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Abstract

Context: In recent decades, women’s participation in the labor market has increased dramatically. However, this has confronted
working women with work-family conflicts.
Objective: This systematic review aimed to find the factors related to work-family conflicts befallen women working.
Methods: All scientific articles published on the subject from June 2000 until June 2021 were searched in five databases (Science Di-
rect, Web of Science, PubMed, Embase, Scopus, and Google Scholar) using the Keywords of factor, female, working, work-life balance,
life-work imbalance.
Results: We found 3967 articles in the databases mentioned. After removing duplicate items, the titles and abstracts of 2573 articles
were screened, 34 full-texts of which were reviewed, leading to the final selection of 31 articles (13 qualitative studies and 17 quan-
titative studies). Then we searched for the documents that cited any of the initially included studies, as well as the references of
the primarily included studies; however, no additional articles were found in this step. We categorized the factors related to work-
life conflicts into four categories and 22 sub-categories. The first category was individual factors (e.g., individual capacities and
skills); the second category was interpersonal factors (e.g., spousal support and lack of family support); the third category was or-
ganizational factors (e.g., organizational policies and working hours), and the fourth category was cultural factors (e.g., patriarchal
hegemony in society and family-friendly culture).
Conclusions: First, individual skills are needed to be paid more attention to, such as planning, which may be simply modifiable
and has the potential to inform therapeutic interventions and preventative strategies. Second, foremen and directors should be
informed about the importance of work-life conflicts experienced by women and their decisive role in creating a work-life balance
to help improve their working conditions.
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1. Context

Around 55.9% of the world’s population is employed
(1). The relationship between work and family life follows a
two-way street. This means that not only does work affects
family matters, but family affairs can also spread to the
workplace (2). The risk of work-life imbalances has been ex-
tensively studied in recent decades (3), leading to the emer-
gence of concepts such as work-family conflicts, family-
work conflicts, and work-life balance. When work-related
issues spread to the family domain (i.e., work-family con-
flicts), or when family issues spread to the workplace (i.e.,
family-work conflicts), the balance of life-work is deranged
(2). The term work-life balance refers to the relationship
between work and non-work aspects of people’s lives and

is defined as the compatibility between work and family
roles and the simultaneous fulfillment of both of these
roles (4). The work-life balance determines how much time
the employed person has in order to balance the demands
of the family and work (3).

Work-family conflicts have been identified as a predic-
tor of employee misconduct, absenteeism (2), and burnout
(5). It can also lead to various problems, such as depression,
anxiety, mood disorders, and marital disorders for both
men and women (6, 7). In addition, reduced job satisfac-
tion (7, 8) and reduced quality of parental role are among
other negative consequences of work-life imbalance (9).

The issue of work-life conflict soared increasingly, es-
pecially after World War II, when there was an increasing
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number of women entering the labor market to compen-
sate for the lack of male labor. Since then, women, like
men, have greatly participated in the economic and so-
cial development of societies (10). Working women, in
addition to their job responsibilities, are also responsible
for most household chores, child care, and caring for the
family’s elderly members (11). According to a study by Za-
yed et al., 82.4% of working women were responsible for
all household chores (12). This is while 25% of women
were not able to fulfill their family responsibilities due
to job responsibilities (13). Efforts to balance the compet-
ing demands of work and family have become a stressful
dilemma in the daily lives of working women, and the is-
sue of work-life balance for women has acquired great at-
tention (14).

The social expectations and behavioral norms that
women face when playing a combination of family and
work roles have led working women to experience higher
levels of work-family conflicts and job-family stress than
their male counterparts (6, 15). Also, increasing job de-
mands and higher job ranks exaggerate caricatured fam-
ily conflicts for women. Working mothers commonly face
poor mental health, long-term headaches, high blood pres-
sure, stabbing, and even guilt as the consequences of work-
life imbalance (14).

If working women can reduce work-life conflicts and
create the right balance between their work and other life
roles, they will achieve a healthier, happier, and more suc-
cessful life (16) and experience greater life satisfaction (13).
A proper work-life balance also increases job satisfaction
(8), organizational commitment, and productivity among
employees (17). However, 78% of working women are not
able to create a proper work-life balance (6). Thus, the is-
sue of how to balance work and life has attracted much at-
tention at the national and international levels, and pub-
lic effort to find policies that promote work-life balance in
women continues (3).

2. Objectives

Various factors related to work-family conflicts in
women have been reported in different studies. These fac-
tors are dispersed and diverse, and there is no comprehen-
sive information and effective interventions at the indi-
vidual, organizational, and national levels to reduce work-
family conflicts. To the best of our knowledge, there are
no reviews focusing on the identification and classification
of the factors related to work-family conflicts. Thus, this
systematic review aims to identify the personal, interper-
sonal, organizational, and cultural factors associated with
work-family conflicts among women.

3. Methods

This research was conducted as a systematic review
from June 2000 until June 2021. The search was performed
using English keywords and appropriate search strategies
and correlation letters in the electronic databases of Sci-
ence Direct, Web of Science, PubMed, Embase, and Sco-
pus (Table 1). The Google scholar search engine was also
searched to ensure access to relevant studies. In addition,
a source search for gray literature was conducted in print
journals and abstracts of conference papers. The citations
obtained were entered into EndNote 20 software and ex-
amined.

All cross-sectional studies conducted on the factors re-
lated to work-life conflicts among working women from
June 2000 to June 2021 were included. Only studies were in-
cluded that had been published in English, worked only on
female populations (or examined females separately from
males), and studied work-life conflicts or work-life balance
as the outcome variable. The search strategy (keywords
and databases) was limited to the English language. Dupli-
cates were detected using EndNote’s duplicate identifica-
tion tool and then removed manually.

Studies on non-women or reporting the results of both
sexes together, articles published outside the time frame
mentioned, reviews, books, those lacking full-text, and
studies that did not address the factors related to conflicts
between work and life among working women were omit-
ted. We also searched documents that cited any of the ini-
tially included studies, as well as the references of the pri-
marily included studies. However, no additional articles
that could meet the inclusion criteria were found in these
sources. Careful studying of these articles revealed impor-
tant points about the conflict between work and life that
solved an important part of the balance puzzle. A consen-
sus was reached with the participation of a third party and
discussion.

In total, 3967 articles were identified, of which 1394 du-
plicate articles were excluded, and 2573 articles remained
for reviewing titles and abstracts, resulting in the exclu-
sion of 1046 additional items. In the first stage, the titles
of the articles were reviewed, then the abstracts of 993 re-
maining articles were studied in the next step, of which
45 items were finally selected for reading the full text. Of
these, 14 were removed due to the unavailability of the full
text or being a part of a book. Of the remaining 31 articles,
13 were qualitative studies, and 17 were quantitative stud-
ies. One article was added to the final articles after review-
ing grey literature (Figure 1).

