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The COVID-19 pandemic has led to significant changes worldwide, including 
the loss of many lives. Governments have directed many employees to work 
from home (WFH) during this period. This study explores how job demands 
and work-family conflicts affect the emotional well-being of employees, 
specifically looking at depression and emotional exhaustion while working 
from home. It employs a quantitative method, distributing surveys to female 
employees who are working from home. The results of this research will 
enhance our understanding of the emotional impacts on female employees 
and provide guidance for future counseling strategies to address the 
challenges of working from home. 
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1. Introduction 

*As most countries implement quarantine 
methods and practice the social distancing necessary 
to break the chain of COVID-19, the world has been 
put into a period called The Great Lockdown. 
Bhumika (2020) stated that 2020 is declared to be 
involved in a global public health crisis with the 
existence of the Coronavirus disease (COVID-19), 
which originated in Wuhan, China, in December 
2019, making its presence felt in more than 100 
countries in the first week of March 2020 including 
Malaysia. To reduce the spread of the COVID-19 
pandemic, several countries have implemented 
closure and movement control orders and ordered 
residents to stay at home (Azlan et al., 2020). As a 
result, many job sectors in various fields are affected 
by the instructions issued by the government. The 
COVID-19 pandemic has caused major disruptions in 
the functioning of not only public sector 
organizations (Schuster et al., 2020) but also private 
sectors. 

Therefore, a high-performing workforce capable 
of providing exceptional service is essential to 
ensure that these institutions can still be controlled 
in an atmosphere of extreme uncertainty (Bhumika, 
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2020). However, WFH is not a new phenomenon in 
the 21st century, as it has already been widely 
practiced in developed countries. In the United 
States, more than 50% of employees in professional 
and business services, information services, and 
financial activities practice WFH (USBLS, 2018). One 
of the flexible work schedules that can help ease an 
employee's responsibilities while on duty is to apply 
the strategy of working from home (Dockery and 
Bawa, 2014).  

Positive implications of WFH include producing 
more flexible time, more autonomy and power in 
controlling working hours (Gajendran and Harrison, 
2007), lower level of stress towards work (Baruch, 
2000), and improved work and life conflicts (Crosbie 
and Moore, 2004). Our study focuses on the negative 
effects on employee emotional health, i.e., depression 
and emotional exhaustion. For example, Arntz et al. 
(2020) stated that working from home is ideal for 
female employees with young children. Jiménez and 
Madsen (2003) mentioned the need for women 
employees to balance family and work to avoid 
family or role conflict. The impact of family conflict is 
the emergence of psychological pressure, 
depression, complaints, and fatigue. Other 
psychological issues that emerge include 
dissatisfaction with job roles within family life, 
reduced commitment to the organization, and 
ultimately, the decision to leave the job.  

Gregory and Milner (2009) argued that the 
positive effect depends on the nature of the 
organization of a public institution itself. It is 
because, through the findings of several other 

http://www.ijaas.in

http://www.science-gate.com/
http://www.science-gate.com/IJAAS.html
http://creativecommons.org/licenses/by-nc-nd/4.0/


Ibrahim et al/International Journal of Advanced and Applied Sciences, 11(3) 2024, Pages: 1-7 

2 
 

studies, the strategy of working from home increases 
stress (Shepherd-Banigan et al., 2016; Song and Gao, 
2020), depression (Shepherd-Banigan et al., 2016), 
emotional exhaustion (Abdel Hadi et al., 2021) and 
psychosomatic complaints (Beauregard, 2011). 
Judging from the negative impacts stated earlier, the 
mental and physical health of most employees 
undergoing WFH can decrease due to job and family 
demands. In addition, for women employees who are 
married and have children, working at home impacts 
the dual role of women, which makes women 
employees overloaded with work and feel stressed. 
In addition, social disruption from employees' 
families and conventional work mindsets make 
employees lose focus between working and spending 
time with family (Mustajab et al., 2020).  

Other things are debated in the implementation 
of WFH; namely, the WFC should be felt by 
employees who work from home. However, not all 
employees feel the WFC is equal. There are certain 
things, such as marital status and gender, that 
determine the WFC that employees feel. Male 
employees can feel more dominant in controlling 
their WFC than women employees, especially 
women who are married and have children 
(Mustajab et al., 2020). It could be due to the culture 
in Malaysia that women at home must serve their 
husbands and take care of children. As a result, 
women employees carry out multiple roles and 
tasks, resulting in a high workload that can trigger 
fatigue and work stress. Nowadays, role changes in 
the family are increasingly visible, especially among 
women, who play the role of a mother and an 
employee. In general, the prevalence of work and 
family role conflict nowadays occurs due to the 
increased involvement of women in the field of 
employment (Mahpul and Abdullah, 2011). 

