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Abstract.
BACKGROUND: In an increasingly competitive marketplace, workers struggle to find a good balance between work and
personal life. Difficulties in fulfilling the demands arising from these different domains may undermine employees’ well-being
and job-related outcomes, thereby, impairing organizational productivity.
OBJECTIVE: Does resilience play a relevant role in relation to work-life interface? And, if so, how is resilience related to
its three facets (i.e., work-life conflict, enrichment, and balance)? To answer these questions, the current paper systematically
reviews studies analysing the role of resilience in the work-life interface.
METHODS: A key terms literature search was performed using multiple electronic databases (i.e., Scopus, PsycINFO, Web
of Science, PubMed) without setting any publication date limitation. The review process followed the international PRISMA
statement guidelines. A quality assessment was conducted using the Mixed Methods Appraisal Tool.
RESULTS: A total of 26 eligible papers published between 2009 and 2020 were included. Among these, 6 employed a
qualitative design, while 20 studies adopted a quantitative design mostly examining resilience as antecedent. Data were
predominantly collected in the healthcare sector. Resilience was mainly analysed in relation to work-life conflict. The most
commonly used theoretical framework was Conservation of Resources theory.
CONCLUSIONS: Overall, resilience was negatively associated with work-life conflict and positively related to both work-
life balance and enrichment. A positive work-life balance can promote resilience, but resilience can also help workers to
balance work and life. Additionally, resilience can protect from the negative effects of both work-life imbalance and work-life
conflict on workers’ health and job-related outcomes.
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1. Introduction

Nowadays, striking a healthy work-life balance has
become even more difficult [1] because of several fac-
tors, such as the presence of dual-earner couples and
the growing number of working women [2]. Thus, an
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ever-growing number of people experience difficul-
ties in fulfilling family needs [3, 4].

Throughout this review, the term “work-life inter-
face” will be used to refer to the relationship between
work and non-work domains. This umbrella term
includes three different facets [5]: a) negative facet
(i.e., conflict), b) positive facet (i.e., enrichment), c)
and integrative facet (i.e., balance).

The first facet is work-life conflict that occurs
when employees perceive incompatibility between
work and other domains of life [6]. For example,
work demands may interfere with family needs and
vice versa [7]. Both situations may negatively affect
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employees’ well-being [8, 9] and family functioning
[10], in addition to impairing employees’ job sat-
isfaction [11] and performance [12, 13]. Thus, the
boundaries between work and family life are often
blurred such that individuals’ behaviours, and emo-
tions from one domain may spill over into another
[14]. Then, spillover can be bidirectional. Most stud-
ies on the work-family interface concentrate on
the negative spillover between the two domains [6,
8, 15]. These studies adopt a conflict perspective
which assumes that people in multiple roles often
do not have enough time (i.e., time-based conflict)
to satisfy the demands in all of the roles [14, 16].
Alternatively, they cannot meet the requirements of
one role because of certain behaviours required by
(i.e., behaviour-based conflict) or strain resulting
from their involvement in another role (i.e., strain-
based conflict) [14, 16]. However, more recently
researchers have begun to concentrate on the positive
work-family spillover by assuming that the benefits
of multiple roles may prevail over the disadvantages
[17]. As such, resources produced in one role may
improve the quality of experiences and outcomes in
another role, thereby leading to work-family enrich-
ment [17]. Enrichment can be conceptualized as a
bidirectional construct [18]. It may lead workers to
experience greater well-being [19], lower turnover
[20], greater work engagement [21], and a better fam-
ily functioning [22].

Besides work-life conflict and enrichment,
researchers considered work-life balance which
reflects an overall perception of role balance based
on general work-life situations [5]. It refers to the
ability to combine family commitment, leisure, and
work [23], although researchers have paid more
attention to family issues than to other non-working
life aspects [24]. In this respect, work-family balance
regards the ability to fulfil expectations related to
both work and family roles [25]. It is related to high
psycho-physical health [26], lower psychological
distress [27] and burnout [28], high family satisfac-
tion and functioning, in addition to being positively
associated with commitment [29].

Among the numerous personal features influ-
encing work-life interface (e.g., neuroticism [30],
positive affectivity [31], emotional intelligence [32]),
resilience is an interesting variable as it embraces
the core qualities of personal resources [33] that are
salient for handling stressors. Resilience refers to a
dynamic process that enables people to handle stress-
ful events and recover from adversities [34]. Resilient
individuals are likely to experience greater well-being

[35], lower burnout [36], decreased psychological
distress [37], and lower depression [38]. As a result,
they are also likely to report positive work-related
outcomes, such as greater job performance [39] and
lower turnover [40]. Indeed, resilience may facili-
tate workers in overcoming professional challenges
and striving to achieve their job goals. Thus, highly
career resilient employees can more easily persist in
their own careers, even in the face of negative work
situations [41]. Resilience can also be viewed as a
state-like component of the Psychological Capital
(PsyCap) construct (i.e., an individual’s favourable
psychological state composed by resilience, opti-
mism, hope and efficacy) [33]. Therefore, resilience
is a state-like ability and a dynamic resource that
may be learnable through proper training [42–44].
This systematic review aims to understand whether
resilience might protect from work-life conflict, pro-
mote work-life enrichment, and facilitate work-life
balance.

