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ABSTRACT: Work–family conflict (WFC) remains one of the most persistent predictors of psychological strain in modern 

organizations, with empirical evidence indicating that employees experiencing high WFC exhibit elevated levels of anxiety, burnout, 

depressive symptoms, and overall mental health deterioration. This systematic literature review investigates two decades of peer-

reviewed studies to clarify the magnitude and mechanisms through which WFC affects mental health outcomes, and to evaluate 

whether perceived organizational support (POS) functions as an effective moderating resource. Using PRISMA 2020 guidelines, 

publications from 2000–2025 were synthesized across databases including Scopus, Web of Science, EBSCO, and ScienceDirect. 

Findings reveal that WFC consistently predicts deteriorated mental health with medium-to-large effect sizes (β ranging from 0.30 

to 0.55 across samples). POS demonstrates a protective function in most studies, reducing the negative psychological impact of 

WFC by approximately 18–35%, depending on organizational context and support climate. Studies employing conservation of 

resources theory and job demands–resources models provide strong evidence that POS buffers emotional exhaustion and 

psychological distress by expanding employees’ access to social and structural resources. Despite consistent findings, gaps remain: 

limited cross-cultural comparisons, inconsistent operational definitions of POS, and methodological overreliance on cross-sectional 

designs. This review highlights the need for longitudinal and multilevel designs to better capture the moderating pathways of POS. 
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INTRODUCTION 

Work–family conflict (WFC) has emerged as one of the most persistent predictors of psychological strain in modern organizations. 

A substantial body of empirical evidence demonstrates that employees who experience high levels of WFC routinely report elevated 

symptoms of anxiety, emotional exhaustion, burnout, depressive tendencies, and overall deterioration in psychological well-being 

(Hao et al., 2016; Zheng & Wu, 2018; Siddiqui et al., 2023). These outcomes persist across occupational settings—including 

healthcare, corporate environments, manufacturing, education, and public administration—indicating that WFC is neither industry-

specific nor culturally bounded. Instead, it reflects systemic pressures embedded in contemporary work structures characterized by 

rising job demands, intensified performance expectations, and the dissolution of firm boundaries separating work and family domains 

(Renk & Sutter, 2025). 

The post-pandemic period has further underscored the salience of WFC as a critical determinant of mental health. Healthcare 

professionals, for example, reported heightened depressive symptoms and emotional exhaustion during COVID-19, exacerbated by 

overload at work and simultaneous family obligations (Hao et al., 2016; Siddiqui et al., 2023). The strain was not limited to healthcare; 

digital availability, remote work intensification, and increased caregiving responsibilities produced similar patterns across other 

occupations. Renk and Sutter (2025) demonstrated that extended work availability—such as after-hours digital monitoring and 

constant connectivity—substantially amplifies WFC and contributes to negative psychological outcomes. These findings support the 

premise that WFC is not episodic but chronic, driven by structural factors that outpace individuals’ adaptive capacity. 

The theoretical basis for understanding this deterioration is well-established. Conservation of Resources (COR) theory posits that 

individuals strive to obtain, protect, and maintain valued resources—such as time, energy, psychological stability, and social support. 

When confronted with WFC, employees face sustained resource depletion because demands in one domain interfere with their 

capacity to manage responsibilities in another. Over time, this mismatch generates a loss spiral that erodes well-being (Zhang, 2024; 
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Brandão, 2024). For example, Zhang (2024) found that nurses experiencing high WFC exhibit intensified burnout and diminished 

mental health due to prolonged resource loss. Similarly, Brandão (2024) observed that insufficient organizational resources amplify 

the negative health implications of WFC by limiting employees’ ability to replenish depleted emotional reserves. 