Although working from home has an important 
relationship with health outcomes (Oakman et al., 
2020), that strategy is not a common work approach 
practiced by most employees in Malaysia. This 
employment strategy has also not been implemented 
among employees from any other public or private 
sector. However, the COVID-19 pandemic has 
changed the landscape of life and ways of working. 
The strategy of working from home is an unfamiliar 
scenario in the public and private sectors. However, 
the COVID-19 pandemic has changed the course of 
work activities among staff in Malaysia and the 
world (ILO, 2020). The ambiguity of work 
implementation and the confusion of personal life 
make it quite difficult to adapt to most employees 
(Routley, 2020), overwhelmed by the pressure to 
balance childcare duties, personal relationships, 
household duties, and family demands. Employees 
with small children face greater obstacles to 
maintaining the efficiency of working at home and 
nurturing their children simultaneously. School 
closures and the shift to online teaching and learning 
sessions for students have forced many working 
parents to become temporary teachers for their 
children.  

Women employees face constraints and 
challenges, especially conflict and stress. Past studies 
have also explained that career women face family 
financial problems, conflicts in work and family 
responsibilities, social networking challenges, 
educational limitations, and a lack of work and 
family life management (Mauchi, 2014). However, 
the involvement of women in the career sector has 
changed society's view and perception that men are 
the only head of the family who earns a living and 
bears all the household needs (Klesment and Van 
Bavel, 2017). Nevertheless, the role of women is still 
tied to the fact of life, i.e., women are still housewives 
and manage the affairs of children and households 
even if they have careers (Idris and Tan, 2017; 
Pierret, 2006). It is because, although society expects 
women to be actively involved in social work and 
contribute to the community, society still attaches 
importance to the role of women towards the family 
(George et al., 2016; Gierc et al., 2016). 

Additionally, according to research by Öztürk et 
al. (2021), 35.9% of Turkish healthcare professionals 
had severe or extremely severe stress, and 71.1% 
reported depression. More than half were women 
employees. There were a variety of findings from 
international research utilizing DASS-21 during the 
COVID-19 pandemic. For instance, a meta-analysis 
revealed that during the COVID-19 pandemic, 
depression (48.1%), anxiety (26.9%), and stress 
(21.8%) were all prevalent in China. Compared to 
the general Chinese population, women had greater 
rates of depression and anxiety (Bareeqa et al., 
2021). Wang and Peng (2017) conducted with 1210 
Chinese participants and found that women were 
more likely than males to experience depression 
(53.8%), anxiety (28.8%), and stress (16.1%) than 
men. The outbreak had a significant psychological 
strain on women who experienced high stress levels, 
anxiety, and depression. Therefore, this study aims 
to examine job demands and WFC on employee 
health outcomes during MCO. 

2. Underpinning theory  

Research support requires the strengthening of 
theory as the basis of the study's strength. Thus, the 
researcher found that role theory has an approach 
that supports this study. Role theory comes from the 
study of Kahn et al. (1964). Role theory asserts that a 
person will usually be burdened with various roles 
in life (for example, the role of parent, wife, child, 
and family), and they have constraints and limited 
time limits to meet the demands of each role. As a 
result, it will cause conflict between roles because 
there is an attitude to fulfill all roles in their lives. 
Kahn et al. (1964) found this theory exists when a 
person has time constraints caused by various 
burdens and responsibilities such as parent, wife, 
child, and family responsibilities. These things are 
the cause and trigger for conflict on the basis of 
trying to fulfill all roles in the daily life of a working 
woman. 
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The probability of an individual experiencing a 
conflict between roles stems from the partner's and 
family's demand to focus and engage in family 
activities, especially while working from home. 
Working from home, a mom doesn't have an exact 
time to work or play a role as a mom and wife. For 
example, from the aspect of the work demand, a 
woman who holds a position as a director in the 
company and at the same time must obey and 
respect her husband as the head of the family at 
home faces the conflicting weather to complete tasks 
as an employee or as a wife. When both demands 
come at one time, conflict appears. In this situation, a 
female employee should not highlight her attitude 
and role as a company director when working from 
home because her role is not only as an employee 
but also as a wife. On the basis of the domains 
discussed, the researcher found that role theory is a 
holistic theory supporting the research. 

3. Results and discussion 

3.1. Job demands and women employee 
emotional health effects  

Work demands are several job requests that must 
be completed in a short time, and simultaneously, in 
the job demands, there are aspects of time and 
aspects of work speed (Kristensen et al., 2004). 
Meanwhile, according to Schaufeli and Bakker 
(2004), work demands are physical, psychological, 
social, and organizational aspects that require effort 
(physical) and skills. These work demands are 
related to psychological costs, work pressure, and 
emotional demands of employees. Job demands 
become stressors when employees require high 
effort and do not recover properly (Sonnentag et al., 
2010). 

More generally, the influence of job demands on 
psychological health impairment and risk-taking 
organizational behaviors has gained attention in the 
literature (Demerouti et al., 2009). Past research 
showed that job demands were negatively related to 
sleep quality (Hülsheger et al., 2018). Sleep quality 
was also related negatively to emotional exhaustion 
(Giorgi et al., 2018). Increased workload (job 
demands) positively affects emotional exhaustion in 
various settings (Rizo-Baeza et al., 2018). The high 
workload was also related to poor sleep quality 
(Hülsheger et al., 2018) and low relaxation (Molino 
et al., 2015). 