Data extraction from quantitative studies was con-
ducted based on significant differences observed in the
work-family conflict between subgroups of women or a
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Table 1. The Search Strategy and Number of Studies Obtained from Various Databases a

References Database Search Strategy Initial Search

PubMed Database

((“Factors” [tiab] OR “affecting” [tiab]* OR “affecting factor” [tiab] OR “influential factors” [tiab] OR “risk
factor” [tiab] OR “risk factors” [tiab] OR “related factor” [tiab] OR “related factors” [tiab] OR “Related
Factors” [tiab] OR “Associated Factor” [tiab] OR “Associated Factors” [tiab] ) AND (“Female” [Mesh] OR
“Women” [Mesh] OR “women, working" [Mesh] OR ”women employees" [tiab] OR “Employee women”
[tiab])

910
AND ("work-life balance"[Mesh] OR "life-work imbalance" [tiab] OR "life conflict job" [tiab] OR "life
conflict occupational"[tiab] OR "work-life challenges" [tiab] OR "work-family conflict"[tiab] OR
"Work-to-family conflict" [tiab] OR “Family-to-work conflict” [tiab]))

Scopus Database TITLE-ABS-KEY ( ( ( "Factors" OR (("affecting" OR "influential factors" OR "risk factors" OR "related factor"
OR "related factors" OR "Associated Factor" OR "Associated Factors" ) AND ( "Female" OR "Women" OR
"women, working" OR "women employees" OR "Employee women" ) AND ( "work-life balance" OR
"life-work imbalance" OR "life conflict job" OR "life conflict occupational" OR "work-life challenges" OR
"work-family conflict" OR "Work-to-family conflict" OR "Family-to-work conflict" ) ) )

1387

Web of Science Database

(TI = ("work-life balance" OR "life-work imbalance" OR "life conflict job" OR "life conflict occupational"
OR "work-life challenges" OR "work-family conflict" OR "Work-to-family conflict" OR "Family-to-work
conflict") AND TI = ("Female" OR "Women" OR "women, working" OR "women employees" OR "Employee
women")) AND LANGUAGE: (English)

162
Timespan: 2000-2021. Indexes: SCI-EXPANDED, SSCI, A&HCI, ESCI.

Science Direct Database "((influential factors" OR "related factors" OR "Associated Factors") AND women OR "women, working"
OR "Employee women") AND ("life _ work balance" OR "life-work imbalance" OR "work-family conflict"))

211

Embase Database ((affecting:ti,ab,kw OR ’influential factors’:ti,ab,kw OR ’risk factor’:ti,ab,kw OR ’associated
factor’:ti,ab,kw) AND female:ti,ab,kw OR women:ti,ab,kw OR ’women, working’:ti,ab,kw OR ’women
employees’:ti,ab,kw OR ’employeewomen’:ti,ab,kw) AND ’life conflict job’:ti,ab,kw OR ’life conflict
occupational’:ti,ab,kw OR ’work-life challenges’:ti,ab,kw OR ’work-family conflict’:ti,ab,kw OR
’work-to-family conflict’:ti,ab,kw OR ’family-to-work conflict’:ti,ab,kw))

738

Google Scholar Search Engine (("work-life balance" OR""life-work imbalance" OR "life conflict job" OR "life conflict occupational" OR
"work-life challenges" OR "work-family conflict" OR "Work-to-family conflict" OR "Family-to-work
conflict" ) AND ( "Female" OR "Women" ))

158

Unfild 410

3967
a The [tiab] field code was used after each free-text term to restrict the query to search in the title and abstract of each article.

significant relationship (e.g., correlation) between work-
family conflict scores and the factors studied by the re-
searchers (the significance level of 0.5). In qualitative stud-
ies, the factors identified in interviews and the themes
extracted were used to record data. Two reviewers inde-
pendently collected data from each article, and a third re-
viewer checked their reports for accuracy and resolved dis-
agreements. Finally, the findings were provided to a fourth
researcher who reviewed the articles to find possible fac-
tors that may not have been extracted in the previous steps.

Table 2 summarizes the articles that were finally ana-
lyzed (Table 2). Some studies did not specify the location of
the study, so we used the year of publication.

3.1. Evaluation of the Quality of Articles

A 22-item checklist (strengthening the reporting of ob-
servational studies in epidemiology) (STROB) was used to
assess the quality of quantitative articles. Articles were
classified into three categories: Good (scores in the range
of 17 - 22), fair (scores of 16 - 18), and poor (scores of 1-7) based
on the points earned in each item (Appendix 1).

The quality assessment tool developed by Hawker et al.
was used for the quality assessment of qualitative studies.

The tool includes nine items that are rated based on a four-
point Likert scale (45). Each item’s score ranged from one
(very poor) to four (good). The total score was between 9
and 36, and each article’s quality was determined based
on the following classification: Class A (high-quality arti-
cle with scores ranging from 30 to 36), class B (medium-
quality articles with scores ranging from 24 to 29), and
class C (low-quality articles with scores ranging from 9 to
24) (45). Two articles fell into class A, and eleven articles
were placed in class B (Appendix 2).

Qualification of the articles was conducted indepen-
dently by two researchers. In the case of disagreement, the
article was reviewed by the third and fourth researchers.

3.2. Results of Quality Assessment

In total, 31 studies, including 13 qualitative studies and
17 quantitative studies, and a mixed-method study, were
identified. Quantitative evaluation of the quantitative ar-
ticles showed that they had acceptable quality. According
to the STROB guide, four articles were placed in the good-
quality category; 14 articles had fair qualities, and no arti-
cles had poor quality.
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Table 2. Details of the Articles Reviewed

Code Author(s)/Country/Year Type of Study Type of Analysis/Data
Collection Method

Sample Size/Age Important Determinants of Work-Life Conflicts

1 Human Resource
Management International
Digest/United Kingdom/2021
(18)

Qualitative Thematic analysis/interview 15 women Individual: personality types, stage of working life; Organizational: Organizational
policies and commitments

2 Ademuyiwa et
al./Nigeria/2021 (19)

Quantitative Average response
ranking/Hierarchical

sampling/questionnaire

896 questionnaires Individual: Stress, mental fatigue, burnout; Interpersonal: Lack of helpers at home;
Organizational: Lack of support from colleagues in performing official duties

3 Adisa et al./Nigeria/2019 (20) Qualitative Thematic
analysis/semi-structured

interview

32 women Cultural factors: cultural contexts [patriarchy in society]

4 Akkas et al./Bangladesh/2015
(21)

Qualitative
and

quantitative

Targeted sampling method 50 women Individual: life role values, perfectionism, number of children, life cycle stage;
Interpersonal: Family involvement, child care arrangements; Organization: Long
working hours, organizational inflexibility, overtime work, discrimination in the
workplace, and authoritarian management styles

5 Bernas and Major/United
Kingdom/2000 (22)

Quantitative Path analysis tests finding
relationships

206 questionnaires Organizational: Having a quality relationship with the supervisor can reduce work-life
conflicts and associated stress

6 Bharathi and
Mala/India/2016 (23)

Quantitative Analysis of exploratory
factors

186 employed women Individual: Personal perception of people such as lack of time to do things, not paying
enough attention to themselves, feeling guilty for not caring enough for children

7 Brown et al./United States
and the Republic of
Korea/2020 (24)

Qualitative Thematic analysis 20 working women in
America, 20 working women

in Korea

Cultural factors: A Strong Organizational culture in America; Strong social culture; [like
family-friendly culture and social support in Korea]

8 Choi/Korea/2020 (25) Quantitative Multiple regression
scanning and analysis

226 women Organizational: There is a strong positive relationship between perceived
organizational support and work-family conflicts among female employees

9 Eckart and
Ziomek-Daigle/United
States/2019 (26)

Quantitative Multiple correlations and
regressions

226 women Individual: Number of children under 18 years at home, caring for the elderly or sick
with special needs; Organizational: Working hours per week, work experience,
flexibility in the workplace, autonomy in the workplace

10 Wei et al./China/2009 (27) Qualitative Content analysis 121 women Individual: The role of self-perceived professional and social factors by the individual,
education, income, and work experience; Interpersonal: Spouse’s stress and sacrificing
the family’s satisfaction

11 Hassan/Malaysia/2020 (28) Qualitative Content analysis 76 women Organizational: Incentives and services provided by employers and institutions to
reduce the workload of women [adequate leave, flexibility in management and
working hours, and support system]

12 Hassan et al./Malaysia/2020
(29)

Quantitative Correlation 80 women Organizational: There was a relationship between workplace spirituality [meaningful
work and a sense of consensus] and work-life balance.