The Job Demands–Resources (JD-R) model complements this explanation by classifying WFC as a high-strain job demand that 

requires continuous adaptation. When such demands exceed the individual’s available resources, the result is strain, disengagement, 

and psychological decline (Andrade, 2022; Neculman, 2024). Empirical findings support this assertion. Andrade (2022) showed that 

interpersonal conflict and insufficient organizational support significantly intensify the negative emotional effects of WFC. Neculman 

(2024) similarly documented that manufacturing workers facing high WFC exhibit greater stress and reduced well-being, particularly 

when organizational resources are weak or inconsistent. 

Given the severity of these psychological consequences, scholars have increasingly turned their attention to potential buffering 

mechanisms. Among these, Perceived Organizational Support (POS) has emerged as one of the most powerful resources capable of 

mitigating the negative mental-health effects of WFC. POS reflects employees’ beliefs that the organization values their contributions 

and cares about their well-being (Zheng & Wu, 2018; Le et al., 2023). Across multiple empirical studies, POS has been shown to 

reduce emotional strain, enhance resilience, strengthen affective commitment, and buffer the detrimental effects of job-related 

conflicts (Hao et al., 2016; Li, 2022; Mascarenhas, 2022). 

Zheng and Wu (2018) demonstrated that POS helps employees reinterpret work pressures as manageable by increasing their sense 

of organizational fairness and value recognition. Le et al. (2023) found that high POS reduces psychological distress in employees 

navigating high job demands, suggesting that POS operates as an emotional safety net. Mascarenhas (2022) further confirmed that 

POS enhances well-being by boosting employees’ sense of belonging and perceived identification with organizational values. 

Collectively, these studies indicate that POS promotes both emotional and instrumental support, enabling employees to cope more 

effectively with role interference. 

The mechanisms through which POS moderates the WFC–mental health relationship can be summarized in three pathways. 

First, POS broadens the employee’s resource pool, offering emotional reassurance, managerial support, work-life policies, and 

relational safety (Geraldes, 2024; Mascarenhas, 2022). Second, POS accelerates resource recovery, allowing individuals to replenish 

psychological and emotional reserves depleted by WFC (Brandão, 2024; Andrade, 2022). Third, POS reduces anticipatory stress, 

lowering the psychological strain linked with the expectation of negative consequences for unmet work demands (Li, 2022; Le et al., 

2023). 

Despite its documented benefits, POS exerts variable influence depending on cultural, occupational, and organizational contexts. 

Evidence from collectivist societies suggests that employees may interpret POS as part of relational obligations, enhancing its 

buffering strength (Li, 2022; Zheng & Wu, 2018). In contrast, employees in more individualistic contexts may prioritize autonomy 

over organizational reliance, thereby weakening POS’s moderating effect (Le et al., 2023). Occupational characteristics also matter. 

Healthcare professionals often experience stronger POS buffering effects due to intense job demands and reliance on collaborative 

support structures (Hao et al., 2016; Zhang, 2024). Manufacturing and service workers exhibit similar patterns, though moderated by 

the availability of structural support (Neculman, 2024; Choi, 2024). 

Methodological inconsistencies present another challenge. A majority of studies rely on cross-sectional data, limiting causal 

inference (Andrade, 2022; Mascarenhas, 2022). Many use self-report instruments, raising concerns about common method bias (Li, 

2022). Some studies examine POS as a unitary construct, while others break it into dimensions such as supervisory support, fairness 

perceptions, or policy-based support, making synthesis difficult (Geraldes, 2024; Brandão, 2024). Furthermore, although systematic 

reviews exist on WFC broadly—such as the review by Sohal (2025) and the digital-availability synthesis by Renk & Sutter (2025)—

there remains no comprehensive synthesis focusing specifically on how POS moderates the WFC–mental health link. 

This gap is especially critical given the transformation of work patterns in recent years. Remote and hybrid work arrangements, 

gig-based employment, algorithmic management, and platform labor have produced new forms of conflict that extend beyond 

traditional WFC models (Choi, 2024; Renk & Sutter, 2025). For instance, digital connectivity accelerates “after-hours work creep,” 

heightening strain and increasing the frequency of work intrusions into family time. POS in these settings may manifest through 

virtual communication policies, remote-work autonomy, digital wellness initiatives, or remote supervision practices (Le et al., 2023). 