2. Methods

This systematic review was conducted between
May and June 2020 following the Preferred Report-
ing Items for Systematic Reviews and Meta-Analysis
statement guidelines (PRISMA) [45]. First, we
established the following research questions: Does
resilience play a relevant role in relation to
work-life interface? And, if so, how is resilience
related to its three facets (i.e., work-life con-
flict, enrichment, and balance)? Then, a search for
registered and work in progress studies on this
topic was conducted in the International Prospec-
tive Register of Systematic Reviews (PROSPERO)
database. Given that no similar work was found,
this systematic review protocol was registered (ref.
CRD42020188575).

2.1. Eligibility criteria

2.1.1. Inclusion criteria
We included peer-reviewed papers written in

English analysing the relationship between resilience
and at least one of the three work-life facets (i.e.,
conflict, enrichment, balance), which were identi-
fied as the key aspects of work-life interface [5].
In doing this, we considered the interface between
the work domain and not only non-work general
life domains, but also the specific domain of fam-
ily in both directions (i.e., work to life and vice
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versa; work to family and vice versa). In addition,
we included quantitative, qualitative, mixed-method
and research-intervention studies which explicitly
assessed resilience and work-life constructs on sam-
ples of workers or working students who were at least
18 years of age. Additionally, we included papers
which considered resilience not only as a unidimen-
sional construct but also as a component of Psycap. In
the latter case, included studies were those reporting
findings that either considered resilience with other
dimensions of Psycap or separately, which allowed
us to detect the specific effects (at least in terms of
correlations) of resilience on work-life constructs.
We included papers containing specific forms (e.g.,
time-based conflict, strain-based conflict) and syn-
onymises (e.g., work-life interference) of work-life
conflict [5].

2.1.2. Exclusion criteria
We excluded articles focusing on subjects which

were similar but not fully ascribable to the three
considered constructs of work-life interface (e.g.,
work-related pressure to be available in the pri-
vate domain). We excluded grey literature, editorials,
commentaries, books, chapters of books, disserta-
tions and papers which were written in languages
other than English and/or published in non-peer-
reviewed journals. Also, studies that focused on
children, non-working students and family issues
were not included. Moreover, we excluded qualita-
tive studies from which these topics were not research
questions or did not emerge as recurrent themes and
quantitative studies which did not utilise instruments
to measure resilience and work-life interface con-
structs.

2.2. Identification

The databases of PubMed, Scopus, Web of Sci-
ence and PsycINFO were searched for peer-reviewed
papers written in English on the role of resilience
in work-life interface. To this end, we searched for
articles whose titles or abstracts contained the fol-
lowing keywords: “resilience” OR “resiliency” OR
“resilient” AND “work life conflict” OR “work life
interference” OR “work family conflict” OR “work
family interference” OR “work family negative
spillover” OR “work life balance” OR “work family
balance” “work family enrichment” OR “work fam-
ily facilitation” OR “work family positive spillover”
OR “work family enhancement”. Hyphenated alter-
native spelling variants were considered as well

(i.e., work life, work family). In order to provide an
up-to-date and comprehensive review, no publication
date limitations were set.

2.3. Screening

Following each search in the above-mentioned
databases, 459 references were exported in End-
Note software. After removing 198 duplicates, all
titles, and abstracts of the remaining 261 papers
were screened to select the relevant papers based on
the inclusion and exclusion criteria. The selection
of the papers was performed independently by the
first two co-authors. Two reviewers then performed
a convergence assessment and evaluated any dis-
crepancies before agreeing on which papers should
be included in the next stage. After removing 205
articles which met the exclusion criteria during the
initial screening, the full text of the 56 remaining
papers was actively searched using different methods
(e.g., database searches, enquiries on collaborative
research platforms, contacting the authors) and eval-
uated against the inclusion criteria. Figure 1 depicts a
flowchart outlining the number of papers identified
and rejected at each phase. Any doubts or dis-
agreements about keeping or removing papers were
discussed between the two review authors. Where no
consensus was reached, a third reviewer made the
final decision. According to the eligibility criteria, we
also excluded a paper in which resilience was consid-
ered as a type of personality cluster stemmed from the
combination of the Big Five factors [46]. In addition,
we excluded a mixed-method study in which work-
family conflict was analysed in the quantitative part
and resilience emerged as a topic in the qualitative
part, but the authors did not analyse the relationship
between the two constructs [47]. Two studies [48, 49]
were conducted on the same sample and, therefore,
we decided to include the most recent article only.
In all, 26 papers were finally selected for the review,
with 30 papers removed during this phase.

2.4. Data extraction

Next, a characteristics table was designed, describ-
ing each selected paper to detect and cluster the
relevant information. This table included: (a) study,
(b) country, (c) study design, (d) sample, (e) observed
variables, (f) resilience and work-life interface mea-
surement tools, (g) theoretical frameworks and (h)
main findings concerning the relationships between
resilience and work-life interface constructs (see
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Fig. 1. Flow diagram of records identified, screened and included in the systematic review, according to PRISMA guidelines.