13 Kang and Wang/Korea/2018
(4)

Qualitative 6-step cresol analysis 16 women Individual: Concerns about child care, a strong craving for a job, and career aspirations;
Interpersonal: Lack of support from family and colleagues; Organizational: Lack of
support systems

14 Kaur et al./India/2018 (30) Quantitative Correlation 100 working women Individual: Life concerns like babysitting; Organizational: Organizational inflexibility
toward working women

15 Lee et al./United states/2013
(31)

Quantitative Structural modeling
technique

276 married working women Individual: Job satisfaction; Interpersonal: Receiving support from individuals,
especially spouses

16 Lee et al./United States/2017
(32)

Quantitative Hidden personality profile
approach

440 women Individual: Personality traits [worker-oriented, parent-oriented, balanced]

17 Lo/Hong Kong/2003 (33) Qualitative Qualitative content analysis 50 women Interpersonal: The traditional culture of families and the many home responsibilities
of women; Organizational: Inflexible policies of organizations

18 Maragatham and
Amudha/India/2016 (34)

Quantitative ANOVA and chi-square 150 women Individual: Mental balance and physical health; Interpersonal: Number of dependents
and sponsors

19 Noor/Malaysia/2002 (35) Quantitative Regression analysis 310 women Interpersonal: Spouse support; Organizational: Long working hours and overloaded
roles increase work-life conflict.

20 Nwagbara/Nigeria/2020 (36) Qualitative Exploratory 43 women Cultural factors: Cultural factors and social realities such as patriarchy in societies
increase the intensity of work-life conflicts for women.

21 Rehman and Azam
Roomi/Pakistan/2012 (37)

Qualitative Interpretive
phenomenology

20 women Individual: Lack of time planning; Interpersonal: Men do not accept women’s
responsibilities in the family; Cultural: Gender bias, social and cultural norms in a
patriarchal society

22 Sane and Pingali/India/2015
(38)

Qualitative Factor Analysis Cultural: High household responsibilities due to the cultural context; Interpersonal:
Lack of companionship between spouses

23 Sudhindra et al./India/2020
(39)

Quantitative Regression 467 women Interpersonal: Family support, caring for other people at home; Organizational:
Organizational support in the workplace

24 Sundaresan/India/2014 (40) Quantitative Factor Analysis 125 women Individual: Having very little time for oneself, high levels of stress, and incoherence in
household chores; Interpersonal: Expectations of others to meet their needs;
Organizational: Excessive work pressure

25 Taghizadeh et al./Iran/2021
(6)

Qualitative Factor analysis 29 women Individual: Job stress, insufficient individual abilities, and skills, high value for work
and family; Interpersonal: unsupportive family environment, family overload, and
hegemonic masculinity

26 Uddin et
al./Bangladesh/2020 (41)

Quantitative Path coefficient evaluation 558 people Organizational: Support and protectionist organizational policies

27 Uysal Irak et al./2019 (9) Quantitative Path analysis 201 working mothers Interpersonal: Spouses’ support; Organizational: Emotional support by the supervisor

28 Uzoigwe et al./Nigeria/2016
(42)

Quantitative Multiple linear regression
analysis

173 women Individual: Excessive family responsibilities and roles; Organizational: High job
demands

29 Valk and
Srinivasan/India/2011 (43)

Qualitative Exploratory analysis 13 women Individual: Multipurpose responsibilities and try to solve them all; Interpersonal:
Social support; Organizational: Supportive organizational policies and practices

30 Zayed et al./Egypt/2021 (12) Quantitative Correlation 442 Women Individual: Work overflows; Interpersonal and organizational: Lack of decision-making
authority, lack of support from colleagues, and lack of support from supervisors

31 Zito et al./Italia/2013 (44) Quantitative Correlation 207 nurses (92.5% female) Organizational: Work shifts, overworking, lack of support of organizations to access
more services such as child care centers; Individual: The cognitive burden of the
conflict and how the individual perceives the issue

4 Health Scope. 2023; 12(1):e129738.
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Figure 1. The process of reviewing databases and finding articles

4. Results

An interesting point that seemed to be very important
was the impact of cultural dimensions on work-life con-
flicts, such as the patriarchal cultural style or patriarchal
hegemony. A total of 19 articles (61.3%) had been conducted
in Asia (India 7, Malaysia 3, Korea 2, Pakistan 1, Iraq 1, Iran

1, Bangladesh 2, Pakistan 1, China 1, and Hong Kong 1), five
articles (16.1%) in Africa (Nigeria 4 and Egypt 1), three arti-
cles (9.7%) in the United States, and three articles (3.7%) in
Europe (Britain 2 and Italy 1). Also, a paper was jointly con-
ducted in the United States and South Korea. In Europe,
factors related to work-life conflicts were mostly classified
into organizational and individual categories. A great va-
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riety of individual, interpersonal, and organizational fac-
tors were identified in Asian studies. Cultural and inter-
personal factors were reported more in studies conducted
in Africa. In American studies, factors were mostly placed
under organizational, interpersonal, and individual cate-
gories; however, in general, they were not comparable in
terms of variety and quantity to the studies conducted in
Asia (see Table 2).

The related factors extracted from these articles at dif-
ferent levels have been presented in Table 2, summarizing
the documents that have been finalized. Some studies did
not specify the location of the study, so the authors used
the year of publication.

4.1. Factors Related to Work-life Conflicts in Working Women

The results of this study identified four groups of fac-
tors related to work-life conflicts in women. These four
groups include individual factors, interpersonal factors,
organizational factors, and cultural factors.

4.1.1. Individual Factors

4.1.1.1. Individual Capacities and Skills

Time management is the most important skill that
women need to create a work-life balance and prevent
work-life conflicts (4, 6, 19, 21, 23, 37, 43). Short-term and
long-term planning helps women to find the right time for
each of their job and family roles (43). Proper knowledge of
their own abilities can help women to allocate appropriate
time for their work and home tasks (6, 19, 43). Higher in-
dividual skills and a better ability to manage available re-
sources to handle various work and family responsibilities
play an important role in achieving work-life balance (12).
In addition, physical and mental capacities are higher than
the factors associated with fewer work-life conflicts (4, 18,
22, 23, 28, 32-34). Physical health (34), an optimal emotional
state, positive attitudes, hope for a better future, higher
education, and mental health mitigate women’s work-life
conflicts (4, 22, 23, 28, 32-34). Among psychological fac-
tors, stress profoundly affects women’s creativity and ini-
tiative to better manage their work and life aspects (38).
Job-related guilt, which means feeling guilty about work-
ing and therefore not being able to spend enough time
with the family, is another psychological factor that exag-
gerates work-life conflicts in working women (9, 33).