Job demands and role ambiguity are closely 
related to the tension that reacts to the psychology 
and physiology of employees (Idris, 2011). The 
results of this finding are strongly supported by 
Rahman's (2013) study at a Commercial Bank in 
Bangladesh, which statistically shows that work 
pressure involving job demands such as the number 
of working hours and workload have a close 
relationship with employees' physical and mental 
health. This study shows that employees will 
experience health problems such as stomach aches, 
ulcers, severe chest pain, heart disease, and high 

blood pressure. When the body receives excessive 
stress, then employees will face physical and mental 
health that are harmful and threaten their ability to 
cope with the work environment. Accordingly, this 
study is supported by Yen's (2024) research 
involving workers in Taiwan, which demonstrates 
that job demands positively influence work stress 
through factors such as work overload, information 
overload, communication overload, and system 
feature overload. 

In the meantime, a meta-analysis study by 
Nahrgang et al. (2011) shows that job demands, 
namely job risk, complexity, and physical demands, 
impact employee health and are positively related to 
burnout. Some previous studies, such as the work of 
Niedhammer et al. (2015), revealed the effect of 
emotional demands on depression over three years. 
Other studies discovered that job demands led to 
depression after a year (Bakker et al., 2000). Thus, a 
longer time exposure to emotional demands must be 
considered to predict their consequences. 
Interestingly, the current study showed that job 
demands, specifically physical demands, can lead to 
depression within four months. This finding 
indicated that physical demands, such as frequent 
movements, lifting heavy objects, and physical 
activity quickly and continuously, can accelerate the 
onset and symptoms of depression. Therefore, we 
propose: 

 
Proposition 1: Job demands will be associated with 
employee emotional health outcomes (depression 
and emotional exhaustion) during WFH. 

3.2. Work-family conflict (WFC) and women 
employee emotional health effects  

The discussion of WFC among women is indeed 
an important issue. Furthermore, more women are 
involved in business and politics nationally or 
globally. Aware of this fact, researchers are 
increasingly active in conducting studies related to 
the role of women in dealing with work-to-family 
conflicts. For example, a study by Wang and Peng 
(2017); conducted on 443 female employees from 
three large-scale enterprises in China found that 
work-to-family conflict is positively related to 
depression among professional women. It shows 
that the increase in conflict between work and family 
also increases the problem of depression among 
women. In contrast to the study conducted by Baral 
(2016), WFC and FWC on 224 managerial and 
professional women in India showed a negative 
relationship with employee well-being. The bivariate 
analysis also shows that women who experience 
FWC, are not involved in family decision-making, and 
have time constraints for social activities and 
therapy generally have poor mental health. 

Studies related to WFC have been found to 
negatively impact mental health and employees' 
tendency to end their service in the employment 
sector. The stress of balancing roles at home and the 
office affects working women's mental and physical 
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health (Shakil Ahmad et al., 2011). Noor (2002) 
examined the relationship between WFC, locus of 
control (direct, moderator, and mediator), and 
women's health and well-being. His study involved a 
total of 310 women who work and have families in 
Malaysia. The study proved that the three controls 
affect the relationship between WFC and health and 
well-being. The results of his study also clearly show 
that WFC has a positive effect on stress. However, 
only direct effects of control were found in 
predicting depressive symptoms. It shows that 
control of the emotional and internal aspects of 
oneself can change the level of mental health of 
employees.  

According to Nabila (2019), WFC often arises due 
to jobs that have inflexible working hours, high 
workloads, perceived job stress, and self-conflict 
with the team at work. A lack of support from the 
head of the organization also affects the realization 
of his responsibilities to the family. Such conditions 
can also disturb the mind or mentality of an 
employee while working. Previous studies 
consistently supported that variable WFC has a 
significant negative effect on performance due to 
emotional exhaustion (Agustina and Sudibya, 2018; 
Mubassyir and Herachwati, 2014; Nabila, 2019; 
Septyaningsih and Palupiningdyah, 2017). 

WFC is another factor that triggers declining 
health outcomes, especially emotional exhaustion. 
The study entitles the effect of WFC through 
emotional exhaustion on the performance of female 
nurses at Gresik Petrochemical Hospital. An 
individual may decrease due to negative attitudes 
and behaviors. Excessive stress will eventually be 
the cause of emotional exhaustion. Emotional fatigue 
that arises in employees will impact their 
performance, especially job satisfaction and 
organizational commitment. Septyaningsih and 
Palupiningdyah (2017) revealed that the variability 
of emotional exhaustion significantly negatively 
affects employee performance. 

