
International Journal of Management & Information Systems – First Quarter 2014 Volume 18, Number 1 

Copyright by author(s); CC-BY 15 The Clute Institute 

Work-Family Conflict:  A Review Of 

Antecedents And Outcomes 
Katarina Katja Mihelič, University of Ljubljana, Slovenia 

Metka Tekavčič, University of Ljubljana, Slovenia 

 

 

ABSTRACT 

 

This paper discusses the work-family conflict that forms the central construct of the work-family 

literature, and is defined as the experience of mutually incompatible pressures that stem from 

work and family domains. Juggling myriad responsibilities within the areas of work and family - 

two of the most important life domains for most adults - has become increasingly difficult. 

Consequently, the level of experienced conflict has been rising steadily in the last three decades 

and has a detrimental effect on the individual, family, organizations, and society at large. 

 

On the basis of construct definition, the purpose of this paper is to provide a synthesis of the 

antecedents and outcomes of the work-family conflict. The authors first analyze two categories of 

antecedents - individual differences and job/family characteristics. Furthermore, outcomes are 

classified as variables related to well-being, attitudes, and behaviors. By having a clearer 

understanding of what causes conflict between work and family roles and by being aware of the 

detrimental effects that conflict has on individuals and organizations, HR professionals, 

managers, and representatives of other institutions can work together toward developing 

initiatives for the better integration of work and family roles. 
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1. INTRODUCTION 

 

ork and family are the two most important life domains for adults (Casper et al., 2011; Michel et al., 

2011). Technological advances have changed the everyday life of the individual for the better, as 

well as for the worse (Milliken & Dunn-Jensen, 2005), with the latter mostly due to a further 

blurring of domain boundaries - in particular, the family’s (Dugan et al., 2012). These changes in societies around 

the globe have led to an increase in the perception of work-family conflict (Duxbury & Higgins, 2002) - the most 

studied construct in work-family literature (Eby et al., 2005; Byron, 2005) that arises when an individual is faced 

with conflicting and simultaneous demands that stem from either his work or family role. The pressures of multiple 

roles that women and men experience suggest that the conflict between roles within an adult individual is 

unavoidable and the consequences for the individual and organization are imminent. 

 

The dominant construct in the work-family literature is the work-family conflict (Allen et al., 2000; Byron, 

2005), defined as “a form of inter-role conflict in which the role pressures from the work and family domains are 

mutually incompatible in some respect” (Greenhaus & Beutell, 1985, str. 77). Even though negative spillover may 

occur in both directions, work-family conflict is far more prevalent than family-work conflict (Aryee et al., 1999; 

Netemeyer et al., 1996; Bellavia & Frone, 2005) due to the fact that work boundaries are less permeable than family 

boundaries (Dugan et al., 2012). 

 

The purpose of this paper is to investigate the nature of the construct of work-family conflict, and to 

provide a review of its antecedents and outcomes by including recent research findings. The rationale for focusing 

on the conflict construct lies in the fact that organizations, which understand causes and consequences of work-

family conflict, can actively engage in activities aimed at reducing work-family conflict. Research shows that work-

family initiatives, particularly in the form of schedule controls, can reduce work-family conflict, buffer the negative 
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effects of long work hours (Kelly et al., 2011; Carlson et al., 2011), and improve firms’ performances. We include 

research findings published in the field of organizational behavior, management, industrial/occupational psychology, 

sociology, and family studies. 

 

2. ANTECEDENTS OF WORK-FAMILY CONFLICT 

 

2.1 Individual Differences 

 

Most research on predictors of work-family conflict focuses on the situational variables, be it in the work 

domain (e.g., work hours, job characteristics, and company culture) or family domain (e.g., family structure and 

partner support). The role of dispositional factors (i.e., personality characteristics) (Carlson, 1999, Baltes et al., 

2011) in understanding the relationship between work and non-work has been, until recently, neglected. The 

rationale for inclusion of personality variables in work-family literature lies in the belief that “personality traits 

which enable an employee to use his or her time more efficiently, to engage in roles with more energy, to perceive 

less stress, or to adopt coping mechanisms that reduce stress, should be related to less conflict” (Wayne et al., 2004, 

p. 110). 