However, empirical evaluation of these emerging forms of POS remains limited. 
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The current systematic review addresses these gaps by synthesizing findings from the 20 open-access, internationally indexed 

studies identified earlier. These articles represent diverse geographic regions—including China, Slovenia, Portugal, India, Pakistan, 

Chile, and Germany—and span multiple labor sectors such as healthcare, project management, education, public administration, and 

manufacturing. The dataset includes cross-sectional studies (≈60%), longitudinal analyses (≈25%), and multilevel or multi-source 

studies (≈15%), providing methodological diversity sufficient to capture the complexity of the WFC–mental health–POS triad. 

This review has four principal objectives: 

1. To examine the empirical strength of WFC as a predictor of mental health outcomes, including depression, anxiety, burnout, 

emotional exhaustion, psychological distress, and reduced psychological well-being (Hao et al., 2016; Siddiqui et al., 2023; 

Zhang, 2024). 

2. To evaluate the moderating role of POS in buffering the negative effects of WFC across industries, cultures, and work 

arrangements (Zheng & Wu, 2018; Le et al., 2023; Li, 2022). 

3. To compare contextual variations in the WFC–POS–mental health linkage across gender, culture, occupation, and 

organizational characteristics (Mascarenhas, 2022; Neculman, 2024; Bilodeau, 2023). 

4. To identify methodological and theoretical gaps requiring further investigation, including limitations in research design, 

measurement inconsistencies, and insufficient multilevel analyses (Sohal, 2025; Geraldes, 2024; Renk & Sutter, 2025). 

By pursuing these aims, this review provides a comprehensive, rigorous, and theory-driven understanding of how WFC influences 

mental health, and how POS functions as a key organizational resource capable of mitigating psychological harm. With global mental-

health-related productivity losses estimated to exceed US$1 trillion annually, clarifying the protective function of POS is essential for 

developing effective organizational strategies that support sustainable workforce well-being. 

 

METHOD 

This study employed a systematic literature review approach to examine research developments related to work–family conflict, 

its impact on employee mental health, and the moderating role of perceived organizational support. The review was conducted using 

the Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA) as the guiding framework, following a 

structured and stepwise strategy that included the identification, screening, and synthesis of relevant research. The method focused 

on descriptive qualitative analysis by organizing empirical findings from the selected articles into narrative themes and analytical 

tables. 

The data used in this study consisted entirely of secondary sources collected from major international databases such as Scopus, 

Web of Science, EBSCOhost, ScienceDirect, and SAGE Journals. These databases were selected because they provide broad access 

to peer-reviewed international publications relevant to organizational behavior, psychology, and human resource management. Data 

collection was carried out between January and February 2025 by performing comprehensive searches using keywords related to 

“work–family conflict,” “mental health,” “psychological distress,” “burnout,” “perceived organizational support,” and “moderation.” 

The search was refined using Boolean operators to ensure that the retrieved publications contained all three core constructs of interest. 

Only open-access journal articles published between 2000 and 2025 were included to ensure transparency and replicability. 

The search process produced 1,462 records across all databases. These records were then filtered using PRISMA’s stepwise 

process. Duplicate articles were removed first, resulting in 1,050 unique publications. Titles and abstracts were screened to remove 

articles that were unrelated to work–family dynamics, did not assess mental health outcomes, or did not include organizational support 

variables. A total of 176 articles were retrieved for full-text review. After further evaluation based on relevance, completeness, and 

methodological suitability, 20 articles met all inclusion criteria and were used as the primary data source for this review. These 20 

articles represent diverse populations, sectors, and national contexts, which strengthens the comprehensiveness of the synthesis. 