The discussion of WFC among women is indeed 
an important issue. Furthermore, more and more 
women are getting involved in business and politics 
nationally and globally. Realizing this fact, 
researchers are increasingly actively conducting 
studies related to the role of women in coping with 
work conflict against the family. For example, a study 
by Wang and Peng (2017) conducted against 443 
female employees from three scale enterprises large 
in China found that work conflict against family has a 
positive relationship with depression among 
professional women. It shows the increasing WFC 
also increases the problem of depression among 
women. In contrast to the study conducted by Baral 
(2016), WFC and FWC on 224 women management 
and professionals in India show negative 
relationship findings with employee welfare. The 
bivariate analysis also showed that women who 
experienced family-work conflict, were not involved 
in family decisions, and had time constraints of social 
activities and therapy would typically have poor 
mental health, especially depression. 

In WFC studies conducted by Allen et al. (2000) 
and Hilton and Whiteford (2010), uncontrolled WFC 
will lead to depression, dissatisfaction in life, an 
increased range of illnesses, and psychological stress 
among women employees. Women were more likely 
to experience higher Minnesota Multiphasic 
Personality Inventory (MMPI) depression scores, 
lower morale, and more negative emotional 
symptoms (Alavi and Sail, 2010). In addition, job 
demands and WFC were said to be able to negatively 
impact elements of employees' health outcomes, 
such as physical and mental health. A bundle of 
literature found negative impacts of WFC, especially 
depression (Gauthier and Guille, 2017) and 
emotional exhaustion (Boles et al., 1997; Frank et al., 
2010). Then we propose: 

 
Proposition 2: WFC will be associated with 
employee emotional health outcomes (depression 
and emotional exhaustion) during WFH. 
Proposition 3: Job demands and WFC will affect the 
employee's emotional health outcomes (depression 
and emotional exhaustion) during WFH. 

3.3. Family work conflict (FWC) and women 
employee emotional health effects  

Over the past ten years, research on the link 
between FWC and general health outcomes has 
expanded dramatically. Sari (2009), in her study on 
93 nurses at the Emergency Treatment Installation 
of RSU Dr. Soetomo Surabaya, found that FWC was 
longitudinally related to poor emotional health 
(emotional exhaustion). The research evaluating the 
relationships between WFC and FWC and depressed 
symptoms indicated gender inequalities. For 
instance, a prior study found that WFC had an impact 
on men's psychological capital while FWC had an 
impact on women's psychological capital. Wang et al. 
(2021) found FWC was longitudinally related to poor 
emotional health and more depressive symptoms. 
On the other hand, according to longitudinal data 
collected over four years, FWC was linked to 
increased depressive symptoms, while WFC was not 
(Gisler et al., 2018). 

 

Lu et al. (2006) also discovered that the two 
aspects of WFC, WFC and FWC, strongly correlated 
with employees' depression symptoms. Regarding 
the COVID-19 pandemic outbreak, WFC and FWC 
contributed to increased depression symptoms. 
Depressive symptoms would be brought on by both 
WFC and FWC in this study as a general emotional 
health condition (Zhou et al., 2020). Also, according 
to Wang et al. (2021), comprising 238 hotel 
management pairs from 33 five-star luxury hotels in 
Taiwan, FWC is substantially connected with 
emotional exhaustion. According to a study on 
financial organizations in Indonesia, employees 
dealing with FWC would surely experience 
emotional exhaustion. In a study conducted by Posig 
and Kickul (2004), they found that women 
employees tend to experience FWC more than WFC 



Ibrahim et al/International Journal of Advanced and Applied Sciences, 11(3) 2024, Pages: 1-7 

5 
 

and are finally correlational to emotional exhaustion. 
Turkish women reported having depression 
(55.7%), anxiety (49.6%), and stress (63.1%) during 
the COVID-19 pandemic. 

4. Conclusions 

In conclusion, the findings from this literature 
review reveal a lack of significant extant literature 
on the specifics of the topic of investigation in this 
research. Indeed, previous studies show a gap that 
needs to be filled. This problem has still not been 
addressed or answered in previous studies. For 
example, at least several studies examined the 
impact of incorporation constructs, i.e., job demands 
and WFC, on emotional health outcomes among 
women employees, especially while WFH. Despite 
the potential drawbacks, the success of remote work 
depends on an effective arrangement, clear 
expectations, and supportive work culture for both 
employees and employers. 

Acknowledgment 

This research has been funded by the Ministry of 
Higher Education (MOHE), Malaysia, through the 
Fundamental Research Grant Scheme (FRGS), Project 
Code (FRGS/1/2021/SS0/UMT/02/8). Also, we are 
grateful to the Research Management Office (RMO), 
Universiti Malaysia Terengganu. 

Compliance with ethical standards 

Conflict of interest 

The author(s) declared no potential conflicts of 
interest with respect to the research, authorship, 
and/or publication of this article. 

References  

Abdel Hadi S, Bakker AB, and Häusser JA (2021). The role of 
leisure crafting for emotional exhaustion in telework during 
the COVID-19 pandemic. Anxiety, Stress, and Coping, 34(5): 
530-544.              
https://doi.org/10.1080/10615806.2021.1903447 
PMid:33769142 

Agustina R and Sudibya IGA (2018). Pengaruh work family conflict 
terhadap stres kerja dan kinerja wanita perawat di rumah 
sakit umum daerah praya lombok. E-Jurnal Ekonomi Dan 
Bisnis Universitas Udayana, 7(3): 775-808.  
https://doi.org/10.24843/EEB.2018.v07.i03.p06 

Alavi K and Sail RM (2010). Roles of Malay women in the process 
of caring for elderly parents: Dilemma and challenges in the 
era of globalisation. Kajian Malaysia, 28: 71-105. 

