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difficulties in fulfilling simultaneous and/or competing 
demands from multiple and salient roles [work and fam-
ily], resulting in the depletion of his or her limited time- 
and energy-related resources” (Vieira et al., 2018, p. 153). 
Researchers argue that WFC is a significant phenomenon 
in human resource management because it influences 
most of the employees and organizations all around the 
world (McNamara et al., 2013). For example, WFC is as-
sociated with lower job and life satisfaction (Adams et al., 
1996; Zhao et al., 2019; Zarei et al., 2016), higher levels of 
work stress and burnout (Smith et al., 2018; Farradinna & 
Halim, 2016). WFC is also negatively related to the con-
tinuance and normative organizational commitment (Far-
radinna & Halim, 2016) and positively related to turno-
ver intentions (Haar, 2004; Nohe & Sonntag, 2014). With 
reference to Michel’s et al. (2011) meta-analysis the main 
antecedents of WFC are higher levels of global job stress-
ors, work role overload/conflict/demands/ambiguity, job 
involvement, work centrality and task variety and lower 
levels of organizational/supervisor/coworker support, job 
autonomy, and family-friendly organization. 
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Abstract. Work and family are the most important aspects in everyday life that interact with each other simultaneous-
ly. The interaction between work and family may cause both negative and positive outcomes that is why scientists and 
practitioners are seeking to understand how to control them. The purpose of this article was to review existing litera-
ture on work-family conflict and enrichment interventions. We conducted a systematic literature review to investigate 
the evidence-based practises that dealt with reduction of work-family conflict and increase in work-family enrichment. 
After the screening, 12 articles from 699 unique studies were selected for the in-depth analysis. 11 out of 12 represented 
interventions confirmed significant positive results about the reduction of work-family conflict or increase in work-family 
enrichment. It is not surprising that organizations quite often choose training/workshop as the most suitable intervention. 
Similarly, only one scientific article presented the intervention that used real organizational change to reduce work-family 
conflict. Additionally, only one intervention was oriented towards the positive side of work family interaction – increase 
in work-family enrichment. Finally, practical implications and future research directions are proposed in the discussion.

Keywords: work-family interaction, work-family conflict, work-family enrichment, work-family balance, intervention, sys-
tematic literature review. 
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Introduction

The relationship between work and family (or family 
and work) becomes one of the most relevant aspects of 
everyday life to all people around the world, that is why 
practitioners and scientists are seeking to understand the 
way work and family interact with each other (McNamara 
et  al., 2013; Vieira et  al., 2018; Wang et  al., 2017). The 
main focus is on the search for the answer, how could two 
important life aspects enrich each other instead of con-
flicting. For the last few decades, three main topics in the 
work-family research field occurred – work-family con-
flict (WFC; or family-work conflict, FWC), work-family 
enrichment (WFE; or family-work enrichment, FWE) 
and work-family balance (WFB; or family-work bal-
ance, FWB). It is important to highlight that interaction 
between work and family is double-faced, which means 
work can affect family and vice versa but, in this paper, we 
focus more on work to family interaction (although some 
results or ideas may be applied for both ways). 

From the beginning of work-family research era, scien-
tists focused on WFC which is defined as “an individual’s 
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Recently, researchers started to question if work and 
family can positively impact each other. Moreover, they 
initiated studies on how work can enrich family life. WFE 
is defined as “the extent to which experiences in one life 
role [work] enhance the quality of performance and expe-
riences in another life role [family], either directly, or in-
directly through their influence on positive affect” (Vieira 
et  al., 2018, p. 153). WFE predicts higher affective and 
continuance organizational commitment (Wayne et  al., 
2006; McNall et al., 2010), is positively associated with job 
satisfaction (McNall et al., 2010), work engagement, or-
ganizational citizenship behavior, life satisfaction (Zhang 
et al., 2018) and negatively related to turnover intentions 
(McNall et al., 2009; Zhang et al., 2018). Lapierre’s et al. 
(2018) meta-analysis revealed 5 organizational features 
as the most important antecedents of WFE: higher levels 
of social support at work, family-friendly organizational 
policies, work autonomy, family-friendly organizational 
culture and lower level of job insecurity. 

