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Abstract 

 

Employed women usually face work-family conflict, as they need to maintain both the work 

and family responsibilities. In Bangladesh, a large number of educated women are employed 

as female teachers in the primary education sector. Like any other sector, these primary school 

teachers are also expected to have a significant amount of work-family conflict. Literature 

review suggests that social support, i.e. support from supervisor, co-worker, spouse, and 

family members can significantly reduce two types of work-family conflict; (a) 

work-to-family conflict and (b) family-to-work conflict. Based on this background the current 

study initiated to investigate how social support from supervisor, co-workers, life partner, and 

family members is associated with work–family conflicts in N = 90 female primary school 

teachers. A structured questionnaire was used as a mean primary source of data collection. 

Results revealed that spouse support and family support was negatively related with 

family-work conflict, though no negative relation were found between supervisor support and 

work-family conflict, and co-worker support and work-family conflict. 

 

Keywords: work-family conflict; family-work conflict; sources of social support; school 

teachers; employed women 
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The impact of social support on work-to-family and family-to-work conflict: An analysis 

on the female primary school teachers of Bangladesh  

 

1. Introduction 

Education is one of the major indicators of socio-economic development of a country. Thus the government 

of Bangladesh has emphasized greatly on primary education as education at primary level is the prime ingredient 

of human resource development in the country (Democracywatch, 2002). In Bangladesh, the access of primary 

education is maintained mainly by the government. More than 75% schools are controlled by the government 

and around 83% of the total children enrolled in these government controlled primary schools. Similarly, more 

than 70% primary teachers are working in the government controlled schools (Baseline Survey, 2005). The 

participation of female teachers in the primary schools has increased to 60%, improved from 33.9% in the year 

2000 (CPD, 2001). Despite this increase in women’s employment, however, the traditional gender-role 

expectations concerning men and women’s roles in the society appear to be little eroded (Noor, 2003). 

Traditionally the work role is seen to be men’s primary domain and women are still primarily responsible for the 

home and children (Doucet, 2000; Windebank, 2001). That’s why employed women have to juggle the demands 

from both work and family roles to a greater degree than employed men (Noor, 2003), which eventually creates 

an imbalance between these two types of roles, which is known as work-family conflict (WFC). 

WFC is “a form of inter-role conflict in which the role pressures from the work and family domains are 

mutually non-compatible in some respect. That is, participation in the work (family) role is made more difficult 

by virtue of participation in the family role (Greenhaus & Beutell, 1985, p. 76)”. Frone, Russell and Cooper 

(1992) have identified two types of WFC; one is work-to-family conflict (WFC), which happens when work is 

interfering family and the other is family-to-work conflict (FWC), happens when family is interfering work. 

Noor (2003) explained these two types of conflicts with examples. According to this researcher, WFC occurs 

when work-related activities spill over or interfere with home responsibilities (e.g. bringing work home and 

trying to complete them at the expense of family time) and FWC arises when family-role responsibilities spill 

over or impede work activities (e.g. having to cancel an important meeting because a child is suddenly taken ill). 

Past researchers found that high levels of both WFC and FWC are associated with decreased levels of job 

satisfaction and lower levels of psychological well-being (e.g. Frone, Russell, & Cooper, 1992; Kinnunen & 

Mauno, 1998; Thomas & Ganster, 1995; Duxbury & Higgins, 1991; Thompson & Blau, 1993), and life 

satisfaction (Judge, Boudreau, & Bretz, 1994). 

In general it is more likely that women will experience greater amount of conflict from family domain and 

men will experience more conflict from work domain (Bailyn, Rapport, Kolb, & Fletcher, 1996). But women 

report to experience more WFC than men as they spend more combined time on work and family activities 

(Frone, Russell, & Cooper, 1992; Hammer, Allen, & Grigsby, 1997; Lundberg, Mardberg, & Frankenhaeuser, 

1994). In fact employed women spend many more hours than employed men on family and household chores 

and more hours on work and family activities in total (Hochschild, 1989). Higgins, Duxbury and Lee (1994) 

provided with specific example about this fact that “employed husbands spend about half the time employed 

wives spend on household and two thirds the time they spend in child care”. This mainly happens due to the 

traditional sociocultural gender role-expectations theory, according to which, women assume primary 

responsibility for the family (see Schwartz, 1992; Hochschild, 1989). It is also evident from the research 

literature that women’s work and family-role demands are higher than men’s. Men have more control over the 

distribution of their time, which, in turn, should make it easier for them to satisfy both work and family 

expectations (Higgins, Duxbury, & Lee, 1994). According to previous researches, WFC has been shown to be 

associated with social support from different sources such as supervisors, co-workers, spouses, and family (e.g., 

Carlson & Perrewé, 1999; Cohen & Wills, 1985). This study analyzed the interplay between the four different 
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sources of social support (supervisors, co workers, partners, and other family members) and different forms of 

conflict among work and family, i.e. WFC and FWC. 