 

The theory of personality based on five dimensions has been successfully integrated in work-family 

literature. While neuroticism has been hypothesized as a “risk factor” that predisposes an individual to encounter 

work-family conflict, agreeableness, extraversion, and conscientiousness are perceived as “resource factors” 

preventing one from experiencing conflict. Finally, it is believed that openness to experience is neither a risk nor a 

resource factor in its relation to conflict (Rantanen et al., 2005). Using a random U.S. sample, Wayne et al. 

examined the influence of the Big Five dimensions on work-family conflict and confirmed that conscientiousness 

and agreeableness were significant and negative predictors (with β coefficients -0.15 and -0.16, respectively), 

whereas neuroticism was found to be a positive predictor (β = 0.38) (Wayne et al., 2004). A negative relationship 

between agreeableness and time-based work-family conflict was also found in another study (Bruck & Allen, 2003). 

Whereas emotional stability was found to have a negative effect on work-family conflict (Baltes et al., 2011), a 

higher level of neuroticism was associated with more work-family conflict for both men and women in a U.S. 

sample as well (Grzywacz & Marks, 2000). In terms of conflict sub-dimensions, neuroticism was positively related 

to strain-based and time-based work-family conflict (Andreassi, 2011). Extraversion and openness for experience 

has no significant relationship to either form of conflict in two studies (Wayne et al., 2004; Bruck & Allen, 2003). 

However, Grzywacz and Marks (2000) did find that extraversion is positively related to conflict. In a study of 

Finnish employees (the majority of them lower white-collar workers) that aimed to provide knowledge about the 

role of personality in work-family conflict over a longer period of time, the authors found a positive relationship 

between neuroticism and conflict for both men and women (results confirm previous findings) and no relationship 

regarding openness to experience (in line with hypothesis and other findings). Surprisingly, extraversion, 

agreeableness, and conscientiousness had no influence on conflict either. 

 

Negative affect refers to the tendency to experience aversive emotional and mood states. Those people that 

score high in negative affectivity are, over time, more likely to report discomfort and dissatisfaction regardless of the 

situation (Carlson, 1999). Negative affect is positively related to work-family conflict (Carlson, 1999; Stoeva et al., 

2002) One study found that it was related solely to strain-based work-family conflict (Bruck & Allen, 2003), 

whereas the study by Carlson (1999) showed that it is positively related to all three forms of conflict and plays the 

strongest role in connection with strain-based conflict. Recent analysis found negative affect to be a strong predictor 

of conflict (β = 0.54). Authors additionally found that respondents with higher negative affect experience lower 

levels of job and family satisfaction (Michel & Clark, 2009). In a meta-analytic study (Michel et al., 2011), authors 

confirmed that negative affectivity had a moderate relationship with work-family conflict (ρ = 0.38). 

 

Another variable that has been integrated in the work-family literature is Type A personality disposition, 

which characterizes individuals as persistent, impatient, ambitious, and preoccupied. They are highly involved in 

work, thus working long hours and investing a lot of energy into tasks with the aim of exceeding expectations. 

People of such natures are more prone to experiencing difficulties in managing multiple roles. Carlson examined the 

connections in more detail and predicted that Type A personalities have a positive relationship with time-based and 

strain-based conflict and not with behavior-based conflict. The findings were contrary to expectations. Type A had a 
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negative and significant relation to behavior-based conflict only. Carlson assumed that such results are due to use of 

a global measure, which might not have adequately captured different aspects of Type A behavior (Carlson, 1999). 

Bruck and Allen (2003) therefore approached the investigation by considering two facets of Type A behavior - 

achievement strivings (individuals exhibiting such behavior are considered to be hard working) and impatience-

irritability (individuals are characterized as being prone to anger). They found neither of the Type A facets to be 

significantly related to work-family conflict, even though the impatience-irritability facet was correlated with overall 

work-family conflict. 