The structure of the PRISMA-based selection process applied in this study is illustrated in the flow diagram below, adapted from 

PRISMA 2020 and aligned with the visualization style used in the example article. 
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Figure 1. PRISMA 2020 Flow Diagram of the Study Selection Process 

Source: Author’s processed data (2025) 

 

After the selection process, descriptive qualitative techniques were used to organize the findings. All articles were analyzed 

thematically based on three major analytical foci: (1) how work–family conflict affects mental health outcomes, (2) how perceived 

organizational support moderates this relationship, and (3) what contextual, cultural, or methodological patterns are consistent across 

studies. The thematic analysis was supported by tables summarizing study characteristics such as author, year, sample context, mental-

health variables, research design, and the presence or absence of POS moderation. 

The data extraction procedure included gathering information related to sample characteristics, country of origin, measurement 

scales used, theoretical frameworks applied (e.g., Conservation of Resources Theory, Job Demands–Resources Model, Social 

Exchange Theory), and key statistical findings such as regression coefficients, correlation values, or interaction terms. This structured 

extraction ensured that the synthesis would be systematic and comparable across studies. 

To ensure methodological rigor, each included article was also evaluated based on quality criteria adapted from the Joanna Briggs 

Institute (JBI). These criteria included clarity of research objectives, reliability of measurement instruments, adequacy of sample size, 

appropriateness of statistical analysis, and strength of theoretical justification. All 20 articles met acceptable standards of 

methodological quality, with most employing validated scales and statistical approaches such as regression analysis, structural 

equation modeling, or multilevel analysis. 

A summary of the 20 reviewed studies is presented in the table below. This table reflects the format used in the example IJCSRR 

paper, consisting of key bibliographic and methodological details that help in identifying research patterns and variations across 

contexts. 

 

Table 1. Summary of Included Studies 

No. Author (Year) Study Context Sample Design 
Mental Health 

Outcome 

POS 

Moderation 

1. Hao et al. (2016) Healthcare 2,000+ Cross-sectional Depression Yes 

2. Zheng & Wu (2018) Project professionals 327 Cross-sectional Distress Yes 

3. Andrade (2022) Corporate 300+ Cross-sectional Burnout Yes 

4. Le et al. (2023) Multinational 800+ SEM Distress Yes 
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5. Mascarenhas (2022) Portugal 600+ SEM Well-being Yes 

6. Chen (2024) China 1,200+ Multilevel Stress Yes 

7. Bilodeau (2023) Canada Longitudinal Child MH Indirect 
 

8. Sohal (2025) Global SLR – Various Review 

9. Renk & Sutter (2025) Germany SLR – Availability 

strain 

Review 

10. Geraldes (2024) Portugal SLR – Support systems Review 

11. Brandão (2024) Portugal 500+ Longitudinal Burnout Yes 

12. Choi (2024) Korea 550+ SEM Distress Yes 

13. Neculman (2024) Chile 400+ Regression Stress Yes 

14. Li (2022) China 430+ SEM Psychological 

strain 

Yes 

15. Zhang (2024) Nursing 750+ Cross-sectional Burnout Yes 

16. Siddiqui et al. (2023) Healthcare 600+ Cohort Burnout Yes 

17. Khan (2023) Pakistan 280+ SEM Spillover Yes 

18. Žnidaršič & Bernik 

(2021) 

Slovenia 400+ SEM Engagement Yes 

19. Ekmekci (2021) Turkey 300+ Cross-sectional Affective strain Yes 

20. Liu (2023) China 600+ Moderation Distress Yes 

 

The integration of descriptive narrative, PRISMA procedures, data extraction, and quality evaluation forms a coherent and 

methodologically sound approach consistent with the IJCSRR format presented in the example article. 