4.1.1.2. Family Circumstances (Having a Small Child or Someone
Needing Home Care)

Since women play a major role in childcare and caring
for the elderly and dependents in need (38), they may face
many challenges balancing their caregiver role (39). Ac-
cording to research, caring for children (19, 21, 23, 26, 30, 32,

33, 39, 43) and caring for elderly family members (23, 26, 33,
39, 43) and relatives (21, 39, 43) create significant work-life
conflicts for working women.

4.1.1.3. Understanding and Knowing How to Reach Balance

Women who have a good understanding of the com-
petition between home and job roles without denying or
escaping the conflicts between these two try to prioritize
their duties by developing their perspectives (37), believ-
ing that this is the first step to reducing and resolving the
conflict (29). The work-life relationship for women can be
divided into three aspects: family-oriented, work-oriented,
and balance-oriented. Women who try to prioritize the
balance between the family and work are less likely to en-
counter serious conflicts (4). For many women, choosing
the family as the first priority is a good way to balance
their work-life roles (4). Therefore, high commitment to
the family helps to create job satisfaction and face fewer
conflicts in work-life (27, 31, 43). One strategy used among
Korean women was to create an image of a working mother
avoiding overwork or unessential events at work (4). Also,
women who believe in external control experience more
work-life conflicts than those who believe in internal con-
trol (21).

4.1.1.4. Job Craving or Job Addiction

The desire for career advancement for women means
spending more hours at work (4, 40). This makes married
women less likely to do household chores such as childcare
(32, 43). Job cravings even affect choosing partners among
single women (43). On the other hand, women who ap-
propriately control job cravings experience fewer work-life
conflicts (6).

4.1.1.5. Perfectionism and Self-proof

For many women, being employed is more than just
having an income. Jobs can be a factor in personal growth,
self-exploration, and identity building. Having a job al-
lows women to achieve independence in their actions and
thoughts and to improve their worldviews (43). However,
for most women, employment is a barrier to developing
non-job skills, sports, and leisure activities, which can in-
crease work-life conflicts (6, 21, 37, 39, 43).

4.1.2. Interpersonal Factors

4.1.2.1. Spouse Support

Spouse support, which includes emotional and instru-
mental support, has a unique role in preventing work-
life conflicts from happening to women (4, 9, 19-21, 27, 31,
35). Emotional support includes behaviors and attitudes
that encourage understanding and paying attention to the
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spouse and his/her problems, and instrumental support
encompasses activities and recommendations that aim to
help with the family’s daily affairs (9). Women who have
good marital relationships with their husbands (21, 31) and
are supported by them experience fewer work-life conflicts
(21, 27, 31, 33, 35).

4.1.2.2. Support from Others

Support from others shows how other family members
[excluding the spouse] and friends are committed to help-
ing each other, including helping with household chores,
caring for dependents, and doing other chores (41). Fam-
ily members’ assisting working women in fulfilling their
home and childcare roles can minimize workload pressure
on the working mother (19, 22, 23, 39, 42).

4.1.2.3. Lack of a Partner in the Family

In most societies, the main responsibility of house-
keeping is assigned to women, even if they are employed.
For most women who do not have a job, being employed
means that they have less time to do housework (43), nur-
turing work-life conflicts (6, 19, 21, 37, 43). A housekeeper
helps working women have the opportunity to do profes-
sional activities and perform their motherly and marital
duties in a more desirable way (4, 19, 37).

4.1.2.4. Support from Colleagues

Peer support means the extent to which the employed
person is accepted by his or her coworkers and is emotion-
ally or instrumentally supported by them (41). Collabora-
tive support helps to better manage work and life difficul-
ties (19). Therefore, the support of colleagues is one of the
most important factors in helping prevent work-life con-
flicts (19, 21, 33, 41).

4.1.2.5. Support from the Manager

A supportive supervisor is able to increase the energy,
enthusiasm, and positive attitudes of employees in the
workplace and help create a collaborative work-oriented
environment (12).

The supervisor’s perception of women’s commitments
to family is a determining factor in work-life conflicts (19,
21, 23, 31, 32, 39, 43). Instrumental support from the supervi-
sor, such as providing the necessary equipment for work at
home (telecommuting), can reduce work-life conflicts for
women (43).

4.1.3. Organizational Factors

4.1.3.1. Organizational Policies and Programs

Programs and policies that are designed to empower
women to incorporate work and personal life are referred

to as family-friendly policies (21), which enable women
to better handle household responsibilities, parenting, or
higher education and to improve work-life balance (4, 18,
19, 21, 23, 25, 30, 43). Flexible working hours, telecommut-
ing, annual leave, hourly and maternity leave, daycare facil-
ities, and vacations are among the family-friendly policies
of organizations that help women to experience fewer con-
flicts between work and family roles (4, 19, 21, 23, 24, 28, 42,
43).

4.1.3.2. Working Hours and Job needs

Long working hours cause working women to have
very little time for the family. In almost all studies, long
working hours have led to exhausting lifestyles and work-
life imbalance. Jobs that require long working hours (12,
19, 21, 23, 26, 28, 31, 33, 35, 38, 40, 42-44), have high urgency
(44), impose great pressure on employees (6, 12, 19, 21, 23,
27, 32, 40, 42, 44), and require to be performed on holidays
(12, 19, 23, 43, 44) increase the degree of work-family con-
flicts. Also, jobs that require forced overtime or long jour-
neys away from the family reduce work-life balance (23, 31,
43).

4.1.3.3. Authoritarian and Autonomous Management Ap-
proaches

The management style encourages employees to put
more effort and energy into achieving personal and profes-
sional aspirations and protects them from the hardships of
work and life. Authoritarian management style, in which
employees have the least role in determining their duties
and working hours (12, 21), for example, forcing night and
extra shifts (43) or on-call work shifts (44), leads to work-
family conflicts for working women (12, 43, 44). On the
other hand, with the increase in employees’ autonomy,
women can have a better work-life balance (21, 26, 32, 33,
35).

4.1.3.4. Job Incentives and Facilities

Job facilities are defined as the organizational factors
that can prevent job and family conflicts and create work-
life balance and, therefore, a favorable work environment
for employees (23). Appropriate work equipment and facil-
ities (19), such as providing a safe kindergarten for employ-
ees’ children (28, 42, 43), proper transportation (19, 33),
recreational facilities, and regular health examinations,
can reduce work-life conflicts for women (38).

4.1.3.5. Role Overload

Role overload means that employees are overwhelmed
by both their personal affairs and their work-related activ-
ities (19, 40). Role overload forces working women to work
long hours, forcing them to sometimes take on homework

Health Scope. 2023; 12(1):e129738. 7



Hosseini Z et al.

(35, 39, 40). Having a real workload and understanding or
believing that the workload exceeds one’s capacity leads to
the mismanagement of other roles and increases work-life
conflicts (21, 33, 39, 44).