Allen TD, Herst DEL, Bruck CS, and Sutton M (2000). 
Consequences associated with work-to-family conflict: A 
review and agenda for future research. Journal of 
Occupational Health Psychology, 5(2): 278-308.  
https://doi.org/10.1037//1076-8998.5.2.278 
PMid:10784291 

Arntz M, Ben Yahmed S, and Berlingieri F (2020). Working from 
home and COVID-19: The chances and risks for gender gaps. 
Intereconomics, 55(6): 381-386.  

https://doi.org/10.1007/s10272-020-0938-5 
PMid:33281218 PMCid:PMC7704591 

Azlan AA, Hamzah MR, Sern TJ, Ayub SH, and Mohamad E (2020). 
Public knowledge, attitudes and practices towards COVID-19: 
A cross-sectional study in Malaysia. PLOS ONE, 15(5): 
e0233668.                 
https://doi.org/10.1371/journal.pone.0233668 
PMid:32437434 PMCid:PMC7241824 

Bakker AB, Schaufeli WB, Sixma HJ, Bosveld W, and Van 
Dierendonck D (2000). Patient demands, lack of reciprocity, 
and burnout: A five‐year longitudinal study among general 
practitioners. Journal of Organizational Behavior, 21(4): 425-
441.                                               
https://doi.org/10.1002/(SICI)1099-
1379(200006)21:4<425::AID-JOB21>3.0.CO;2-# 

Baral R (2016). Women managers and professionals: Work-family 
conflict and job satisfaction. Indian Journal of Industrial 
Relations, 5(3): 432-446. 

Bareeqa SB, Ahmed SI, Samar SS, Yasin W, Zehra S, Monese GM, 
and Gouthro RV (2021). Prevalence of depression, anxiety and 
stress in China during COVID-19 pandemic: A systematic 
review with meta-analysis. The International Journal of 
Psychiatry in Medicine, 56(4): 210-227.  
https://doi.org/10.1177/0091217420978005 
PMid:33243029 

Baruch Y (2000). Teleworking: Benefits and pitfalls as perceived 
by professionals and managers. New Technology, Work and 
Employment, 15(1): 34-49.                   
https://doi.org/10.1111/1468-005X.00063 

Beauregard TA (2011). Direct and indirect links between 
organizational work-home culture and employee well-being. 
British Journal of Management, 22(2): 218-237.  
https://doi.org/10.1111/j.1467-8551.2010.00723.x 

Bhumika B (2020). Challenges for work–life balance during 
COVID-19 induced nationwide lockdown: Exploring gender 
difference in emotional exhaustion in the Indian setting. 
Gender in Management: An International Journal, 35(7/8), 
705-718. https://doi.org/10.1108/GM-06-2020-0163 

Boles JS, Johnston MW, and Hair Jr JF (1997). Role stress, work-
family conflict and emotional exhaustion: Inter-relationships 
and effects on some work-related consequences. Journal of 
Personal Selling and Sales Management, 17(1): 17-28. 

Crosbie T and Moore J (2004). Work–life balance and working 
from home. Social Policy and Society, 3(3): 223-233.  
https://doi.org/10.1017/S1474746404001733 

Demerouti E, Le Blanc PM, Bakker AB, Schaufeli WB, and Hox J 
(2009). Present but sick: A three‐wave study on job demands, 
presenteeism and burnout. Career Development International, 
14(1): 50-68. https://doi.org/10.1108/13620430910933574 

Dockery AM and Bawa S (2014). Is working from home good work 
or bad work? Evidence from Australian employees. Australian 
Journal of Labour Economics, 17(2): 163-190. 

Frank JR, Mungroo R, Ahmad Y, Wang M, De Rossi S, and Horsley T 
(2010). Toward a definition of competency-based education 
in medicine: A systematic review of published definitions. 
Medical Teacher, 32(8): 631-637.  
https://doi.org/10.3109/0142159X.2010.500898 
PMid:20662573 

Gajendran RS and Harrison DA (2007). The good, the bad, and the 
unknown about telecommuting: Meta-analysis of 
psychological mediators and individual consequences. Journal 
of Applied Psychology, 92(6): 1524-1541.  
https://doi.org/10.1037/0021-9010.92.6.1524 
PMid:18020794 