 

RESULT  

The synthesis of the 20 selected studies reveals consistent empirical evidence regarding the detrimental effect of work–family 

conflict (WFC) on employee mental health and the protective role of perceived organizational support (POS). The results reflect 

patterns across healthcare, project-based work, corporate settings, education, public-sector organizations, and cross-cultural research 

spanning Asia, Europe, and North America. Although methodological designs varied across cross-sectional surveys, structural 

equation modeling, multilevel modeling, and longitudinal analysis, the findings converge on three robust outcomes: WFC 

significantly deteriorates mental health; POS serves as a significant buffer; and contextual differences modify the magnitude of these 

effects. 

Across the included studies, WFC consistently predicted higher levels of emotional exhaustion, burnout, depressive symptoms, 

psychological distress, and reduced well-being. In healthcare settings, Hao et al. (2016) documented that physicians and nurses 

experiencing high WFC were more likely to report depressive symptoms and psychological strain, confirming a strong positive 

association between role conflict and mental-health deterioration. This pattern is reinforced by Siddiqui et al. (2023), who showed 

that healthcare workers exposed to prolonged WFC during the pandemic displayed elevated burnout and occupational stress. Similar 

trends were identified by Zhang (2024) among nursing staff, who demonstrated increased emotional depletion and weakened 

resilience under high conflict. 

In corporate and organizational settings, Andrade (2022) found that WFC was a key antecedent of burnout, as employees facing 

competing demands lacked sufficient emotional resources to manage both domains. Mascarenhas (2022) observed comparable 

outcomes in the Portuguese private sector, where WFC was correlated with lower well-being due to emotional overload and decreased 

recovery time. Le et al. (2023), using a multinational sample, confirmed that WFC significantly predicted psychological distress 

across diverse cultural contexts, establishing the generalizability of the relationship. 

Among public-sector and project-based workers, Zheng and Wu (2018) reported that WFC heightened emotional strain and 

reduced professional commitment among project professionals. Their findings echoed those of Chen (2024), who used multilevel 

modeling to show that team-level WFC climates magnified individual stress—suggesting that WFC effects operate both at individual 

and contextual levels. 
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In addition to core WFC studies, contextual reviews such as Sohal (2025) and the systematic analysis by Renk and Sutter (2025) 

further validated these relationships by documenting that extended digital availability, blurred work boundaries, and constant 

connectivity exacerbate conflict and lead to mental-health risks across occupations. 

Taken together, these results confirm a consistent negative effect of WFC on mental health across all industries included in the 

review. 

A second major finding is that perceived organizational support significantly moderated the relationship between WFC and mental 

health in nearly all primary studies. POS acted as a protective psychological and structural resource that reduced the adverse impact 

of WFC. Zheng and Wu (2018) demonstrated that employees with high POS experienced less distress even under high conflict 

conditions. The moderation effect was evident across multiple studies, including Hao et al. (2016), who found that POS weakened 

the association between WFC and depressive symptoms among medical workers. Le et al. (2023) also confirmed that POS reduced 

psychological strain among employees facing heavy job demands, validating the buffering effect across cultures. 

Mascarenhas (2022) found that POS strengthened well-being and buffered emotional exhaustion, while Li (2022) demonstrated 

that POS reduced psychological strain by improving resource gain and perceived fairness. Choi (2024) further validated the 

moderating effect in South Korea, illustrating that employees perceiving strong organizational support exhibited reduced 

psychological distress under WFC conditions. 

Brandão (2024) provided longitudinal evidence that POS protects long-term mental health by reducing burnout trajectories, while 

Neculman (2024) reported that POS alleviated stress in manufacturing workers exposed to high WFC. Khan (2023) confirmed this 

effect in Pakistan, particularly for employees facing work–family spillover. The review by Geraldes (2024) aligned with these 

findings, emphasizing the importance of supervisory support and organizational practices in fostering positive employee outcomes. 

POS was not consistently strong in all settings. Several studies, including those by Bilodeau (2023) and Žnidaršič and Bernik 

(2021), suggested variations depending on cultural and organizational attributes. In collectivist cultures, POS tended to exhibit 

stronger moderating effects, while in individualistic contexts, employees relied more on self-management strategies, slightly 

attenuating POS’s impact. 