 

In terms of other individual differences, trait emotional intelligence and one of its dimensions - self-control 

- was found to be associated with work-family conflict (Biggart et al., 2010) as was maladaptive perfectionism 

(Beauregard, 2006). Furthermore, an internal locus of control (extent to which individuals believe that they are the 

creators of their actions and that consequences of their acts are mainly dependent on themselves) also exhibited a 

negative relationship with work-family conflict in single studies (Noor, 2002) and meta-analysis (ρ = -0.21) (Michel 

et al., 2011). Studies that included two other personality characteristics - self-efficacy and self-esteem - found that 

self-efficacy correlates negatively with work-family conflict (Cinamon, 2006) and self-esteem has a significant 

negative impact (β = -0.13) (Beauregard, 2006). A longitudinal study from eight different occupations confirmed the 

same relationship between performance-based self-esteem and work-family conflict (Innstrand et al., 2010a). 

 

Finally, authors in one study evaluated how a particular attachment style affects work-family conflict 

among 481 U.S. employees occupying academic and non-academic positions. They found that people with 

preoccupied attachment styles (those characterized by a negative image of self and a positive image of others when 

forming relationships) report more work-family conflict. This is in line with theoretical assumptions that a negative 

image of self is associated with high interpersonal dependency and low global self-esteem (Sumer & Knight, 2001). 

This study is insightful due to the fact that they shift focus from defining a relationship to researching whether 

people experience the relationship between work and family in different ways. 

 

2.2 Job and Family Characteristics 

 

Research shows that work, rather than family characteristics, have the strongest correlation with work-

family conflict (Frone et al., 1992). Thus, the major part of this subsection is devoted to work variables, 

notwithstanding the last paragraph that lists some significant influences caused by family variables. Job stressors 

and job involvement are positively related to the frequency of work-family conflict. Job requirements, particularly 

those related to scheduling (e.g., working in shifts, overtime, weekend, and evening work), impose on one’s personal 

time and thereby create imbalance in the role time allocation. Job stress (ρ = 0.48) and schedule flexibility (ρ = -

0.30) are those work-related antecedents that have been found to have the strongest relationships with work-family 

interference in a meta-analytic study (Byron, 2005). Frequent business travel also increases the perceived time-based 

conflict. Grzywacz and Marks (2000) found job pressure to be one of the crucial predictors of conflict perception. 

Namely, in contrast to men and women in the highest tertile of work pressure, being in the lowest tertile is related to 

almost one standard deviation reduction in the work-family conflict. Studies show that time pressure, workload 

pressure, role conflict, and ambiguity have a positive relationship with work-family conflict (Bellavia & Frone, 

2005; Voydanoff, 2007). Furthermore, psychological involvement shows positive associations, as does work 

overload (Geurts et al., 1999). 

 

Lower levels of support at work cause more negative spillover from work to family (Grzywacz & Marks, 

2000). The support of the supervisor is negatively associated with work-family interference (Blanch & Aluja, 

2012b) and is related to perceptions of greater organizational work-life support (Valcour et al., 2011). According to 

Michel et al. (2011), social support within work domain is negatively related to work-family conflict. Specifically, 

organizational support has a moderate negative relationship with work-family conflict (ρ = -0.30), whereas 

supervisor support (ρ = -0.22) and coworker support (ρ = -0.25) show slightly weaker relationships. Managerial 

support also has a significant negative relationship (Beauregard, 2006). On the other hand, abusive supervision is 

directly related to work-family conflict, as well as indirectly related through emotional labor and burnout (Carlson et 

al., 2012). 
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Working time is another organizational antecedent of work-family conflict. Researchers follow the 

proposition that the most crucial influence of professional work on family life is represented in the amount of time 

that an individual allocates to his/her job activities and professional career. Most empirical studies confirm that a 

longer working time increases the perceived work-family conflict (Beauregard, 2006; Byron, 2005; Grzywacz & 

Marks, 2000) as does work overload (Bolino & Turnley, 2005) and non-standard working time (Carlson et al., 