Gauthier M and Guille A (2017). Gender and age differences in 
swearing. In: Fägersten KB and Stapleton K (Eds.). Advances 
in swearing research: New languages and new contexts. John 
Benjamin Publishing, Amsterdam, Netherlands.  
https://doi.org/10.1075/pbns.282.07gau 

https://doi.org/10.1080/10615806.2021.1903447
https://doi.org/10.24843/EEB.2018.v07.i03.p06
https://doi.org/10.1037/1076-8998.5.2.278
https://doi.org/10.1007/s10272-020-0938-5
https://doi.org/10.1371/journal.pone.0233668
https://doi.org/10.1002/(SICI)1099-1379(200006)21:4%3C425::AID-JOB21%3E3.0.CO;2-
https://doi.org/10.1002/(SICI)1099-1379(200006)21:4%3C425::AID-JOB21%3E3.0.CO;2-
https://doi.org/10.1177/0091217420978005
https://doi.org/10.1111/1468-005X.00063
https://doi.org/10.1111/j.1467-8551.2010.00723.x
https://doi.org/10.1108/GM-06-2020-0163
https://doi.org/10.1017/S1474746404001733
https://doi.org/10.1108/13620430910933574
https://doi.org/10.3109/0142159X.2010.500898
https://doi.org/10.1037/0021-9010.92.6.1524
https://doi.org/10.1075/pbns.282.07gau


Ibrahim et al/International Journal of Advanced and Applied Sciences, 11(3) 2024, Pages: 1-7 

6 
 

George C, Lalitha AR, Antony A, Kumar AV, and Jacob K (2016). 
Antenatal depression in coastal South India: Prevalence and 
risk factors in the community. International Journal of Social 
Psychiatry, 62(2): 141-147.  
https://doi.org/10.1177/0020764015607919 
PMid:26443716 

Gierc M, Locke S, Jung M, and Brawley L (2016). Attempting to be 
active: Self-efficacy and barrier limitation differentiate activity 
levels of working mothers. Journal of Health Psychology, 
21(7): 1351-1360.  
https://doi.org/10.1177/1359105314553047 
PMid:27357921 

Giorgi F, Mattei A, Notarnicola I, Petrucci C, and Lancia L (2018). 
Can sleep quality and burnout affect the job performance of 
shift-work nurses? A hospital cross-sectional study. Journal of 
Advanced Nursing, 74(3): 698-708.  
https://doi.org/10.1111/jan.13484 PMid:29164664 

Gisler S, Omansky R, Alenick PR, Tumminia AM, Eatough EM, and 
Johnson RC (2018). Work-life conflict and employee health: A 
review. Journal of Applied Biobehavioral Research, 23(4): 
e12157. https://doi.org/10.1111/jabr.12157 

Gregory A and Milner S (2009). Trade unions and work-life 
balance: Changing times in France and the UK? British Journal 
of Industrial Relations, 47(1): 122-146.  
https://doi.org/10.1111/j.1467-8543.2008.00710.x 

Hilton MF and Whiteford HA (2010). Associations between 
psychological distress, workplace accidents, workplace 
failures and workplace successes. International Archives of 
Occupational and Environmental Health, 83(8): 923-933.  
https://doi.org/10.1007/s00420-010-0555-x 
PMid:20596722 

Hülsheger UR, Walkowiak A, and Thommes MS (2018). How can 
mindfulness be promoted? Workload and recovery 
experiences as antecedents of daily fluctuations in 
mindfulness. Journal of Occupational and Organizational 
Psychology, 91(2): 261-284.  
https://doi.org/10.1111/joop.12206                  
PMid:29861554 PMCid:PMC5969091 

Idris MK (2011). Longitudinal effects of role stressors on strain: A 
comparison between three competing analytical approaches. 
International Journal of Economics and Management, 5(1): 
98-113. 

Idris N and Tan J (2017). Review of literature on women 
entrepreneurs. Journal of Global Business and Social 
Entrepreneurship (GBSE), 1(3): 1-11. 

ILO (2020). COVID-19 and the world of work. International 
Labour Organization, Geneva, Switzerland. 

Jiménez JA and Madsen OS (2003). A simple formula to estimate 
settling velocity of natural sediments. Journal of Waterway, 
Port, Coastal, and Ocean Engineering, 129(2): 70-78.  
https://doi.org/10.1061/(ASCE)0733-950X(2003)129:2(70) 

Kahn RL, Wolfe DM, Quinn RP, Snoek JD, and Rosenthal RA (1964). 
Organisational stress: Studies in role conflict and ambiguity. 
John Wiley, Hoboken, USA. 

Klesment M and Van Bavel J (2017). The reversal of the gender 
gap in education, motherhood, and women as main earners in 
Europe. European Sociological Review, 33(3): 465-481. 

Kristensen TS, Bjorner JB, Christensen KB, and Borg V (2004). The 
distinction between work pace and working hours in the 
measurement of quantitative demands at work. Work and 
Stress, 18(4): 305-322.  
https://doi.org/10.1080/02678370412331314005 

Lu L, Gilmour R, Kao S, and Huang M (2006). A cross‐cultural 
study of work/family demands, work/family conflict and 
wellbeing: The Taiwanese vs British. Career Development 
International, 11(1): 9-27.  
https://doi.org/10.1108/13620430610642354 

Mahpul IN and Abdullah NA (2011). The prevalence of work-
family conflict among mothers in peninsular Malaysia. 

International Journal of Humanities and Social Sciences, 
1(17): 154-161. 