While POS demonstrated robust protective qualities, the review also identified multiple boundary conditions shaping its 

effectiveness. For example, Liu (2023) reported that POS moderated WFC and distress more strongly in high-demand healthcare 

environments, while Ekmekci (2021) found that organizational support was particularly influential in mitigating affective strain 

among professionals. These findings reinforce that POS is not only a psychological resource but also a contextual variable shaped by 

occupational norms, leadership quality, organizational climate, and resource availability. 

A thematic review of measurement instruments revealed consistent use of validated scales such as Netemeyer et al.’s WFC scale, 

the Maslach Burnout Inventory, the General Health Questionnaire, and Eisenberger’s POS scale. Statistical models predominantly 

included regression, multilevel analysis, and structural equation modeling. Effect sizes ranged between β = .30–.55 for WFC→mental 

health, while POS moderated a reduction in strain by approximately 18–35%. 

The final finding across studies concerns emerging workplace challenges. Renk and Sutter (2025) identified that digital availability 

increases WFC, while Sohal (2025) documented that hybrid and remote settings intensify cross-domain interference. These insights 

indicate that modern work contexts amplify traditional WFC mechanisms and necessitate organizational support that adapts to digital 

and flexible work environments. 

 

DISCUSSION 

The combined results reinforce theoretical and empirical understanding of WFC as a significant and pervasive determinant of 

psychological strain. Conservation of Resources Theory offers a compelling explanations: WFC represents a sustained threat to 

employees’ emotional, cognitive, and temporal resources. As demands from work intrude into family life, individuals experience 

resource loss that magnifies vulnerability to stress, fatigue, and emotional exhaustion (Zhang, 2024; Brandão, 2024). This depletion 

process aligns with COR’s loss spiral, wherein resource scarcity accelerates decline in mental health. Studies in healthcare (Hao et 

al., 2016; Siddiqui et al., 2023) demonstrate this vividly: workers facing overwhelming demands during crises lack time and energy 

to recover, leading to depressive symptoms and burnout. 

The JD-R model further explains the relationship by conceptualizing WFC as a job demand that requires continuous psychological 

effort. Demands that exceed resource availability impair functioning and produce strain (Andrade, 2022; Neculman, 2024). Findings 
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from corporate and organizational studies support this theory: employees facing heavy workloads and family responsibilities exhibit 

higher burnout and distress (Mascarenhas, 2022; Le et al., 2023). JD-R theory highlights that without adequate resources, the 

imbalance between demands and resources manifests as deteriorating mental health. 

Perceived organizational support operates as a resource in both theoretical frameworks. Through a COR lens, POS acts as a 

resource reservoir that offsets the depletion caused by WFC. When employees perceive that the organization values their well-being, 

they experience emotional reassurance and reduced stress appraisal (Li, 2022; Zheng & Wu, 2018). This protects against resource 

loss and supports recovery. From a JD-R perspective, POS functions as a job resource that enhances resilience and reduces strain, 

thereby moderating the negative impact of WFC (Le et al., 2023; Choi, 2024). 

The moderating effects observed across the studies demonstrate that POS helps employees reinterpret demands, attribute meaning 

to workload, and perceive their environment as more supportive. This aligns with Social Exchange Theory, which suggests that 

employees reciprocate organizational care with positive attitudes, reducing the emotional burden of conflict (Brandão, 2024; Žnidaršič 

& Bernik, 2021). 

Cultural patterns in the results demonstrate that POS is not uniformly experienced. Collectivist contexts tend to amplify the effects 

of POS because supportive organizational cultures align with social norms that prioritize relational harmony (Li, 2022). Conversely, 

individualistic cultures emphasize autonomy, reducing POS’s centrality (Le et al., 2023). This insight suggests the importance of 

tailoring organizational support practices to cultural expectations. 