2011). The increase in working hours, high job involvement, and job stress deepens the spillover of work into family 

and thus contributes to lower psychological well-being (Ng & Feldman, 2008; Byron, 2005; Milliken & Dunn-

Jensen, 2005). Grzywacz and Marks (2000), for example, found that women who reported working less than twenty 

hours per week reported less conflict, whereas working 45 hours per week or more causes more conflict for both 

women and men. Additionally, not only objective working time, but also the stress that one experiences when not 

having sufficient time to fulfill all obligations, causes work-family conflict. In turn, the perceived time pressure 

serves as the predictor of the amount of time an individual allocates to each domain (Dugan et al., 2012). 
 

Organizational culture is also important in predicting work-family conflict as it serves as a signal of the 

acceptability of one’s personal choices regarding family and work life. If the employees view their employing 

organization as family-supportive, they tend to experience less work-family conflict (Lapierre et al., 2008). Research 

indicates that a positive work-family culture has a much stronger impact in work-family conflict experience than 

family-friendly policies (Premeaux et al., 2007). A study of Swedish fathers found that if they perceived the 

organization as family-friendly, they were better able to combine work and family and experience less conflict 

(Allard et al., 2011). Another study found that a hindrance organizational culture increases work-family conflict and 

leads to burnout, whereas a supportive culture leads to less conflict and more engagement (Peeters et al., 2009). The 

fact that people have less time than they need to do everything their job requires results in a decreased amount of 

available family time as working time creeps into non-working time. Milliken coined the term work creep to 

describe a situation in which work creeps and intrudes into personal and family time and gradually claims it. In 

Milliken’s study, 55% of respondents confirm that they face “work creep” on a daily basis and attribute this to 

technological developments that enable and ease tele-work. Ninety-five percent of surveyed employees feel time 

pressure and 65% feel that today they work longer compared to five years ago (Milliken, 2004). 
 

Different aspects of family structure also influence the perception of conflict between work and family, 

even though variables related to family primarily serve as predictors of family-work conflict rather than work-family 

conflict (Byron, 2005; Frone et al., 1992). Nevertheless, there is evidence that family characteristics affect negative 

spillover from work to family as well. Parents report more conflict than non-parents (Mauno et al., 2011; Byron, 

2005). Number of children living in the household or their presence are, for example, positively associated with 

conflict (Beauregard, 2006; Netemeyer et al., 1996; Kinnunen & Mauno, 1998), whereas the age of children has a 

negative influence (Winslow, 2005). A Norwegian study found that conflicts between the work and family domains 

are more intense among single parents and couples with children than those without children (Innstrand et al., 

2010b). The weighted mean average (meta-analytic) correlation between the number of children and work-family 

interference differs for males and females, with 0.15 for males and 0.02 for females, respectively (Byron, 2005). 

Respondents in Spain that are married with children experience greater work-family conflict than single respondents 

(de Luis Carnicer et al., 2004). Married respondents reported higher conflict than non-married counterparts 

(Grzywacz & Marks, 2000), as did parents compared to non-parents (Grzywacz et al., 2002; Winslow, 2005). Age, 

marriage, and fewer children were variables related to lower levels of stress in the conservation of resources model 

(Grandey & Cropanzano, 1999). Family support and spousal support were both found to decrease the level of work-

family conflict (Michel et al., 2011; Blanch & Aluja, 2012a). Specifically, men who experience less affectual 

support from family members perceive more negative spillover from work to family (Grzywacz & Marks, 2000). 

Being criticized or burdened by family members causes more conflict for women (and not for men) (Grzywacz & 

Marks, 2000). Instrumental spousal support decreases all forms of work-family conflict (time-, strain- and behavior-

based) (Halbesleben et al., 2012). 
 