But most previous researches that investigated work–family conflict among women focused on demanding 

managerial and non-traditional professions. According to Cinamon and Rich (2005), researchers did not perceive 

teachers as a prolific target for study, probably from the assumption that teachers experience low levels of 

work–family conflict. These researchers identified two reasons behind such assumptions; “the ranks of teachers 

include a preponderance of women who attribute high importance to family but not to work roles; and that 

teaching has characteristics that enable compatible relations between work and family roles (Cinamon & Rich, 

2005, p. 366)”. However, Cinamon and Rich (2005) along with other researchers (see Carter & Doyle, 1996; Van 

der Berg, 2002) have raised questions about the accuracy of these assumptions. Therefore the current study 

addressed the issue of WFC among the women teachers in context of Bangladesh. Figure 1 provides a graphic 

depiction of the proposed theoretical model integrating the relationships among the variables. Data were 

collected from the Government owned or public primary school teachers and tests were conducted for measuring 

the theoretical model. 

2. Theoretical Overview of WFC and FWC 

Most of the early researches measured WFC, but did not identify the direction of conflict. That means the 

researchers did not explore whether the work roles are interfering in the family or the family roles are interfering 

in the work (Mesmer-Magnus & Viswesvaran, 2005). Thus the work domain that obstruct performance in the 

family domain (work-to-family conflict; WFC) and family demands that hinder performance in the work domain 

(family-to-work conflict; FWC) are conceptually distinct (Netemeyer, Boles, & McMurrian, 1996). Kossek and 

Ozeki (1998) have suggested that FWC is more impacted by variables within the family domain, while WFC is 

more influenced by work-related variables. So for better understanding the nature of WFC, it is important to 

consider the bi-directional conceptualization of WFC (Frone, Russell, & Cooper, 1992). Many of the researchers 

questioned about the fact that whether WFC and FWC are correlated with each other. As conflicts in one 

direction are likely to be coupled with expressions of conflict in the other direction, an overlap is expected 

between WFC and FWC (Frone, Russell, & Cooper, 1992).Though positive correlations were found between 

these two types of conflicts (Gutek, Searle, & Klepa, 1991; Flye, Agars, & Kottke 2003), researchers have 

proceeded that WFC and FWC are distinct. Mesmer-Magnus and Viswesvaran (2005) clarified the differential 

pattern of WFC and FWC in their researches through vast literature review, where they mentioned, “WFC will 

correlate higher with job stressors and job satisfaction than FWC, but FWC will correlate higher (than WFC) 

with life satisfaction and non-job stressors (p. 217)”. Thus such an assumption needs to be empirically verified 

and for this purpose the current study tested the following hypotheses. 

Hypothesis 1: A high inter-correlation subsists between WFC and FWC 

After reviewing literatures the current researcher is convinced about the fact that the following categories of 

external variables are generally examined in the studies of WFC and FWC: (a) job-related stressors, (b) level of 

support received from work environment, (c) level of support received from family (i.e. spouse and other family 

members), (d) job/career satisfaction, (e) family (marital) satisfaction, (f) life satisfaction, (g) physical and 

mental health, and (h) other work or non-work related influences. The current study considers social support that 

is support from work and support from family as having influential impact on WFC and FWC. 

2.1 Work and Family of Teachers 

Etzioni (1969) characterized teaching and other female-dominated occupations as “semi-professions”. This 

implied that teachers display little unique professional knowledge and that’s why they are not very committed to 

their work (Spencer, 1997). Thus, teaching was considered an especially appropriate occupation for women 

because they would be able to combine work and family roles with a minimum of conflict with little investment 
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in work (Cinamon & Rich, 2005). The same researchers told about another assumption about teaching profession, 

which stated that job conditions enable teachers to meet their work obligations without major interruptions in 

family. These researchers identified several studies on female teachers, which reported teachers with young 

children face difficulty in terms of managing both career and family. They also found that many teachers are 

incapable of separating their professional and family roles effectively. Thus they came to the conclusion that it is 

important to study the teachers’ work-family relations. 