Mauchi FN (2014). Challenges faced by women entrepreneuers: A 
case study of Mashonaland central province. International 
Journal of Development and Sustainability, 3(3): 466-480. 

Molino M, Cortese CG, Bakker AB, and Ghislieri C (2015). Do 
recovery experiences moderate the relationship between 
workload and work-family conflict? Career Development 
International, 20(7): 686-702.               
https://doi.org/10.1108/CDI-01-2015-0011 

Mubassyir AH and Herachwati N (2014). Pengaruh work-family 
conflict terhadap kinerja perawat wanita dengan variabel 
intervening komitmen organisasional di RSUD Bhakti Dharma 
Husada Surabaya. Manajemen Teori Dan Terapan, 7(3): 143-
162. https://doi.org/10.20473/jmtt.v7i3.2708 

Mustajab D, Bauw A, Rasyid A, Irawan A, Akbar MA, and Hamid 
MA (2020). Working from home phenomenon as an effort to 
prevent COVID-19 attacks and its impacts on work 
productivity. The International Journal of Applied Business, 
4(1): 13-21. https://doi.org/10.20473/tijab.V4.I1.2020.13-21 

Nabila A (2019). Pengaruh work family conflict terhadap kinerja 
karyawan melalui stres kerja [Studi pada karyawan divisi 
operasional dan servis pada PT. Bank BRI Syariah, Tbk Pusat]. 
Ph.D. Dissertation, Universitas Brawijaya, Kota Malang, 
Indonesia. 

Nahrgang JD, Morgeson FP, and Hofmann DA (2011). Safety at 
work: A meta-analytic investigation of the link between job 
demands, job resources, burnout, engagement, and safety 
outcomes. Journal of Applied Psychology, 96(1): 71-94.  
https://doi.org/10.1037/a0021484 PMid:21171732 

Niedhammer I, Malard L, and Chastang JF (2015). Occupational 
factors and subsequent major depressive and generalised 
anxiety disorders in the prospective French national SIP 
study. BMC Public Health, 15(1): 200.  
https://doi.org/10.1186/s12889-015-1559-y 
PMid:25886598 PMCid:PMC4380116 

Noor NM (2002). Work-family conflict, locus of control, and 
women's well-being: Tests of alternative pathways. The 
Journal of Social Psychology, 142(5): 645-662.  
https://doi.org/10.1080/00224540209603924 
PMid:12236473 

Oakman J, Kinsman N, Stuckey R, Graham M, and Weale V (2020). 
A rapid review of mental and physical health effects of 
working at home: How do we optimise health? BMC Public 
Health, 20(1): 1825.                             
https://doi.org/10.1186/s12889-020-09875-z 
PMid:33256652 PMCid:PMC7703513 

Öztürk M, Ertem GT, Kotanoğlu MS, Erdinç Ş, and Kinikli S (2021). 
COVID-19 pandemisinde görev alan sağlik çalişanlarinin 
algiladiklari sosyal desteğin depresyon, anksiyete ve stres 
düzeylerine etkisi. Ankara Eğitim ve Araştırma Hastanesi Tıp 
Dergisi, 54(1): 70-77.  
https://doi.org/10.20492/aeahtd.806895 

Pierret CR (2006). The sandwich generation: Women caring for 
parents and children. Monthly Labor Review, 129(9): 3-9. 

Posig M and Kickul J (2004). Work‐role expectations and work 
family conflict: Gender differences in emotional exhaustion. 
Women in Management Review, 19(7): 373-386.  
https://doi.org/10.1108/09649420410563430 

Rahman MH (2013). Job stress-employees performance and 
health: A study on commercial bank in Bangladesh. Global 
Journal of Management and Business Research, 13(4): 1-7. 

Rizo-Baeza M, Mendiola-Infante SV, Sepehri A, Palazón-Bru A, Gil-
Guillén VF, and Cortés-Castell E (2018). Burnout syndrome in 
nurses working in palliative care units: An analysis of 
associated factors. Journal of Nursing Management, 26(1): 19-
25. https://doi.org/10.1111/jonm.12506 PMid:28695723 

https://doi.org/10.1177/0020764015607919
https://doi.org/10.1177/1359105314553047
https://doi.org/10.1111/jan.13484
https://doi.org/10.1111/jabr.12157
https://doi.org/10.1111/j.1467-8543.2008.00710.x
https://doi.org/10.1007/s00420-010-0555-x
https://doi.org/10.1111/joop.12206
https://doi.org/10.1061/(ASCE)0733-950X(2003)129:2(70)
https://doi.org/10.1080/02678370412331314005
https://doi.org/10.1108/13620430610642354
https://doi.org/10.1108/CDI-01-2015-0011
https://doi.org/10.20473/jmtt.v7i3.2708
https://doi.org/10.20473/tijab.V4.I1.2020.13-21
https://doi.org/10.1037/a0021484
https://doi.org/10.1186/s12889-015-1559-y
https://doi.org/10.1080/00224540209603924
https://doi.org/10.1186/s12889-020-09875-z
https://doi.org/10.20492/aeahtd.806895
https://doi.org/10.1108/09649420410563430
https://doi.org/10.1111/jonm.12506


Ibrahim et al/International Journal of Advanced and Applied Sciences, 11(3) 2024, Pages: 1-7 

7 
 

Routley N (2020). Six charts that show what employers and 
employees really think about remote working. World 
Economic Forum, Cologny, Switzerland. 