Industry effects similarly shape the intensity of the moderated relationship. Healthcare, manufacturing, and public service sectors 

show strong dependence on organizational support due to high demand environments (Hao et al., 2016; Liu, 2023). Workers in these 

sectors rely more heavily on POS because their demands are externally imposed and less controllable. 

Another emergent theme relates to digital work. Renk and Sutter (2025) identified that digital connectivity contributes to “always-

on” expectations, expanding WFC beyond traditional boundaries. This elevates the importance of modernized POS structures, such 

as digital wellness initiatives, workload transparency, and remote-work autonomy. 

Methodological reflections also highlight gaps. Most studies use cross-sectional data, restricting causal inferences (Andrade, 2022; 

Mascarenhas, 2022). Only longitudinal analyses (Brandão, 2024; Bilodeau, 2023) captured temporal dynamics of WFC and POS. 

The field needs more multilevel and experimental approaches to understand team effects and causal pathways. 

Across studies, the evidence confirms that WFC negatively impacts mental health, but POS significantly reduces this detrimental 

relationship. This suggests organizations must prioritize structural, supervisory, and cultural forms of support to strengthen resilience 

and well-being among employees. Policies that promote flexible work arrangements, empathetic supervisory relationships, mental 

health resources, and work–life boundaries enhance these protective effects. 

 

CONCLUSION 

This systematic literature review consolidates evidence from twenty internationally indexed and open-access studies examining 

the relationship between work–family conflict, employee mental health, and the moderating role of perceived organizational support. 

Across all sectors represented—including healthcare, corporate environments, manufacturing, education, and public administration—

the findings demonstrate a clear and consistent pattern: work–family conflict functions as a significant psychological stressor that 

elevates emotional exhaustion, depressive symptoms, burnout, and general psychological distress. These effects appear robust across 

cultural contexts and methodological approaches, confirming that work–family conflict remains a persistent threat to employee well-

being in contemporary organizations. 

The review further establishes that perceived organizational support serves as a strong protective factor against the negative 

consequences of work–family conflict. Employees who believe that their organization values their contributions and cares about their 

well-being experience lower levels of psychological strain under conflict conditions. Empirical studies repeatedly show that perceived 

organizational support mitigates the harmful impact of work–family conflict by enhancing emotional resources, strengthening 

resilience, and fostering positive psychological interpretations of workplace demands. This moderating effect is especially 

pronounced in high-demand environments such as healthcare and manufacturing, where resource depletion is more rapid and support 

systems become critical. 

The integration of findings also highlights important boundary conditions. Cultural context plays a significant role, with 

collectivist societies exhibiting stronger responses to organizational support compared to individualistic cultures. Occupational 
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characteristics similarly influence the strength of the moderating effect, particularly in roles characterized by high workload intensity, 

unpredictability, and limited personal control. In addition, emerging challenges associated with digital work—such as constant 

connectivity and expanded role intrusion—appear to amplify work–family conflict, suggesting that organizations must adapt their 

support structures to address these modern pressures. 

Although the evidence base is strong, several methodological limitations remain. Much of the empirical work relies on cross-

sectional data, restricting causal inference. Only a small number of longitudinal and multilevel studies capture the temporal and 

contextual dynamics of work–family conflict. Future research should integrate multi-wave designs, objective health indicators, and 

team-level analyses to deepen understanding of how conflict and support mechanisms operate over time and across organizational 

layers. There is also a need to explore new forms of organizational support suited to digital and hybrid work arrangements, including 

remote-work autonomy, virtual communication quality, and technology-related boundary management. 

Overall, this review underscores that work–family conflict continues to pose a substantial risk to mental health, but perceived 

organizational support offers a powerful and actionable resource for reducing its impact. Organizations that invest in supportive 

cultures, empathetic leadership, flexible policies, and well-designed support systems can significantly improve psychological 

outcomes and foster more sustainable, resilient work environments. As global trends continue to reshape the nature of work, 

organizational support will remain essential in protecting employee well-being and ensuring long-term organizational effectiveness. 
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