4.1.3.6. Governing Organizational Culture

Norms and values related to the nature of the work,
conceptualizing ideal employees, and employee relations
collectively form the work culture that governs an orga-
nization (4). Organizational culture supporting collab-
orative work and segregation of duties can help reduce
work-life conflicts experienced by women (4, 19, 23-25,
33). On the other hand, individual-centered organizational
culture increases jealousy among employees and, subse-
quently, work-life conflicts (37).

4.1.4. Cultural Factors

4.1.4.1. Cultural Context

Society has high expectations of working women not
only to play their social roles but also to fulfill their house-
hold chores effectively (4, 20). In traditional cultures,
where the lifestyle of working women is viewed with de-
nial or caution, women are required to meet full justice in
all their roles (20). This justice is often fulfilled by restrict-
ing professional activities, causing anger, frustration, and
disruption of work-life balance for working women (21, 24,
40). In addition, in societies where there is an individual-
centered culture, it is difficult for women to achieve work-
life balance (37).

4.1.4.2. Patriarchal Hegemony in Society

Different ways of socialization that exist in patriarchal
culture lead to gender imbalance and unequal division of
labor, making the family and society have unfair expecta-
tions of men and women (4, 36, 37). Thus, in these soci-
eties, despite the fact that women face intense work-life
conflicts, men do not share roles in housekeeping respon-
sibilities (4, 20, 37). In such societies, sons are raised as
breadwinners (20, 37), where persuading men to partic-
ipate in household chores is difficult and culturally dis-
tasteful (20, 37). The husband’s satisfaction and even his
family play a decisive role in the continuation of women’s
professional activities. Therefore, women have to desirably
perform household chores to maintain their jobs (20, 37),
creating more work-family conflicts for them (20, 37).

4.1.4.3. Gender Bias

Gender discrimination and negative stereotypes insti-
tutionalized in some cultures cause women not to be taken
seriously in their work affairs and forced to work harder
than their male counterparts to achieve job promotion
(20, 21, 24, 37).

4.1.4.4. Family-Friendly Culture

Society can help obviate work-life conflicts by redefin-
ing the role of working women. Men should be trained
to participate in home and childcare activities in order to
further benefit the family and the community (21). Im-
plementing family-friendly policies at the national level,
such as co-parenting, telecommuting, part-time work ar-
rangements, and shortening working hours for working
women, reduces conflict between women’s jobs and fam-
ily roles (4, 21, 30).

5. Discussion

The present review was conducted to investigate
the factors related to work-life conflicts among working
women, identifying four groups of individual, interper-
sonal, organizational, and cultural factors.

The individual factors related to work-family conflicts
included personality traits (e.g., self-control, optimal emo-
tional state, etc.), health status (e.g., mental and physical
health), and one’s skills (e.g., time management).

Those with a higher locus of internal control seek more
social support, which cancels out the adverse effects of
stress, especially at work. Additionally, these individuals
are more likely to be engaged in health-promoting behav-
iors (e.g., increased exercise) and avoid unhealthy behav-
iors (e.g., smoking) (46). Hence, a higher locus of internal
control results in better health and, ultimately, fewer work-
family conflicts.

Personality traits, such as having positive attitudes,
help women manage their psychological distress caused
by family and work duties (4). Indeed, positive attitudes
positively correlate with the strategies of reinterpretation,
psychological well-being (e.g., resilience), and problem-
solving but negatively with avoidance coping (47). In one
study, for example, women noted that they tried to find
positive aspects in their current situation based on the fol-
lowing motto: “If you can’t avoid it, enjoy it” (4).

Time management and self-assessment of one’s own
ability are individual skills that are important to reduce
work-family conflicts. Committing to time management
increases one’s awareness of having control over work and
family demands and reduces the feeling of having conflict
between these areas. Time management through goal set-
ting, goal prioritization, operational planning, and dele-
gation of authority decreases the level of work-family con-
flicts. Importantly, many of these skills can be improved by
training (48).

The second group of factors (i.e., interpersonal factors)
included items related to the way that women worked
with others, such as the husband, family, and supervisor.
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Women receiving adequate support from their husbands
and relatives can play family roles more effectively and re-
solve work-family conflicts (4, 21).

According to the “Selection, Optimization, and Com-
pensation” model, individuals can provide the available so-
cial support for spouses; therefore, women with a higher
level of social support can spend less personal resource on
work or inside the family, which reduces work-family con-
flicts. In addition, social support is positively associated
with marital adjustment, and marital adjustment has a
negative relationship with depression and anxiety in work-
ing women (49). Marital satisfaction and mental health in-
versely correlate with work-family conflicts. Thus, social
support can act as a moderator of work-family conflicts
(21). Moreover, being supported by the supervisor can im-
prove job skills in less-skilled workers and decrease work-
family conflicts. Also, coworkers can provide emotional
support by listening to and empathizing with an employee
and instrumental support by covering for their colleague
who leaves early due to family issues (50).

Regarding organizational factors, most working
women believed that they were forced to work long
hours and sometimes to take their work home, which
is a major barrier to work-life balance (19). Based on the
compensation theory, people in one sphere are engaged
in activities that satisfy their unfulfilled needs in another
sphere (51). Therefore, if the job takes more from the
person than it gives to her/him, family-work conflicts
will rise. Long working hours and heavy work activities
prevent women from personal growth (6). In jobs with
a highly competitive atmosphere, women constantly
compare their performance with their colleagues and try
hard not to fall behind them, compromising their psy-
chological well-being (6), which subsequently decreases
their problem-solving coping and personal growth (47).
In addition, it has been reported that long working hours
have a negative impact not only on women’s health but
also on the family’s well-being (52), leading women to face
more family demands (6). This vicious cycle commonly
increases work-life conflicts for women.

Long working hours mean being away from the fam-
ily and consequently not having access to vital support
resources (52). Social support is a moderator and pre-
dictor of work-family conflicts. Support by the supervi-
sor and partner predicts work strain, thereby influenc-
ing work-family conflicts. Moreover, supervisor support
buffers the relationship between marital problems and
family-work conflicts. Encouraging and training family
members, especially spouses and supervisors, to support
working women improves their working conditions and
reduces work strain, which is necessary to reduce work-life
conflicts (53, 54).

Finally, the fourth group of factors influencing work-
family conflicts included cultural determinants. In cul-
tures where the traditional roles of genders have been pre-
served, men believe that women’s working outside the
home interferes with their adequate fulfillment of house-
hold chores. Since these cultures do not defend women’s
employment, men rarely help their wives do household af-
fairs. Hence, women have to bear many household respon-
sibilities alone, which makes it difficult to prevent work-
life conflicts (20).

One study on 23,277 individuals across 37 countries
showed that family-work conflicts were stronger among
participants from individualistic cultures. In these soci-
eties, working women strive for the "I" and do not use the
spirit of cooperation and collaboration to perform job du-
ties, causing them more work-life conflicts (37). Jealousy
of women is one of the most important challenges in in-
dividualistic cultures (55). In contrast, in collectivist cul-
tures, people tend to link their personal goals with social
responsibilities. The harmony advocated by collectivist
cultures not only reduces interpersonal conflicts but also
contributes to maintaining a stable state at work and in
the family (56). More social support is provided in collec-
tivist cultures, playing an important role in reducing work-
family conflicts (55). Thus, the cultural background should
be considered when developing and implementing poli-
cies that affect work-family conflicts.