2.2 Defining Social Support 

Social support is identified as a key component in most of the work–family literatures (Parasuraman, 

Greenhaus & Granrose, 1992; Thomas & Ganster, 1995). Hobfoll and Stokes (1988, p. 499) define social support 

as ‘‘social interactions or relationships that provide individuals with actual assistance or with a feeling of 

attachment to a person or group that is perceived as caring or loving”. The aim of social support is to help a 

person through the exchange of resources (van Daalen, Willemsen & Sanders, 2006). This can take place in form 

of instrumental, emotional and informational support. Emotional support typically involves providing empathy, 

care, love and trust (House, 1981). Instrumental support includes actual aid in time, money and energy, whereas 

appraisal support may involve providing information relevant to self-evaluation, and informational support 

includes advice, information and suggestions (House, 1981, p. 39). Researchers have identified two sources of 

social support; support from work and support from family. Work social support refers to instrumental aid, 

emotional concern, informational, and appraisal functions of others in the work, whereas family social support 

refers to instrumental aid, emotional concern, informational, and appraisal functions of others in the family 

domain that are intended to enhance the well-being of the recipient (House, 1981; Matsui, Ohsawa, & Onglatco, 

1995; Shumaker & Brownell, 1984). Thus these researchers proposed that social support might reduce 

work–family conflict in two ways; (1) social support could ‘‘reduce certain role pressures”, or (2) ‘‘moderate the 

relationship between work–family conflict and psychological well-being”. The current study analyzes the 

interplay between the four different sources of social support (supervisors, co-workers, partners, and other family 

members) and two directions of work-family conflict (WFC and FWC). 

2.3 Work Social Support and WFC 

Social support in the work domain may come from a number of sources, such as coworkers or supervisors, 

who creates a positive working environment (Carlson & Perrewé, 1999). A supportive supervisor may make 

work situations less stressful by discussing family-related problems and being flexible when emergencies arise, 

which in turn reduces the work-related stress and influences the WFC to decrease. Lower work-family conflict 

was found for the employees who had supportive supervisors (Goff, Mount, & Jamison, 1990; Jones & Butler, 

1980; Greenhaus & Beutell, 1985; Greenhaus & Parasuraman, 1986; Bellavia & Frone, 2005). On the other hand, 

lack of social support from work is related to higher levels of work-family conflict (Burke, 1988; Greenhaus & 

Powell, 2003). Frone and colleagues’ (1997) explained this phenomenon in terms of mediating effects, which 

exposed that support by supervisor and co-workers can reduce work distress and work overload, thus it eases 

one’s WFC. Several researchers found that support from work is negatively correlated with work–family 

conflicts (e.g., Carlson & Perrewé, 1999; Cohen & Wills, 1985; Ford, Heinen, & Langkamer, 2007), which 

indicates that increases amount of work related social support can reduce the WFC among individuals. 

According to Cohen and Wills (1985), job strains associated with WFC can become less threatening if 

co-workers and supervisors are perceived as supportive. Thus, the social support in the work domain is an 

important consideration in the overall evaluation of the work-family conflict phenomenon (Carlson & Perrewé, 

1999). Based on this theoretical framework and existing literature, the following hypotheses are tested. 

Hypothesis 2: Social support provided by a supervisor can reduce WFC 

Hypothesis 3: Social support provided by coworkers can reduce WFC 
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2.4 Family Social Support and FWC 

Support from the family has been found to play an important role in reducing work-nonwork conflict 

(Holohan & Gilbert, 1979). Several past researchers indicated that spousal support can moderate the FWC (e.g. 

Loerch, Russell, & Rush, 1989; Matsui, Ohsawa, & Onglatco, 1995). According to Roskies and Lazarus (1980), 

a good and open relationship with one’s spouse can result in less marital stress. Past studies have found that a 

husband’s support of his wife’s employment is critical to the reduction of a working woman’s conflict 

(Berkowitz & Perkins, 1984; Beutell & Greenhaus, 1982). On the other hand, low support from spouses 

regarding their mates’ work has been found to be associated with high levels of work-family conflict in dual 

career couples (Holohan & Gilbert, 1979).  