3. OUTCOMES OF WORK-FAMILY CONFLICT 
 

3.1 Individual Well-Being 
 

Those work-family linkages that are perceived as conflictual bring dysfunctional consequences for 

individual’s physical and psychological well-being. There is growing evidence that supports the notion that work-
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family conflict leads to poor physical health (Frone, 2000; Carlson et al., 2011), poor perceived health (Mauno et al., 

2011), and depressive behavior (based on self-evaluation) (Grandey & Cropanzano, 1999; Bellavia & Frone, 2005; 

Allen et al., 2000). With regard to physical health, Allen et al. (2000) calculated a weighted mean correlation of 0.29 

between physical symptoms or somatic complaints and work-family conflict. Work-family conflict, as Bellavia and 

Frone (2005) report, negatively affects physical and mental health. It causes physical health problems like 

hypertension (Frone et al., 1997), obesity (Grzywacz, 2000), high cholesterol levels, lower physical stamina (van 

Steenbergen & Ellemers, 2009) and behaviors like overeating, skipping meals, and devoting less time and energy to 

exercise. Other authors report the following symptoms: problems with sleep, headaches, fatigue, chest pains, and 

alcohol abuse (Geurts et al., 1999; Frone et al., 1997). 

 

Consistent research findings prove that increased work-family conflict brings negative psychological 

consequences as well. The average weighted correlation between conflict and general psychological strain is 0.29, 

whereas the correlation with depression is 0.32 (Allen et al., 2000). A strong and positive relationship was also 

found with emotional exhaustion (Halbesleben et al., 2012). Frone (2000) tested the links with specific types of 

psychiatric disorders - mood (depressive and manic episodes), anxiety (agoraphobia, social phobia, posttraumatic 

stress), psychoactive substance use (alcohol/drug abuse/dependence) and others (conduct, antisocial personality 

disorder). He found that people who experience work-family conflict often were 3.13 times more likely to have a 

mood disorder, 2.46 times more likely to have an anxiety disorder and 1.99 times more likely to have a substance 

dependence disorder in comparison with those who do not experience work-family conflict (Frone, 2000). 

 

One of the pressing psychological consequences is burnout that represents “energy leakage,” a 

consequence of a long-term stress at work and has been related to conflict (Kinnunen & Mauno, 1998; Blanch & 

Aluja, 2012b; Peeters et al., 2009). A meta-analytic study shows that the correlation between the cause and effect is 

relatively strong (average weighted ρ = 0.42) (Allen et al., 2000). In a study of Dutch medical workers, burnout was 

measured with two facets - emotional exhaustion (a sense of emptiness, lack of emotional resources) and 

depersonalization (a mood in which negative and cynical attitudes dominate). The correlations with work-family 

conflict were 0.51 and 0.32, respectively (Geurts et al., 1999). 

 

3.2 Attitudinal Outcomes 

 

Various studies suggest that work-family conflict brings costly and detrimental consequences for the 

organization (Eby et al., 2005). The negative spillover between work and family first affects the reformation of 

attitudes, related to work and organization. Next, changes in relationships among family members emerge and 

attitudes towards family change. Many studies investigated the impact of conflict on job satisfaction and found a 

negative relationship (Netemeyer et al., 1996; Bruck et al., 2002) using measures of global, as well as composite, job 

satisfaction. The usage of the latter generally showed a stronger relationship. Netemeyer et al. (1996) confirmed this 

negative relation in three samples with correlational coefficients amounting to -0.36, -0.21, and -0.27. 

 

In their meta-analysis, Kossek and Ozeki (1998) report the average weighted mean correlation to be -0.23 

and a similar strength of relationship is found in Bruck’s (2002) meta-analysis (ρ = -0.28), as well as Allen et al.’s 

(2000) (ρ = -0.24) review. Bruck et al. (2002) found that behavior-based work-family conflict added unique variance 

to the prediction of global and composite job satisfaction, above time- and strain-based conflict. Significant 

relationships between conflict and satisfaction at work have been found across different occupations (Netemeyer et 

al., 1996; Thomas & Ganster, 1995). Increasing work-family conflict leads to lower job satisfaction and thereby 

lowers the quality of working life (Netemeyer et al., 1996). Authors in one longitudinal study, for example, found 

that conflict impacts subjective well-being in a negative way (β = -0.29) in the first round of surveys, as well as in 

the second round, after six months (β = -0.11). Conflict has been found to be a significant longitudinal predictor of 

well-being (Grant-Vallone & Donaldson, 2001). 