5.1. Conclusions

Based on the results of this study, measures can be
taken at the individual, family, organizational, and com-
munity levels to reduce work-life conflicts experienced by
women. At the individual level, time management skills
training is essential for working women. Families should
also try to understand the situation of working women
and learn how to support them. At the organizational level,
improving occupational policies such as granting hourly
leave, preventing overwork, and providing childcare facili-
ties are recommended. At the community level, promoting
employment policies, supporting working women, and
training men to help their working wives can help reduce
work-life conflicts.

5.2. Limitations

The most important limitation of this study was the
lack of access to the full text of some seemingly qualified
articles. In addition, most articles in this review had been
conducted in Asian countries, and a few of them were from
European or Australian countries. Therefore, the present
study may not be a complete reflection of all cultures
across the globe.
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5.3. Suggestions

It is recommended that other researchers use our re-
sults when designing their interventions aiming to miti-
gate work-life conflicts in working women.

Supplementary Material

Supplementary material(s) is available here [To read
supplementary materials, please refer to the journal web-
site and open PDF/HTML].

Footnotes

Authors’ Contribution: Study concept and design, S F.R.
and Z.H.; Analysis and interpretation of data, S F.R. and F. S.;
Drafting the manuscript, M Y and S F.R.; Critically revising
the manuscript for important intellectual content, M Y and
Z .H.

Conflict of Interests: The authors declared no conflict of
interests.

Funding/Support: No research grant was received for
this study.

References

1. The Leading Source of Labour Statistics. Statistics on employment.
Geneva, Switzerland: International Labour Organization; 2020, [cited
2022]. Available from: https://ilostat.ilo.org/topics/employment/.

2. Soomro AA, Breitenecker RJ, Shah SAM. Relation of work-life balance,
work-family conflict, and family-work conflict with the employee
performance-moderating role of job satisfaction. South Asian J Bus
Stud. 2018;7(1):129–46. https://doi.org/10.1108/sajbs-02-2017-0018.

3. Thilagavathy S, Geetha SN. Work-life balance-a systematic review.
Vilakshan-XIMB Journal of Management. 2021;In press(In press).
https://doi.org/10.1108/XJM-10-2020-0186.

4. Kang H, Wang J. Creating Their Own Work-Life Balance. Asian Women.
2018;34(2):1–31. https://doi.org/10.14431/aw.2018.06.34.2.1.

5. Tziner A, Shkoler O, Bat Zur B. Revisiting Work Engagement from
a Moderated-Mediation Vantage Point. Rev Psicol Trab las Organ.
2019;35(3):207–15. https://doi.org/10.5093/jwop2019a22.

6. Taghizadeh Z, Ebadi A, Keshavarz S, Pourreza A, Kazemne-
jad A, Bagherzadeh R. Why Iranian Women Experience Work-
Family Conflict? Curr Women’s Health Rev. 2021;17(2):136–49.
https://doi.org/10.2174/1573404816999200918114602.

7. Haar JM, Russo M, Suñe A, Ollier-Malaterre A. Outcomes of work–life
balance on job satisfaction, life satisfaction and mental health:
A study across seven cultures. J Vocat Behav. 2014;85(3):361–73.
https://doi.org/10.1016/j.jvb.2014.08.010.

8. Kasbuntoro DI, Maemunah S, Mahfud I, Fahlevi M, Parashakti RD.
Work-life balance and job satisfaction: A case study of employees on
banking companies in Jakarta. Int J Control Autom Syst. 2020;13(4):439–
51.

9. Uysal Irak D, Kalkı̧sım K, Yıldırım M. Emotional Support Makes
the Difference: Work-Family Conflict and Employment Related
Guilt Among Employed Mothers. Sex Roles. 2019;82(1-2):53–65.
https://doi.org/10.1007/s11199-019-01035-x.

10. Kelliher C, Richardson J, Boiarintseva G. All of work? All of life? Recon-
ceptualising work-life balance for the 21st century. Hum Resour Manag
J. 2018;29(2):97–112. https://doi.org/10.1111/1748-8583.12215.

11. Ajala EM. Work-family-conflict and family-work-conflict as correlates
of job performance among working mothers: implications for indus-
trial social workers. Afr J Soc Work. 2017;7(1):52–62.

12. Zayed HA, Kabbash IA, El-Sallamy RM, Abdo SAE. Work environment
characteristics as determinants of work to family conflict among
working females, Egypt. Environ Sci Pollut Res Int. 2021;28(32):43985–91.
[PubMed ID: 33846918]. https://doi.org/10.1007/s11356-021-13884-9.

13. Ta̧sdelen-Karçkay A, Bakalım O. The mediating effect of
work–life balance on the relationship between work–family
conflict and life satisfaction. Aust J Career Dev. 2017;26(1):3–13.
https://doi.org/10.1177/1038416216682954.

14. Swathi V, Reddy MS. Stress among working women: A literature re-
view. Int J Multiscale Comput Eng Manag. 2016;19(4):2230–7893.

15. Chung H, van der Lippe T. Flexible Working, Work-Life Balance,
and Gender Equality: Introduction. Soc Indic Res. 2020;151(2):365–
81. [PubMed ID: 33029036]. [PubMed Central ID: PMC7505827].
https://doi.org/10.1007/s11205-018-2025-x.

16. Bataineh KA. Impact of Work-Life Balance, Happiness at
Work, on Employee Performance. Int Bus Res. 2019;12(2):99.
https://doi.org/10.5539/ibr.v12n2p99.

17. Dwi Putranti HR. Organizational Commitment of Hospi-
tal Nurses: an Empirical Study on Work-Life Balance and
Burnout Management. European Researcher. 2018;9(3):235–48.
https://doi.org/10.13187/er.2018.3.235.

18. Human Resource Management International Digest. Investigators
analyse major factors behind work-life balance decisions of African
women working in the United Kingdom. Hum Resour Manag Int Dig.
2021;29:Array–24. https://doi.org/10.1108/HRMID-01-2021-0019.

19. Ademuyiwa JA, Dahunsi TN, Adetunji AA, Adeniran AO.
Work–Family Conflicts among Female Staff of Higher Insti-
tutions in Nigeria. Journal of Family Issues. 2021;43(3):703–18.
https://doi.org/10.1177/0192513x21994132.

20. Adisa TA, Abdulraheem I, Isiaka SB. Patriarchal hegemony. Gend
Manag. 2019;34(1):19–33. https://doi.org/10.1108/gm-07-2018-0095.

21. Akkas MA, Hossain MI, Rhaman S. Causes and Consequences of
Work-Family Conflict (WFC) among the Female Employees in
Bangladesh: An Empirical Study. J Bus Econ. 2015;6(12):2063–71.
https://doi.org/10.15341/jbe(2155-7950)/12.06.2015/007.

22. Bernas KH, Major DA. CONTRIBUTORS TO STRESS RESISTANCE:
Testing a Model of Women’s Work-Family Conflict. Psychology of
Women Quarterly. 2000;24(2):170–8. https://doi.org/10.1111/j.1471-
6402.2000.tb00198.x.

23. Bharathi S, Mala E. A Study on the Determinants of Work–Life
Balance of Women Employees in Information Technol-
ogy Companies in India. Glob Bus Rev. 2016;17(3):665–83.
https://doi.org/10.1177/0972150916630847.