According to Greenhaus and Powell’s (2003, p. 294) explanation, this happens because, “having a 

work-supportive spouse may increase the likelihood that an individual will choose an important work activity 

over an equally important family activity, because the individual will feel that the spouse has implicitly granted 

permission to do so though the offering of support”. Moreover, Aryee, Luk, Leung and Lo (1999) and Matsui, 

Ohsawaa and Onglatco (1995) found in their researches that support from the husband can ease the effect of 

parental overload on WFC. Besides spousal support, Carlson and Perrewé (1999) included other social network 

members, such as other family members, friends, who can have a significant impact on reducing FWC. Based on 

this literature review, the current study tested the following hypotheses. 

Hypothesis 4: Social support provided by spouse can reduce FWC 

Hypothesis 5: Social support provided by other family members can reduce FWC 

 

 

 

 

 

 

 

 

Figure 1. Proposed theoretical model 

3. Methodology 

3.1 Procedure 

The data were collected in Dhaka, the capital city of Bangladesh by mean of structured questionnaire. 

Participants were included in the study on a voluntary basis by following several steps of sample inclusion. At 

first, the sampling criterion was the Thanas of Dhaka city. Generally Thana means police station in the South 

Asian countries. These Thanas are also known as Upazila in Bangladesh. Upazilas are similar to the county 

subdivisions found in some Western countries. The Dhaka city is divided into 21 Thanas, from which 10 Thanas 

were selected based on systematic random sampling technique. For accomplishing this, the Thanas were 

arranged in alphabetic order. Then 2 Government owned primary schools were selected from each Thana based 

on convenience. Thus in total 20 Government primary schools were considered for the study. 5 questionnaires 
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were distributed in each selected school, which comprised a total of 100 questionnaire distribution. Among these 

90 were found to be usable in the research. 

3.2 Participants 

Among the 90 respondents, 2.2% respondents are below graduate, 42.2% are graduates, and 55.6% are 

post-graduates in terms of education. In the whole sample, 28.9% of the respondents fall in the age range of 

21-30 years, 40% fall in the 31-40 range, 27.7% fall in the 41-50 range, and rest 3.3% have age range of above 

50 years. Among these 90 school teachers, 8 have less than 1 year, 23 have 1 to 5 years, 33 have 6 to 10 years, 22 

have 11 to 15 years, and rest 4 have more than 15 years of teaching experience. In terms of working hours, 76 

teachers work from 25 to 30 hours, and 14 teachers work from 31 to 40 hours in a week. All the teachers are 

married and 85 of them have children, among these 23 have one child, 47 have two children, and rests 15 have 

three children. 

3.3 Measures 

WFC and FWC were measured with the WFC and FWC scale adapted by Ali (2006). The scale includes ten 

items, such as, “The demands of my work interfere with my home family life” and “The demands of my family 

or spouse/partner interfere with work related activities” (1 = Never and 5 = Always). Among these, WFC was 

measured with five items and FWC was measured with the rest five items. Social support was assessed by using 

a self-constructed ten-item scale. Respondents were asked to indicate to what extent their partner “gave support 

in household responsibilities”, “gave emotional support”, “gave support in childcare responsibilities”, and, to 

what extent their supervisors/colleagues “gave support in balancing work and family”, and so on. This scale 

includes three sub-scales, one for measuring the spouse support, second one is for measuring the support from 

other family members, and the last one is for measuring work support. The items of the scale were developed 

based on local context of Bangladesh, where usually a married couple gets support from not only their spouse 

but also from their parents, in-laws, siblings, full-time/part-time maids for the household and childcare 

responsibilities. The answer format was a 5-point scale ranging from not at all (1) to a great deal (5). 

3.4 Reliability and Validity of Data 

Validity is the degree which measures accurately represents what it is supposed to (Hair, Black, Babin, 

Anderson, & Tatham, 2007). Validity is concerned with how well the concept is defined by the measure(s). There 

are three types of validity; content validity, predictive validity, and construct validity (Siddiqi, 2010). Duggirala, 

Rajendran, and Anantharaman (2008) defined the content validity as the assessment of the correspondence 

between the individual items and concept. Malhotra (2010) defines the content validity as face validity. This 

study concentrates on content validity through the review of literature and adapts instruments which are used in 

previous research. Reliability differs from validity in that it relates not to what should be measured, but instead 

to how it is measured. Reliability is the extent to which a variable or set of variables is consistent in what it is 

intended to measure (Hair et al., 2007). The current study applies internal consistency method because multiple 

items in all constructs are used here. The Cronbach alpha with acceptable cut off point 0.70 demonstrates that all 

attributes are internally consistent (Fujun, Hutchinson, Li, & Bai, 2007). The Cronbach alpha value for this study 

is 0.845 that meets the criteria of cut off point. Thus all the attributes of the study are reliable. 