Sari UD (2009). Pengaruh konflik keluarga-pekerjaan (work-
family conflict) terhadap kinerja melalui kelelahan emosional 
sebagai variabel antara pada perawat wanita instalasi rawat 
darurat rsu Dr. Soetomo Surabaya. Ph.D. Dissertation, 
Universitas Airlangga, East Java, Indonesia.  

Schaufeli WB and Bakker AB (2004). Job demands, job resources, 
and their relationship with burnout and engagement: A multi-
sample study. Journal of Organizational Behavior, 25(3): 293-
315. https://doi.org/10.1002/job.248 

Schuster C, Weitzman L, Sass Mikkelsen K, Meyer‐Sahling J, Bersch 
K, Fukuyama F, Paskov P, Rogger D, Mistree D, and Kay K 
(2020). Responding to COVID‐19 through surveys of public 
servants. Public Administration Review, 80(5): 792-796.  
https://doi.org/10.1111/puar.13246                  
PMid:32836447 PMCid:PMC7283646 

Septyaningsih R and Palupiningdyah P (2017). Pengaruh beban 
kerja berlebih dan konflik pekerjaan keluarga terhadap 
kinerja melalui kelelahan emosional. Management Analysis 
Journal, 6(4): 461-472. 

Shakil Ahmad M, Fakhr Z, and Ahmed J (2011). Working women 
work‐life conflict. Business Strategy Series, 12(6): 289-302. 
https://doi.org/10.1108/17515631111185923 

Shepherd-Banigan M, Bell JF, Basu A, Booth-LaForce C, and Harris 
JR (2016). Workplace stress and working from home influence 
depressive symptoms among employed women with young 
children. International Journal of Behavioral Medicine, 23(1): 
102-111.                                              
https://doi.org/10.1007/s12529-015-9482-2 
PMid:25894581 

Song Y and Gao J (2020). Does telework stress employees out? A 
study on working at home and subjective well-being for 

wage/salary workers. Journal of Happiness Studies, 21(7): 
2649-2668. https://doi.org/10.1007/s10902-019-00196-6 

Sonnentag S, Dormann C, and Demerouti E (2010). Not all days are 
created equal: The concept of state work engagement. In: 
Bakker AB and Leiter MP (Eds.), Work engagement: A 
handbook of essential theory and research: 25-38. Psychology 
Press, London, UK. 

USBLS (2018). Employment situation summary. U.S. Bureau of 
Labor Statistics, United States Department of Labor, 
Washington D.C., USA.  

Wang IA, Tsai HY, Lee MH, and Ko RC (2021). The effect of work–
family conflict on emotional exhaustion and job performance 
among service workers: The cross-level moderating effects of 
organisational reward and caring. The International Journal of 
Human Resource Management, 32(14): 3112-3133.  
https://doi.org/10.1080/09585192.2019.1651373 

Wang Y and Peng J (2017). Work–family conflict and depression in 
Chinese professional women: The mediating roles of job 
satisfaction and life satisfaction. International Journal of 
Mental Health and Addiction, 15(2): 394-406.  
https://doi.org/10.1007/s11469-017-9736-0 

Yen YS (2022). Job demands and technology overload influencing 
work stress in organizations during the COVID-19 pandemic. 
Aslib Journal of Information Management, 76(1): 170-188.  
https://doi.org/10.1108/AJIM-07-2022-0344  

Zhou M, Zhang J, Li F, and Chen C (2020). Work-family conflict and 
depressive symptoms among Chinese employees: Cross-level 
interaction of organizational justice climate and family 
flexibility. International Journal of Environmental Research 
and Public Health, 17(19): 6954.  
https://doi.org/10.3390/ijerph17196954              
PMid:32977542 PMCid:PMC7579200 

 

https://doi.org/10.1002/job.248
https://doi.org/10.1111/puar.13246
https://doi.org/10.1108/17515631111185923
https://doi.org/10.1007/s12529-015-9482-2
https://doi.org/10.1007/s10902-019-00196-6
https://doi.org/10.1080/09585192.2019.1651373
https://doi.org/10.1007/s11469-017-9736-0
https://doi.org/10.1108/AJIM-07-2022-0344
https://doi.org/10.3390/ijerph17196954

	Factors influencing the emotional health effects of female employees working from home: A literature review
	1. Introduction
	2. Underpinning theory
	3. Results and discussion
	3.1. Job demands and women employee emotional health effects
	3.2. Work-family conflict (WFC) and women employee emotional health effects
	3.3. Family work conflict (FWC) and women employee emotional health effects

	4. Conclusions
	Acknowledgment
	Compliance with ethical standards
	Conflict of interest
	References