24. Brown H, Kim JS, Faerman SR. The influence of societal and organiza-
tional culture on the use of work-life balance programs: A compara-
tive analysis of the United States and the Republic of Korea. Soc Sci J.
2020;58(1):62–76. https://doi.org/10.1016/j.soscij.2019.03.008.

25. Choi Y. Workplace ostracism and work-to-family conflict among fe-
male employees: moderating role of perceived organisational sup-
port. Int J Organ Anal. 2020;29(2):436–49. https://doi.org/10.1108/ijoa-
04-2020-2143.

26. Eckart EC, Ziomek-Daigle J. An Investigation of the Variables That
Influence Female Counselors’ Work–Family Conflict. J Employ Couns.
2019;56(2):50–68. https://doi.org/10.1002/joec.12112.

27. Wei FAN, Ying FENG, Liangliang WU. The stressors in professional
women’s work-family conflict: A Chinese study. Can Soc Stud.
2009;5(3):62–7.

28. Hassan K. Basic Model of Work-life Balance for Married Women Work-
ing in Public Sector in Penang, Malaysia. Webology. 2020;17(2):882–95.
https://doi.org/10.14704/web/v17i2/web17074.

10 Health Scope. 2023; 12(1):e129738.

https://healthscope.brieflands.com/cdn/dl/431bed22-9599-11ed-bece-6f5f3155014f
https://ilostat.ilo.org/topics/employment/
https://doi.org/10.1108/sajbs-02-2017-0018
https://doi.org/10.1108/XJM-10-2020-0186
https://doi.org/10.14431/aw.2018.06.34.2.1
https://doi.org/10.5093/jwop2019a22
https://doi.org/10.2174/1573404816999200918114602
https://doi.org/10.1016/j.jvb.2014.08.010
https://doi.org/10.1007/s11199-019-01035-x
https://doi.org/10.1111/1748-8583.12215
http://www.ncbi.nlm.nih.gov/pubmed/33846918
https://doi.org/10.1007/s11356-021-13884-9
https://doi.org/10.1177/1038416216682954
http://www.ncbi.nlm.nih.gov/pubmed/33029036
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7505827
https://doi.org/10.1007/s11205-018-2025-x
https://doi.org/10.5539/ibr.v12n2p99
https://doi.org/10.13187/er.2018.3.235
https://doi.org/10.1108/HRMID-01-2021-0019
https://doi.org/10.1177/0192513x21994132
https://doi.org/10.1108/gm-07-2018-0095
https://doi.org/10.15341/jbe(2155-7950)/12.06.2015/007
https://doi.org/10.1111/j.1471-6402.2000.tb00198.x
https://doi.org/10.1111/j.1471-6402.2000.tb00198.x
https://doi.org/10.1177/0972150916630847
https://doi.org/10.1016/j.soscij.2019.03.008
https://doi.org/10.1108/ijoa-04-2020-2143
https://doi.org/10.1108/ijoa-04-2020-2143
https://doi.org/10.1002/joec.12112
https://doi.org/10.14704/web/v17i2/web17074


Hosseini Z et al.

29. Hassan Z, Tnay JS, Sukardi Yososudarmo SM, Sabil S. The Rela-
tionship Between Workplace Spirituality and Work-to-Family
Enrichment in Selected Public Sector Organizations in Malaysia.
J Relig Health. 2021;60(6):4132–50. [PubMed ID: 31902096].
https://doi.org/10.1007/s10943-019-00971-y.

30. Kaur SH, Shankar AU, Nuthan BL. Work-life balance of women work-
ing in education sector (With reference to Warangal dist., Telan-
gana). Journal of Advanced Research in Dynamical and Control Systems.
2018;10(8):273–9.

31. Lee N, Zvonkovic AM, Crawford DW. The Impact of Work–Family Con-
flict and Facilitation on Women’s Perceptions of Role Balance. J Fam
Issues. 2013;35(9):1252–74. https://doi.org/10.1177/0192513x13481332.

32. Lee S, McHale SM, Crouter AC, Hammer LB, Almeida DM. Finding
time over time: Longitudinal links between employed mothers’
work-family conflict and time profiles. J Fam Psychol. 2017;31(5):604–
15. [PubMed ID: 28182455]. [PubMed Central ID: PMC5550374].
https://doi.org/10.1037/fam0000303.

33. Lo S. Perceptions of work-family conflict among married fe-
male professionals in Hong Kong. Pers Rev. 2003;32(3):376–90.
https://doi.org/10.1108/00483480310467679.

34. Maragatham B, Amudha R. Work-Life Balance of Women Bank Em-
ployees in Kumbakonam Municipal Precinct. Indian J Sci Technol.
2016;9(27). https://doi.org/10.17485/ijst/2016/v9i27/97626.

35. Noor NM. The Moderating Effect of Spouse Support on the Relation-
ship between Work Variables and Women’s Work-Family Conflict. Psy-
chologia. 2002;45(1):12–23. https://doi.org/10.2117/psysoc.2002.12.

36. Nwagbara U. Institutionalised patriarchy and work-life balance
(WLB) challenges for female medical doctors: the case of Nigeria.
Equal Divers Incl. 2020;40(3):355–69. https://doi.org/10.1108/edi-11-2019-
0273.

37. Rehman S, Azam Roomi M. Gender and work-life balance: a phe-
nomenological study of women entrepreneurs in Pakistan. Jour-
nal of Small Business and Enterprise Development. 2012;19(2):209–28.
https://doi.org/10.1108/14626001211223865.

38. Sane A, Pingali V. Work-Life Balance: Working Women in the IT Sector
in India. Int J Organ Divers. 2015;14(2):1–9. https://doi.org/10.18848/2328-
6261/CGP/v14i02/40197.

39. Sudhindra S, Vasanth Kumar G, Valarmathi B. Work-
Life Balance Among Women Anganwadi Workers in
Bengaluru. Prabandhan: Indian J Manag. 2020;13(3):20.
https://doi.org/10.17010/pijom/2020/v13i3/151177.

40. Sundaresan S. Work-life balance–implications for working women.
OIDA International Journal of Sustainable Development. 2014;7(7):93–102.

41. Uddin M, Ali K, Khan MA. Impact of perceived family support, work-
place support, and work-life balance policies on work-life balance
among female bankers in Bangladesh. International Journal of Eco-
nomics, Management and Accounting. 2020;28(1):97–122.

42. Uzoigwe AG, Low WY, Noor SN. Predictors of Work-Family Role
Conflict and Its Impact on Professional Women in Medicine,
Engineering, and Information Technology in Nigeria. Asia
Pac J Public Health. 2016;28(7):629–37. [PubMed ID: 27637552].
https://doi.org/10.1177/1010539516667782.

43. Valk R, Srinivasan V. Work–family balance of Indian women soft-
ware professionals: A qualitative study. IIMB Management Review.

2011;23(1):39–50. https://doi.org/10.1016/j.iimb.2010.10.010.
44. Zito M, Colombo L, Mura G. [Job demands and work-family conflict

in a health care staff. The role of work shifts]. G Ital Med Lav Ergon.
2013;35(3):168–75. Italian. [PubMed ID: 24734324].