3.5 Data Analysis 

The responses of were analyzed with SPSS. The study is based on the data collected to explore the 

relationship between social support and WFC or FWC. For this purpose 5-point ‘Likert scale’ is used that is a 

numerical and more specifically, interval-scaled data. The corresponding probability distribution of this 

numerical data point will be a continuous distribution but as the data is informing about the opinion through 

ranking, it is very likely that the parent distribution will not follow a normal pattern. This pre-assumption has 
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been further confirmed by illustration of the Probability-Probability plot (P-P plot) of items. The central view 

and the diversity among the views of the respondents were observed in case of each item individually. The 

distribution pattern of all the components as a whole expressing all the basic features was observed along with 

Box-plot diagram. Then, the test of hypothesis was performed with Pearson correlation analysis. 

4. Results 

The Pearson correlation analysis was conducted for hypotheses testing. As according to Welkowitz, Cohen 

and Ewen (2006), a correlation coefficient is a very useful way to summarize the relationship between two 

variables with a single number that falls between -1 and +1. Morgan, Leech, Gloeckner and Barrett (2004) stated 

that, -1.0 indicates a perfect negative correlation, 0.0 indicates no correlation, and +1.0 indicates a perfect 

positive correlation. 

Table 1  

Correlation between WFC and FWC 

Variables  WFC FWC 

WFC Pearson Correlation 1  

 Sig. (2-tailed) -  

FWC Pearson Correlation -0.330 1 

 Sig. (2-tailed) *0.002 - 
Note. *Correlation is significant at 0.01 level. 

 

According to the Pearson correlation test result, a significant inter-correlation was found between WFC and 

FWC (p<0.01) (see Table 1). The r-value indicated a moderate negative relationship between these two forms of 

conflict, which suggested an increase in one form of conflict can lead a decrease in the other form of conflict. 

Table 2 

Correlation between work social support and WFC 

Variables  WFC Supervisor support Co-worker support 

WFC Pearson Correlation 1   

 Sig. (2-tailed) -   

Supervisor support Pearson Correlation 0.101 1  

 Sig. (2-tailed) 0.345 -  

Co-worker support Pearson Correlation 0.101 0.272 1 

 Sig. (2-tailed) 0.343 0.009 - 
 

Results from the Pearson correlation tests suggested that there was no significant negative relationship 

between supervisory support and WFC (r=0.101, p>0.01). Thus it was not confirmed whether WFC can be 

minimized through supervisory support (Hypotheses 2). Similarly no significant association was found between 

co-worker support and WFC. Moreover the r-value was positive (r=0.101, p>0.01) (see Table 2). Thus it could 

not be ascertained that co-worker support can lessen WFC (Hypotheses 3). 

Table 3 

Correlation between family social support and FWC 

Variables  FWC Spouse support Family support 

FWC Pearson Correlation 1   

 Sig. (2-tailed) -   

Spouse support Pearson Correlation -0.278 1  

 Sig. (2-tailed) *0.008 -  

Family support Pearson Correlation -0.176 0.105 1 

 Sig. (2-tailed) **0.097 0.326 - 
Note. *Correlation is significant at 0.01 level. **Correlation is significant at 0.1 level. 

 

The Pearson correlation test confirmed a significant negative relationship between spouse support and FWC 
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(r=-0.278, p<0.01) (see Table 3). This result supported Hypotheses 4 and concluded that spouse support can 

decrease the level of FWC. It was also confirmed that support from other family members can reduce FWC at a 

significant amount. Thus Hypotheses 5 was supported as the result indicated a significant negative relationship 

between family support and FWC (r=-0.176, p<0.1). 

5. Discussion 

The current study investigated the interrelation between WFC and FWC, two forms of work-family conflict. 

