family pressures. In such an environment, or-
ganizations that do not provide psychological and professional support to their employees
may find it difficult to sustain productivity, wellbeing and organizational continuity.

The findings thus demonstrate that employee well-being and performance should
not be viewed simply as outcomes of individual effort, but rather as outcomes shaped
by organizational support systems, developmental initiatives, and psychological coping
mechanisms. The findings suggest that Human Capital Development Programs seem to
increase employees’ confidence, flexibility, competence, and perceptions of organizational
support and thus help minimize Work-Family Conflict. In parallel, Employee Resilience
allows employees to continue functioning and performing amid adversity and uncertainty.

The current study also reveals that organizational sustainability in the poly-crisis envi-
ronment of Lebanon is largely dependent on the organization’s ability to support employees
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psychologically, professionally, and emotionally. In highly unstable environments such as
Lebanon, employee resilience and developmental support become critical organizational
resources, not optional HR practices. As such, organizations that build employee resilience
and invest in workforce development may be better poised to maintain workforce stability,
productivity, and long-term sustainability in the face of ongoing environmental turbulence.

6.2. Practical Implications

The findings have important implications for managers and practitioners, especially
in the context of Lebanese SMEs operating under crisis conditions.

First, organizations may consider human capital development programs as one com-
ponent of a broader support strategy. Training initiatives, mentoring systems, leadership
development, coaching, and continuous learning opportunities may help employees to
cope better with work demands and reduce role-related pressure. In Lebanon, where
employees often face uncertainty as to future employability and financial stability, develop-
mental programmes can also help to give employees feelings of security, confidence, and
support from the organization. Such initiatives should also be designed flexibly to avoid
unintended increases in employees” workload or Work-Family Conflict.

Secondly, organizations should view employee well-being as a strategic organizational
goal. Lebanese employees continue to work under immense psychological and financial
pressure due to inflation, declining living conditions, and continuing instability. Managers
should therefore create supportive work environments that foster communication, flexi-
bility, emotional support, and work-life balance. Employee assistance programs, flexible
scheduling arrangements, counselling services, and wellbeing initiatives may be effective
in reducing Work-Family Conflict and boosting psychological wellbeing during times
of crisis.

Third, organizations need to make active investments in resilience-building initia-
tives. As resilience mitigates the negative association between Work-Family Conflict and
Employee Performance, organizations should organize stress-management workshops,
resilience development programs, coping-skills training, and psychological support sys-
tems to strengthen the ability of employees to cope with ambiguity and stress. In Lebanon,
where employees are frequently exposed to chronic stressors and recurrent disruptions,
the augmentation of resilience could be an important approach to sustaining employee
effectiveness and organizational continuity.

Fourth, Lebanese SMEs should be aware of the fact that employees working under
long-lasting crisis conditions need more organizational support than employees working
in stable settings. Managers should therefore implement more employee-centered HR
practices that acknowledge employees’ emotional, financial, and psychological difficulties
during times of instability.

6.3. Theoretical Implications

The present study also has multiple implications for academic research.

First, the study highlights the need for research on HRM and organizational behavior
in crisis-prone and emerging market economies rather than focusing mainly on evidence
from stable Western economies. There is a need for researchers to investigate the impact of
long-term socio-economic instability on employees’” work attitudes, well-being, and behavior.

Second, future research should investigate other Human Capital Development Pro-
grams as antecedents of psychological and behavioral outcomes other than traditional
productivity indicators. The available literature has widely discussed the competitiveness
and organizational performance. However, there has been little focus on developmental
initiatives as mechanisms to lessen employee strain and improve well-being.
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Third, future researchers should further investigate the role of resilience as a psycho-
logical moderator resource in organizational contexts. Other possible moderators, such as
emotional intelligence, perceived organizational support, leadership style, organizational
culture, and psychological capital, may be explored in future studies, especially in volatile
contexts such as Lebanon.

Fourth, future studies may adopt longitudinal or mixed-method research designs
that would help to better understand the ways that employees adjust to long-term crisis
circumstances over time. Such approaches can provide more insight into the coping
mechanisms of employees, psychological adaptation processes, and organizational survival
strategies in crisis-prone environments.

6.4. Limitations and Recommendations for Future Research

The present study makes a contribution to the literature but has some limitations.

First, the cross-sectional nature of the study limited the ability to establish causality
between variables. Future research should use longitudinal designs to better understand
causal effects and changes over time, especially in long-term crisis environments where
employee experiences are constantly evolving.

Secondly, the study targeted SMEs in Lebanon. This context provides strong novelty
and practical relevance, but the findings may not be fully generalizable to larger orga-
nizations or other national contexts. Hence, future research should investigate similar
models in different industries, organization sizes, and countries with different levels of
socio-economic instability.

Third, self-reported questionnaires were used in the study, which may increase the
possibility of common method bias and social desirability bias. Future research could
combine self-report measures with supervisor ratings or objective measures of organiza-
tional performance.

Fourth, the study was carried out specifically on Employee Resilience as a moderating
variable. Future studies may study other personal and organizational resources that may
buffer the detrimental role of Work-Family Conflict, such as organizational support, flexible
work arrangements, emotional intelligence, leadership support, or psychological capital.

Fifth, future research may explore other organizational outcomes related to Work—
Family Conflict, such as burnout, turnover intention, organizational commitment, employee
engagement, creativity, and innovative behavior, especially in crisis and post-crisis contexts
such as Lebanon.