Finally, inspired by positive psychology, researchers 
launched discussions about WFB that could be character-
ized as low level of WFC and high level of WFE (Casper 
et al., 2018; Valcour, 2007; Vieira et al., 2018; Weinzimmer 
et al., 2017; Morganson et al., 2014; Moazami-Goodarzi 
et al., 2018). Although different descriptions of WFB are 
used in work-family interaction literature, we believe that 
each person could experience both conflict and enrich-
ment simultaneously that is why it is important to focus 
on both WFC and WFE. Researches confirm that WFB is 
associated with higher levels of employees’ job satisfaction, 
psychological well-being, organizational commitment and 
a lower level of employees’ turnover intentions (McNa-
mara et al., 2013; Pecino et al., 2018; Mazzucchelli, 2017; 
Cho & Allen, 2019; Weinzimmer et al., 2017). Therefore, 
practitioners (human resource managers and leaders) are 
interested in how to increase WFB which has a crucial 
positive effect on employees and organizations.

As far as antecedents and consequences of WFC and 
WFE are known, practitioners are trying to adapt the sci-
entific knowledge into practice. However, to be sure that 
interventions will pay off, they should seek to apply evi-
dence-based practices into organizations’ life. It is also im-
portant to propose specific guidelines for the implementa-
tion of integrated WFB interventions and recommenda-
tions to organizational psychologists, HR practitioners or 
business counselors based on the research of WFC and 
WFE interventions. Therefore, the main goal of this sys-
tematic-review is to identify and describe evidence-based 
interventions that could be applied to organizational 
practice in order to decrease WFC and increase WFE and 
WFB. Towards achieving the goal, two main criteria were 
chosen for literature search and selection – articles should 
present WFC and/or WFE interventions that were applied 
in organizational settings and provide quantitative data 
about the effectiveness of interventions. Finally, insights 
for future research and practical implications about what 
can be done managing work-life interaction are proposed 
in the article.  

1. Methods

Search procedures

Based on the similar practice of other authors in the 
topic and the goal of this systematic-review key terms 
were identified (work-family conflict, work-family en-
richment, work-family balance, work-life conflict, work-
life enrichment, work-life balance, intervention, train-
ing, experiment, quasi-experiment) and used to search 
relevant articles in electronic databases. Keywords were 
combined in groups until all possible combinations were 
exhausted. Quantitative studies and theses that report-
ed any kind of intervention that dealt with WFC and/
or WFE were searched. Articles written both in English 
and Lithuanian were accepted. International databases 
were used to search for articles: PsycARTICLES, Scien-
ceDirect, Academic Search Complete. Search via using 
key terms revealed 699 unique studies. By this task the 
first step in order to identify potentially relevant stud-
ies, scanning of titles and abstracts was completed. The 
scanning of titles and abstracts was used as a quick way 
to look through the research ideas, methodology and 
results in the particular topic. 44 studies in total were 
identified as relevant and included in further analysis. 
The main criteria to select an article for the in-depth 
analysis was the applicability of intervention into or-
ganizational practice. Mainly, we looked for interven-
tions that were examined in a real organization but not 
in a laboratory setting or field, e.g. Clayton et al. (2017) 
reported a field experiment on how does exercise can 
reduce WFC and the study was not selected as a suitable 
study to analyze. Besides, studies were excluded if they 
didn’t report quantitative data about the effectiveness of 
intervention (the change of WFC or WFE level after in-
tervention). For example, a few studies reported using 
the STAR program as one to reduce WFC, but the re-
search aim didn’t include and given results didn’t report 
any results about the effectiveness of the STAR program. 
Other studies collected only qualitative data. Qualitative 
studies were omitted with reference to researchers who 
stated that qualitative methods are not standardized, data 
and results are considered as less reliable and harder to 
generalize for population (Leung, 2015), besides, they 
suffer from potential researcher’s bias (Noble & Smith, 
2015). These disadvantages were very important for the 
main goal of this systematic-review. So, only 10 studies 
from 44 relevant ones, which presented interventions’ ef-
fect size, were selected for deeper analysis. Based on the 
other researchers’ experience (e.g. Brown & Clark, 2017) 
reference lists of 10 selected articles were also scanned to 
look for an article that could be relevant. While scanning 
the titles, 2 potential articles were found. After scanning 
abstracts and the whole papers, these 2 extra relevant 
studies were chosen to include in the final data set. In 
all, 12 studies were selected for the final analysis (see 
Table 1). 
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Table 1. The main information about the research used in the systematic-review 