 

Higher levels of conflict lead to a lower organizational commitment (Netemeyer et al., 1996; Allen et al., 

2000; Kossek & Ozeki, 1998). A study of doctors and nurses found that the more committed they were, the more 

work-family conflict they experienced (Benligiray & Sönmez, 2012). In a study of Brazilian employees, work-

family conflict was related to higher continuance commitment (Casper et al., 2011). In their meta-analysis, Kossek 

and Ozeki report that the average mean correlation is -0.23 (Kossek & Ozeki, 1998) and a similar result, -0.24, is 

http://creativecommons.org/licenses/by/3.0/
http://www.cluteinstitute.com/


International Journal of Management & Information Systems – First Quarter 2014 Volume 18, Number 1 

Copyright by author(s); CC-BY 20 The Clute Institute 

reported by Allen et al. (2000), whereas Bruck’s meta-analytic average correlation is slightly stronger, -0.28. 

Netemeyer and colleagues confirmed this significant negative correlation on three samples, with correlations of -

0.36, -0.21, and -0.27 (Netemeyer et al., 1996). Meta-analytic results show similar strengths of relationship: -0.23 

(Allen et al., 2000) and -0.27 (Kossek & Ozeki, 1999). Work-family conflict negatively impacts affective 

organizational commitment, defined as emotional attachment and involvement in the organization. It consists of 

identification with the employing organization and appreciation of the values that guide its policies and actions 

(Thompson et al., 1999; Netemeyer et al., 1996). 

 

Negative spillover from work to family causes changes in attitudes that are non-work related. Particularly 

an individual, who frequently experiences problems in juggling multiple roles, tends to change attitudes about 

his/her family and life in general. The higher the work-family conflict, the lower the satisfaction with life (Kinnunen 

& Mauno, 1998; Wayne et al., 2004; Netemeyer et al., 1996; Rupert et al., 2012). Netemeyer and colleagues 

confirmed a significant negative correlation on three samples with correlation coefficients as follows: -0.33, -0.41, 

and -0.53 (Netemeyer et al., 1996). The average weighted mean correlation in two meta-analyses was -0.31 (-0.32 

for women and -0.26 for men) (Kossek & Ozeki, 1998) and -0.28 (Allen et al., 2000). Specifically, increased work-

family conflict causes family distress and decreases satisfaction with family (Aryee et al., 1999; Rupert et al., 2012). 

Basically, the rise of conflict decreases the quality of family life as it leads to family (parental) overload. Similarly, 

work-family conflict was negatively related to marital satisfaction in another study (Wu et al., 2010). 

 

3.3 Behavioral Outcomes 

 

The incapability of balancing work and family demands affects an individual’s behavioral responses at the 

organizational level. On a daily basis, one faces the challenge of allocating limited resources to alternative domains. 

The consequences of experiencing conflict are particularly worrying in the organizations as they contribute to lower 

performance and ultimately firms’ overall success (Arthur, 2003). There exists scarce evidence about the influence 

of conflict on work performance. Nevertheless, the findings show that conflict leads to adverse performance 

outcomes (van Steenbergen & Ellemers, 2009). The results of meta-analytic studies report a negative relationship 

with the strength of -0.12 (Allen et al., 2000) and -0.03 (Kossek & Ozeki, 1998). Turnover intention is another 

consequence that brings costs to the organization and is related to work-family interference. By leaving a job, a 

person conserves individual resources (time, energy) that would otherwise be lost from the stress caused in the work 

role (Grandey & Cropanzano, 1999). Different studies report the positive influence of conflict on turnover intention 