The result did not confirm any positive interrelation between WFC and FWC, though several scholars (Gutek, 

Searle, & Klepa, 1991; Flye, Agars, & Kottke 2003) previously posited the fact that both WFC and FWC 

increase or decrease simultaneously. WFC, which indicates work-to-family conflict means work’s characteristics 

will interfere in the family domain of a person and FWC, where family characteristics will have a negative 

impact on work domain, are two separate phenomenons, which is already recognized by the researchers, i.e. 

Mesmer-Magnus and Viswesvaran (2005). Though WFC is a bi-directional concept, it is not necessary that the 

person facing WFC will also suffer from FWC. It may happen that individual suffering in WFC due to fact that 

work have created difficulties to maintain the family responsibilities. But the family roles are not interfering in 

the work, as the family is comparatively supportive rather than working environment. Thus individual having 

constraints from work will not always have constraints from his or her family to balance work and family tasks. 

This type of situation may have an effect on either of an individual’s job satisfaction or marital/family 

satisfaction. Both types of satisfactions may be affected, only if the person suffers from WFC and also FWC. 

The present study developed and tested a research model that investigated the effects of social support on 

WFC. Social support was defined based on different sources. Here two prominent sources were considered; these 

are family social support and work social support. The hypothesis suggesting that WFC of the female school 

teachers reduces due to support from their supervisor was not supported by the results. Though previous 

researches (Carlson & Perrewé, 1999; Bellavia & Frone, 2005) found a negative relationship between the 

supervisor support and WFC, the result of current study showed a positive relationship between these two 

variables. Similarly, the hypothesis proposing that co-worker support lessens the WFC of the female school 

teachers was not confirmed by the current study results. Thus these results were not consistent with the previous 

researches, which confirmed a negative relationship between WFC and co-worker support (Carlson & Perrewé, 

1999; Ford, Heinen, & Langkamer, 2007). 

In this study, FWC was found to be significantly and negatively related with spouse support and family 

support. Similar findings are obtained by Matsui, Ohsawaa, and Onglatco (1995) and Carlson and Perrewé 

(1999). The findings indicate that support from spouse and other family members can condense the WFC of the 

female school teachers, as they more opportunity to balance both the work and family responsibilities. This is 

very much obvious that supportive spouse and family members would be the strongest sources for working 

women as they continuously juggle to manage their work and family together. 

5.1 Practical Implications 

The study assesses various relationship patterns among WFC, FWC, and social support. Different sources of 

social support leading to WFC and FWC in terms of school teachers can be explored from the study. At the same 

time, the school management can have more elaborated idea regarding the nature of WFC in teaching profession 

from this study. Therefore, the school management may formulate the work-family polices based on the findings 

of the current study. As WFC and FWC can significantly reduce job satisfaction and job performance, a 

collaborative effort of both school management and school teachers is crucial for fostering a family-supportive 

work environment in the primary schools of Bangladesh. As a result, the school teachers will be able to balance 

their work and family life, which in turn will motivate them to put more effort in teaching. Thus the current study 

can be a valuable source of empirical evidences for those practitioners who deal with the teaching employees. 
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There are limitations to this study that should be noted. First, a significant limitation is the small sample size 

that was utilized. Moreover, only few schools from Dhaka city have been included in this study. Thus the 

findings cannot be generalized. Therefore, future research should be conducted on a larger scale by considering 

more schools from all over Bangladesh to authenticate the relationship between social support and WFC among 

the female teachers. Second, to determine the sample size and respondents statistically accepted techniques 

should be utilized. Third, the inferences drawn from this study are limited by self-report data and cross-sectional 

characteristics of the data. 

6. Conclusion 

Overall the study contributes to work-family literature in several important ways. First, the study replicates 

previous findings concerning social support and WFC, examining different sources of social support. Second, the 

study examines the impact of different types of social support on WFC and FWC. Third, the study examines the 

nature of interrelation between WFC and FWC, which has been a debatable issue among the researchers. Thus 

the study not only contributes to the scholarly arena, but also it offers implications for the school management. 

The primary education sector in Bangladesh is dominated by a large number of educated women. This workforce 

is playing a significant role for economic growth by contributing their knowledge, skills and efforts besides 

maintaining their family responsibilities. So it is crucial for the practitioners to create a family-supportive 

workplace that can offer the balance between work and family roles, thus minimizing the inter-role conflict 

between work and family. In turn it will make the female teachers more satisfied in terms of both job and family 

and as a result they will contribute more for the growth and development of education sector. 
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