Author (-s) Intervention Participants Main findings

Haslam 
et al., 2013 

Researchers used Workplace Triple P 
intervention in which participants were taught 
a range of parenting strategies to encourage 
desirable behaviour and gave three telephone 
consultations to help promote self-regulation in 
children and decrease problem behaviour.

107 teachers (76.6% 
female); mean age – 
40.6 two groups – 1 
experimental (n = 55) and 
1 control group (n = 52);

The intervention was effective at 
reducing both WFC and FWC in 
teachers’ sample.

Kelly et al., 
2011

The Results-Only Work Environment (ROWE) 
training program was implemented in 
organization.

608 employees (50% 
female), mean age – 32; 
two groups –  
1 experimental and  
1 control group;

The study revealed that the ROWE 
program reduced WFC.

Heskiau, 
2017

In the experiment, participants received a 
WFE training, while in the control group, 
participants received training on the lifestyle 
topics of sleep, exercise and nutrition at work 
and outside of work.

163 employees (81.6% 
female); mean age – 43.16; 
two groups –  
1 experimental group and 
1 control;

WFE training had an impact on 
increased enrichment experiences 
and enrichment self-efficacy.

Albertsen 
et al., 2014 

Three types of intervention were conducted 
in which participants had to rethink their 
workings habits, hours or working resources.

840 participants (90% 
female); four groups –  
3 experimental (n = 135, 
259 and 99) and 1 control 
group (n = 347);

All experimental groups showed a 
positive impact of intervention on 
decreasing WFC, but the highest 
impact was in the group, in which 
participants had the opportunity 
to select days when they wanted to 
work.

Kiburz et al., 
2017

The two-week mindfulness-based training 
program was designed for the study.

102 participants (79.4 
females); mean age – 45.01; 
two experimental groups;

Results revealed that mindfulness-
based training could reduce WFC.

Wilson 
et al., 2007

Three training groups were organized in the 
research: Group A – maintain alertness with a 
focus on diet and exercise; Group B focused on 
diet, exercise and sleep both at home and work, 
and with managing time and priorities between 
work and family; Group C – same focus as in 
B group but participants were asked to attend 
with their partners /spouses.

432 employees in the final 
sample (all male); mean 
age – 41.33;

WFC scores declined in all three 
groups, but the highest reduction 
was in group C when the family had 
been involved in the training as well.

Slutsky 
et al., 2019

Mindfulness workshop was used as an 
intervention to reduce WFC

60 employees (66.7% 
female); mean age – 30.52; 
Two groups –  
1 experimental (n = 31) 
and 1 control group 
(n = 29);

Results suggested that mindfulness 
training reduced WFC.

Michel et al., 
2014 

Mindfulness-based intervention, training 
on how to use mindfulness as a cognitive-
emotional segmentation strategy, was used.

246 participants (71.1% 
female); mean age – 
41.41; two groups – 1 
experimental (n = 96) and 
1 control group (n = 150);

Results showed that Mindfulness-
based intervention had a positive 
impact on promoting WFB and 
reducing WFC.

Hammer 
et al., 2016 

The integrated STAR training program was 
used as an experimental condition to reduce 
work-family conflict.

1524 employees; mean 
age – 34.06; final analysis 
with two groups – 1 
experimental (n = 725) 
and 1 control group (n = 
799);

No significant STAR program’s effects 
for WFC were observed.

Kelly et al., 
2014 

STAR program sessions, computer-based 
training, and self-monitoring activities were 
conducted as an intervention method. The 
intervention program was designed to transit 
participants from a time-based to result-based 
work culture.