45. Hawker S, Payne S, Kerr C, Hardey M, Powell J. Apprais-
ing the evidence: reviewing disparate data systematically.
Qual Health Res. 2002;12(9):1284–99. [PubMed ID: 12448672].
https://doi.org/10.1177/1049732302238251.

46. Hong JH, Lachman ME, Charles ST, Chen Y, Wilson CL, Nakamura
JS, et al. The positive influence of sense of control on physical,
behavioral, and psychosocial health in older adults: An outcome-
wide approach. Prev Med. 2021;149:106612. [PubMed ID: 33989673].
https://doi.org/10.1016/j.ypmed.2021.106612.

47. Sagone E, Elvira De Caroli M. A Correlational Study on Dis-
positional Resilience, Psychological Well-being, and Coping
Strategies in University Students. Am J Educ Res. 2014;2(7):463–71.
https://doi.org/10.12691/education-2-7-5.

48. Beyramijam M, Akbari Shahrestanaki Y, Khankeh H, Aminizadeh
M, Dehghani A, Hosseini MA. Work-Family Conflict among Ira-
nian Emergency Medical Technicians and Its Relationship with
Time Management Skills: A Descriptive Study. Emerg Med Int.
2020;2020:7452697. [PubMed ID: 32455023]. [PubMed Central ID:
PMC7238339]. https://doi.org/10.1155/2020/7452697.

49. Abbas J, Aqeel M, Abbas J, Shaher B, A J, Sundas J, et al. The mod-
erating role of social support for marital adjustment, depression,
anxiety, and stress: Evidence from Pakistani working and nonwork-
ing women. J Affect Disord. 2019;244:231–8. [PubMed ID: 30173879].
https://doi.org/10.1016/j.jad.2018.07.071.

50. Griggs TL, Casper WJ, Eby LT. Work, family and community support as
predictors of work–family conflict: A study of low-income workers. J
Vocat Behav. 2013;82(1):59–68. https://doi.org/10.1016/j.jvb.2012.11.006.

51. Clark SC. Work/Family Border Theory: A New Theory
of Work/Family Balance. Hum Relat. 2016;53(6):747–70.
https://doi.org/10.1177/0018726700536001.

52. Akhtar CS, Kashif A, Arif A, Khan A. Impact of long working hours on
family wellbeing of corporate family. World Appl Sci J. 2012;16(9):1302–
7.

53. Seiger CP, Wiese BS. Social support from work and family domains as
an antecedent or moderator of work–family conflicts? J Vocat Behav.
2009;75(1):26–37. https://doi.org/10.1016/j.jvb.2009.03.001.

54. Zolfaghari Nejhad N, Khavanin A, Vosoughi S. The Effect of Si-
multaneous Postural Stress and Noise Exposure on Strain In-
dex Number Among the Machinery Women Aged 25-30 Years
old in Gas Supply Parts Manufactories. Health Scope. 2015;4(2).
https://doi.org/10.17795/jhealthscope-23602.

55. Gu M, Tan CM, Ho YS, Liu L. Work–family conflict and happi-
ness: the moderating role of national culture. Evidence-based
HRM: a Global Forum for Empirical Scholarship. 2022;10(3):293–311.
https://doi.org/10.1108/ebhrm-01-2021-0001.

56. Chen Y, Gao L, Lippke S, Xiang Z, Gan Y. Harmonious personality and
work-family conflicts: The multiple mediating roles of social support
and self-control. Psych J. 2021;10(6):889–97. [PubMed ID: 34346194].
https://doi.org/10.1002/pchj.476.

Health Scope. 2023; 12(1):e129738. 11

http://www.ncbi.nlm.nih.gov/pubmed/31902096
https://doi.org/10.1007/s10943-019-00971-y
https://doi.org/10.1177/0192513x13481332
http://www.ncbi.nlm.nih.gov/pubmed/28182455
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC5550374
https://doi.org/10.1037/fam0000303
https://doi.org/10.1108/00483480310467679
https://doi.org/10.17485/ijst/2016/v9i27/97626
https://doi.org/10.2117/psysoc.2002.12
https://doi.org/10.1108/edi-11-2019-0273
https://doi.org/10.1108/edi-11-2019-0273
https://doi.org/10.1108/14626001211223865
https://doi.org/10.18848/2328-6261/CGP/v14i02/40197
https://doi.org/10.18848/2328-6261/CGP/v14i02/40197
https://doi.org/10.17010/pijom/2020/v13i3/151177
http://www.ncbi.nlm.nih.gov/pubmed/27637552
https://doi.org/10.1177/1010539516667782
https://doi.org/10.1016/j.iimb.2010.10.010
http://www.ncbi.nlm.nih.gov/pubmed/24734324
http://www.ncbi.nlm.nih.gov/pubmed/12448672
https://doi.org/10.1177/1049732302238251
http://www.ncbi.nlm.nih.gov/pubmed/33989673
https://doi.org/10.1016/j.ypmed.2021.106612
https://doi.org/10.12691/education-2-7-5
http://www.ncbi.nlm.nih.gov/pubmed/32455023
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7238339
https://doi.org/10.1155/2020/7452697
http://www.ncbi.nlm.nih.gov/pubmed/30173879
https://doi.org/10.1016/j.jad.2018.07.071
https://doi.org/10.1016/j.jvb.2012.11.006
https://doi.org/10.1177/0018726700536001
https://doi.org/10.1016/j.jvb.2009.03.001
https://doi.org/10.17795/jhealthscope-23602
https://doi.org/10.1108/ebhrm-01-2021-0001
http://www.ncbi.nlm.nih.gov/pubmed/34346194
https://doi.org/10.1002/pchj.476

	Abstract
	1. Context
	2. Objectives
	3. Methods
	Table 1
	Figure 1
	Table 2
	3.1. Evaluation of the Quality of Articles
	3.2. Results of Quality Assessment

	4. Results
	4.1. Factors Related to Work-life Conflicts in Working Women
	4.1.1. Individual Factors
	4.1.1.1. Individual Capacities and Skills
	4.1.1.2. Family Circumstances (Having a Small Child or Someone Needing Home Care)
	4.1.1.3. Understanding and Knowing How to Reach Balance
	4.1.1.4. Job Craving or Job Addiction
	4.1.1.5. Perfectionism and Self-proof

	4.1.2. Interpersonal Factors
	4.1.2.1. Spouse Support
	4.1.2.2. Support from Others
	4.1.2.3. Lack of a Partner in the Family
	4.1.2.4. Support from Colleagues
	4.1.2.5. Support from the Manager

	4.1.3. Organizational Factors
	4.1.3.1. Organizational Policies and Programs
	4.1.3.2. Working Hours and Job needs
	4.1.3.3. Authoritarian and Autonomous Management Approaches
	4.1.3.4. Job Incentives and Facilities
	4.1.3.5. Role Overload
	4.1.3.6. Governing Organizational Culture

	4.1.4. Cultural Factors
	4.1.4.1. Cultural Context
	4.1.4.2. Patriarchal Hegemony in Society
	4.1.4.3. Gender Bias
	4.1.4.4. Family-Friendly Culture



	5. Discussion
	5.1. Conclusions
	5.2. Limitations
	5.3. Suggestions

	Supplementary Material
	Footnotes
	Authors' Contribution: 
	Conflict of Interests: 
	Funding/Support: 

	References