Sixth, the mediation analysis indicated an indirect effect of human capital develop-
ment programs on employee performance and employee well-being through work-family
conflict; however, because of the cross-sectional design, we cannot confirm temporal order-
ing between the variables. Therefore, the mediation findings are interpreted as statistical
indirect effects, rather than as evidence supporting longitudinal causal mediation. Future
studies can utilize longitudinal or time-lagged designs to more accurately assess if human
capital development programs decrease work—family conflict over time and how those
reductions affect employee outcomes.

Seventh, common method bias cannot be ruled out completely, as data were col-
lected from the same respondents at one point in time. Future research is encouraged
to use longitudinal designs, temporal separation, marker variables, or multi-source data
(e.g., supervisor-rated performance) to further minimize the possibility of common method
bias.

Eighth, the questionnaire was given in English only. This decision was appropriate for
educated SME employees familiar with English business terminology and helped preserve
the original wording of the validated scales, but may have limited the inclusiveness of
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the sample. The English-only tool may have skewed participation toward more educated
employees or employees with greater English proficiency. Hence, the findings need to be
generalized with caution to the larger population of Lebanese SME employees. Future
research could explore using Arabic or bilingual versions of the questionnaire to access
more SME employees.

Funding: This research received no external funding.

Institutional Review Board Statement: The study was conducted in accordance with the Declaration
of Helsinki, and approved by the Research Ethics Committee of Girne American University (protocol
code 21-22-Spr-0015 and 22 July 2022).

Informed Consent Statement: Informed consent was obtained from all subjects involved in the study.
Data Availability Statement: Data will be shared upon request for confidentiality purposes.
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Appendix A. Questionnaire

1.  Whatis your gender?
a. Male
b. Female
2. What is your age range?
a. Below 25 years
b. 25-34 years
c. 3544 years
d. 45 years and above
3. In which sector do you currently work?
a. Real Estate
b. Insurance
c. Finance
d. Education
e. Manufacturing
f. Information Technology
g. Other service-related sector
4. For how long have you been working for this firm?
a. Less than 3 years

b. 3-5 years
c. 6-10 years
d. More than 10 years
1 2 3 4 5
Statement SD D N A SA
Human Capital Development Programs
L The company does a good job of providing the training/skill 0 0 . 0 0
building I need to improve my job performance.
2. Training schedules are convenient and meet my needs. O O O O O
3. We have, as employees, equal access to job-related training 0 0 0 0 .
opportunities.
4. I have the opportunity to work with up-to-date technologies. g U U g g
5. I am provided with adequate opportunities for career growth. g g g g g
6. I have the opportuITity to learn skills that will improve my 0 0 0 0 0
chances for promotion.
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Statement ! 2 3 : >
SD D N A SA

There are people to whom I can go for help when I have 0 0 0 0 .
work-related problems.

3. M}.I manager provides me with the appropriate amount of 0 0 0 0 0
guidance.

9 My manager assists me to identify my training and development

) needs.

10. My manager encourages my professional development. g g g g g

11. My manager helps me progress in my career. O O O O O

Work-Family Conflict

12. Things going on at work make me tense and irritable at home. g g g g g

13.  The demands of my job interfere with my family life. O O O O g

14. Things going on at home make me tense and irritable on the job. g g U U g

15. The demands of my family interfere with my work on the job. g g g g g

16.  Icannot separate my work duties from my home duties. O O O O O

17 Isee b?urred boundaries between my job and my family 0 0 0 0 .
commitments.

Employee Resilience

18.  Ieffectively collaborate with others to handle challenges at work. O O O O O

19.  Isuccessfully manage a high workload for long periods of time. O O O O O

20. I re-evaluate my performance and continually improve the way I 0 0 0 0 0
do my work.

21.  leffectively respond to feedback at work, even criticism. g g g g g

22.  lapproach managers when I need their support. O O O O O

23. I use change at work as an opportunity for growth. g U U g g

o4 I learn from my mistakes at work and improve the way I do my 0 0 0 0 0
job.

Employee Well-Being

25. In the past 6 months, I felt motivated. O O O g g

26.  Inthe past 6 months, I felt energetic. 0 O O g O

27.  Inthe past 6 months, I felt enthusiastic. O O O O O

28. In the past 6 months, I felt lively. O 0 O g g

29.  Inthe past 6 months, I felt joyful. O O O O O

30. In the past 6 months, I felt active. O O O O O

31.  Inthe past 6 months, I felt cheerful.

Employee Performance

32.  lam able to meet job objectives well. g g g g g

33.  Iam happy with my overall job performance. O O O O O

34 I am able to meejc performance standards at the organizational 0 0 0 0 0
level of expectations.

35.  lam happy with my technical competencies. 0 O O 0 g

36.  lam always able to meet specific job responsibilities. g g g g g

Ethical considerations: Participation in this study was voluntary. Respondents were
made aware of the purpose of the research prior to completing the questionnaire. They were
also assured that their answers would be handled confidentially and would be used only
for the purposes of academic research. In addition, no personally identifiable or sensitive
information was collected. Ethical research principles such as voluntary participation,
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anonymity, confidentiality, informed consent, and the right to withdraw before submission
of the questionnaire were clearly communicated and observed in the study.
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