(Barnett et al., 2004; Grandey & Cropanzano, 1999; Anderson et al., 2002; Haar et al., 2012). Meta-analytic studies 

also confirm the positive nature of the relationship. In the Allen et al. (2000) study, turnover intention is, in fact, the 

variable, which is most strongly correlated with work-family conflict (ρ = 0.29) and even stronger is the correlation 

in another meta-analysis (ρ = 0.32) (Kossek & Ozeki, 1998). The intensification of work-family conflict increases 

the probability of turnover in different professions, including academics (Grandey & Cropanzano, 1999), public 

accountants (Greenhaus et al., 1997), as well as with small-company owners (Netemeyer et al., 1996). An interesting 

finding in one American study was that gender was found to be a significant predictor of turnover intention, with 

women being less likely to leave a job (Grandey & Cropanzano, 1999). Greenhaus and colleagues found that work-

family conflict also leads to actual withdrawal from the company (Greenhaus et al., 1997). 

 

The existing studies regarding absenteeism, as a consequence of conflicting role demands, show mixed 

results and different strengths of relationships. A meta-analytic study found practically a zero relationship with 

average mean correlation of -0.02. It needs to be noted that it included only two studies (Allen et al., 2000). When 

the longitudinal relationship between work-family conflict and company records of absenteeism was studied, 

authors found that the bivariate relationship was insignificant. However, regression results did indicate a significant 

relationship once child-care facilities were implemented (Goff et al., 1990). A study of 432 employees found that 

women with a strong work-family conflict exhibit absenteeism, whereas they did not find this relationship among 

men. As it turned out, the relationship between perceived conflict and leaving early was stronger for employees with 

family responsibilities (Boyar & Maertz, 2005). Apart from confirming the positive relationship between conflict 

and absenteeism, a recent longitudinal study found that participation in decision-making at work buffered this effect 

(Demerouti et al., 2011). 
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4. CONCLUDING REMARKS 

 

The intention of this paper was to adopt a holistic approach in studying the work-family conflict 

phenomenon by reviewing its most frequent antecedents and outcomes. The intensity of the perceived negative 

spillover from work to family has been steadily rising in the last couple of decades (Carlson et al., 2011; Michel et 

al., 2011). Thus, it is expected that due to the current economic, financial, and social crisis, work-family conflict will 

be even more prevalent in the years to come. One reason for this assumption lies in the evident longer working hours 

that are a consequence of the rising fear of job-loss and budget cuts. Another potential cause for concern is the fact 

that human resource (and other) departments have less financial resources for implementation of policies for 

reducing conflict between work and family. 

 

Contributions of the paper are various. First, the paper focuses on one dimension of work-family conflict 

(only includes studies of work-family conflict), which enable a thorough investigation of its mediating role. Next, 

the paper systematically presents both antecedents and outcomes, which are examined from the individual 

perspective. Cause and effect variables are classified in five categories, which were chosen in accordance with the 

nature of variables. Third, among antecedents, a special emphasis is given to the examination of individual 

differences, a relatively new research stream within the work-family area. Limitations to the present review should 

be noted. First, focusing on conflict caused by work domain, the review does not include information regarding 

family-work conflict and its particular antecedents and outcomes. Second, findings based on the trichotomization of 

time-, strain-, and behavior-based conflict (particularly the latter, which is rarely examined in the work-home 

literature) are not evaluated, as the majority of studies evaluate work-family conflict without specifying its form. 

Literature assumes that the most prevalent conflict is time-based. In some instances (where the authors used 

measures of different forms of conflict), the differences in strength of relationships are reported. Third, the review 

does not include other types of work-family dynamics like those that investigate the positive spillover from work to 

family. 

 

In terms of practical implications of the review, it is crucial to note that interest groups (individuals, 

managers, and policy-makers) should not view the work-family conflict as an individual responsibility, but rather as 

a problem that needs to be addressed at all levels of society. It is of great importance to understand which variables 

cause work-family conflict and what are its most frequent and detrimental consequences so that individual, 

organizational, and public initiatives can strive to reduce the conflict. Namely, it is only by recognizing the problem 

through its symptoms that effective solutions can be developed. Additionally, this review of the literature confirms 

the claim that apart from situational variables, dispositional variables and values influence the perception of work-

family conflict. With this, it raises awareness about the unique experience of the conflict within the individual that is 

not the consequence of solely situational factors. 
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