496 employees; final 
analysis with two groups – 
1 experimental (n = 348) 
and 1 control group (n = 
346);

Results revealed that the STAR 
program could reduce perceived 
WFC in an organization. Also, 
employees who had greater family 
demands and lower supervisor 
support benefited more from the 
intervention.
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2. Results

Most of the studies, that were selected and analyzed, (11 
out of 12) used specific trainings/workshops as an inter-
vention to reduce WFC/increase WFE and only one used 
real organizational change (rearrangement of work-day 
schedule). Also, it is important to emphasize that 10 out 
of 12 studies analyzed the impact of intervention on WFC, 
while only 1 article revealed an effect of intervention on 
WFE and 1 – on both WFB and WFC. As can be seen 
from the first table the STAR program was quite popular 
as it was used as an intervention method to decrease WFC 
in 3 studies. Besides, 3 other studies described Mindful-
ness (-based) training as a suitable intervention material 
to deal with WFC and WFB. The remaining 6 studies ap-
plied other programs/methods that varied from trainings 
of specific parenting strategies to focus on diet, exercise, 
and sleep, together with time and priorities management. 
The number of participants in the studies varied from 60 
to 1524 while most of them were women and elder peo-
ple (as far as it can be seen from given information about 
participants). Finally, 11 studies showed positive results of 
WFC/WFE interventions and confirmed their effective-
ness. 

3. Discussion

A systematic literature review revealed that both WFC and 
WFE can be changed (decreased/increased) by specific in-
terventions. From all 12 studies that had been selected for 
analysis, 11 studies showed that intervention could be ef-
fective for WFC reduction/WFE increase, while the main 
intervention method was training/workshop. In an annual 
industry training report of 2019, training expenditures 
reached 83 billion U.S. dollars per year (Freifeld, 2019). 
So, it seems that this type of intervention is the most ac-
ceptable for organizations. 

Two specific programs/theories were researched the 
most while analyzing interventions for work-family in-
teraction– the STAR program and Mindfulness (-based) 
training. The STAR (Support. Transform. Achieve. Results) 
program was created as a helpful tool for workplace teams 
to find ways to reduce WFC and increase productivity. 
Two main aspects of the STAR program are a) exercis-
ing employees’ ability to redesign their work and b) train 

supervisors on how to support a family and personal life. 
There are more than 14 organizational aspects identified 
as significant antecedents for both WFC and WFE and the 
STAR program covers 2 of them: supervisor support and 
job autonomy. For more information about the STAR pro-
gram and program materials visit the official website – htt-
ps://workfamilyhealthnetwork.org/toolkits-achieve-work-
place-change. Meanwhile, mindfulness (-based) training 
is one of the fastest-growing training industries which 
is spreading through different disciplines, workplace as 
well (Good et al., 2015; Slutsky et al., 2019; Shapiro et al., 
2006). Mindfulness is focused on the development of par-
ticipant’s ability to be more aware, but nonjudgmental of 
surrounding and to fully experience the present moment 
(Kiburz et  al., 2017; Michel et  al., 2014). Michel et  al. 
(2014) propose that mindfulness practice can be used as 
a strategy to cope with work-related cognitions, emotions 
and help to shape boundaries between work and private 
life. Although mindfulness (as an ability) is more seen as 
a personal employee characteristic and not organizational 
factor, it is considered that mindfulness (-based) training 
may be applied to organizational practice and could have 
a positive effect on employees who suffer from WFC. 

We should admit that we managed to find only one 
study that addressed intervention for increasing WFE. As 
it was stated earlier, WFC influenced most of the employ-
ees all around the world (McNamara et al., 2013) and the 
impact was negative both for employees and organiza-
tion. Maybe, therefore, organizations pay more attention 
to this phenomenon hoping to reduce negative effects. 
Meanwhile, WFE is more related to positive outcomes for 
employees and organizations (e.g. higher job and life sat-
isfaction) and proposes added value to organizations. So, 
WFE also deserves active actions from organization side. 
It could be that after dealing with urgent negative aspects 
(fighting a fire) organizations would give their attention to 
developmental issues as well. 

While planning to apply any of previously presented 
interventions into practice, HR specialists, organizational 
psychologists etc., should consider that research of inter-
ventions was conducted in different socio-economic and 
cultural context. No matter that results are promising, it 
should be noted that different economic situation in the 
country, different values may complicate the application of 
identified interventions. For example, one of the aspects in 

Author (-s) Intervention Participants Main findings

Posard et al., 
2013 

The intervention was focused on rearranging 
the schedule of U.S. Army soldier work-day.

1445 soldiers (90% male); 
1 experimental group;

Results revealed that with rearranged 
schedule WFC had decreased for 
junior-enlisted personnel, but had no 
impact on other sample groups.

Olson et al., 
2015

Researchers conducted a 12-month long 
experiment in which the STAR program was 
implemented. The intervention program was 
designed to transit participants from a time-
based to result-based work culture.

474 employees (27.6% 
female); (two groups – 1 
experimental (n = 234) 
and 1 control group (n = 
240);

Results revealed that WFC decreased, 
but results were mediated by 
increased control over work hours 
(structuring work).

End of Table 1
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STAR program is to train employees how to redesign their 
work. It is possible that it would be harder to fulfil this 
task in countries where such cultural values as restrain 
(described in Hofstede cultural model (Minkov & Hofst-
ede, 2011)) are higher because in these countries people 
are more strict and tend to follow norms and traditions. 
Therefore, people here should be less interested in learn-
ing the new ways of doing their work. On the other hand, 
in cultures where power distance value is high (high ac-
ceptance of hierarchy in the society (Minkov & Hofstede, 
2011)) managers should be less interested in learning 
how to support employees’ personal life. Although these 
assumptions are just theoretical, practitioners should con-
sider possible differences between the original country 
where research was implemented and their own country.  

Finally, it should be noted that different additional 
factors (e.g. organizational climate, support system, em-
ployees’ self-efficacy, motivation, etc.) should be taken 
into account while applying intervention into practice 
and hoping the training to be effective (Blume et al., 2010; 
Durbin et al., 2019; Moen et al., 2016; Zarei et al., 2016). 
Besides, practitioners want to be sure that after trainings/
workshops employees will transfer their knowledge and 
skills into a workplace. Moreover, as it was mentioned 
earlier, there were more than 14 organizational features 
that could be important for dealing with WFC or WFE. 
So, training/workshop is not the only way for intervention 
and application of those features to the organizational life. 
For example, family-friendly policies can be applied only 
by restructuring rules inside the organization and train-
ing could be used as an additional way to introduce new 
organizational rules to employees; rearrangement of work 
is necessary for work role overload management. These 
examples illustrate that organizations could do more to 
work with WFC and/or WFE not only organize training 
sessions for their employees. 

Practical implications and future research

This systematic literature review showed that different 
interventions could be effective for WFC reduction and 
WFE and WFB increase in organizations. Organizations 
that deal with a high level of employees’ perceived WFC 
can successfully apply the STAR or ROWE programs, or-
ganize Mindfulness (-based) training sessions for their 
personnel. Organizational change (rearranged work 
schedule, transition from time-based to result-based work 
culture) can also be used as the evidence-based practice 
for WFC reduction. However, future research should pay 
more attention to ways how to increase WFE and WFB. 
WFE and WFB are noteworthy phenomena that can have 
a huge positive impact both on employees and organiza-
tions. Besides, we highlight the importance to research the 
effectiveness of a wider range of intervention methods, 
like new organizational policies and culture development, 
work restructuration/development, application of different 
team/coworkers/leaders’ support systems, etc. As cultural 
differences were identified as an important contextual 

factor in the work family interaction research, we recom-
mend to conduct cross-cultural studies, that should help 
to test if presented interventions are culturally independ-
ent and could be applied in different political, geographi-
cal, economic, cultural conditions. 

Conclusions

10 evidence-based interventions that could be applied to 
organizational practice in order to decrease WFC were 
identified through systematic literature-review. STAR 
program and Mindfulness-based trainings were the most 
popular ones used for WFC reduction. Meanwhile only 1 
intervention that dealt with an increase of WFE and WFB 
was found.
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