Table 1). The review authors distributed the included
papers in order to re-read them and extract any
relevant information. Subsequently, each reviewer
checked the information gained by the other one to
reach a consensus on the final content of the charac-
teristics table.

2.5. Methodological quality assessment

The methodological quality of the included stud-
ies was assessed by adopting the Mixed Methods
Appraisal Tool (MMAT) [50] which has been used
by previous systematic reviews in the work psychol-
ogy literature [34, 51] to critically appraise included

quantitative and qualitative studies. Following the
MMAT guidelines [50], no studies were excluded
because of the quality assessment. The MMAT tool
includes two initial screening questions that need to
be met in order to continue with the quality assess-
ment. These questions regard the clearness of the
study’s research question(s) and the appropriateness
of the data collected with respect to the study’s pur-
poses. Subsequently, the researcher has to choose
the appropriate category for each study appraised
depending on the research design. Each category of
studies includes five core quality criteria on the basis
of which studies are evaluated. In the current review,
the selected studies fall within three categories: quali-
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Table 1
Summary of findings on the relationships between resilience and work-life interface constructs

Author(s), year Country Study design Subjects Observed variables Resilience and work-life
interface constructs
measures

Theoretical
framework(s)

Main results

1. Bande et al.
2015 [62]

Spain Cross-sectional Industrial sales people
(n = 209)

Resilience, WFC,
emotional exhaustion,
turnover intentions,
emotional intelligence,
servant leadership

Brief Resilience Scale
(BRS) [97]
WFC through 3 items [98]

– Resilience was negatively related
to WFC, emotional exhaustion
and turnover intentions. WFC
was positively associated with
emotional exhaustion

2. Cameron and
Brownie 2010
[84]

Australia Qualitative Registered nurses
(n = 9)

Resilience, WLB Questions developed by
the authors

– WLB was an important
determinant of resilience as it
increased personal resilience in
the face of workplace adversities

3. Cheshire et al.
2017 [85]

UK Qualitative General practitioners
(n = 22)

Resilience, WLB Questions developed by
the authors

– A good WLB increased general
practitioners’ resilience

4. Day and Hong
2016 [88]

UK Qualitative case
study

Teachers (n = 8) and
school leaders (n = 2)

Resilience, WLB Questions developed by
the authors

– The achievement of a good WLB
was perceived by school staff as
both a challenge and a potential
stressor. Competing demands
from work and personal life
might diminish their capacities
for resilience

5. Dodson et al.
2019 [67]

USA Cross-sectional Otolaryngology
surgical trainees
(n = 46)

Resilience, work-life
strain, workplace climate,
perceived organizational
support, burnout, job
satisfaction

BRS [97]
Work/Social Conflict
Scale [99]

– Resilience was negatively related
to work-life strain

6. Green et al.
2011 [63]

USA Cross-sectional Paired sample of
faculty members and
their partners
(n = 139)

Career resilience, WIF
behaviours, observed
WFC, FWC, partner
negative emotional
displays, blame
attributions, turnover
exploration

Career Resilience Scale
[100]
WIF behaviours through
items developed by
authors
Work-Family Conflict
Scale [101]

Cognitive
appraisal theory
[56]

Faculty members’ WIF
behaviours were positively
related to their partners’ reports
of observed WFC, turning in
more partners blame attributions
and negative emotional displays
when discussing work. This, in
turn, was associated with less
career resilience and greater
turnover exploration by faculty
members

(Continued)
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Table 1
(Continued)

Author(s), year Country Study design Subjects Observed variables Resilience and work-life
interface constructs
measures

Theoretical
framework(s)

Main results

7. Griffin and Sun
2018 [64]

USA Cross-sectional Police officers
(n = 138)

Resilience, WFC, stress,
burnout

Dispositional Resiliency
Scale (DRS-15) [102]
Work-Family Conflict
Scale [101]

– Resilience was negatively related
to WFC, burnout and stress,
whereas WFC was positively
associated with stress and burnout

8. Hao et al. 2015
[65]

China Cross-sectional Female nurses
(n = 824)

PsyCap (including
resilience), WFC, FWC,
depressive symptoms

Psychological Capital
Questionnaire (PCQ-24)
[33]
Work-Family Conflict
Scale [101]

– Resilience was negatively related
to WFC, FWC and depressive
symptoms
Resilience partially mediated the
relationship between FWC and
depressive symptoms. Resilience
did not moderate the relationship
between WFC and depressive
symptoms

9. Hourani et al.
2018 [77]

USA Case-control Soldiers (n = 208;
soldiers with suicide
behaviours n = 71;
controls n = 137)

Resilience, WFC, FWC,
suicidal behaviours,
workplace victimization,
depression symptoms,
post-traumatic stress
disorder, worry trait,
alcohol dependence, illicit
drug use, risk-taking/
impulsivity, negative life
events, combat exposure,
active coping, family
support, positive military
attitude, positive unit
leadership, leadership
climate, unit cohesion

BRS [97]
Work- Family Conflict
Scale [101]

– Lowly resilient soldiers were
more vulnerable to suicidal
behaviours and WFC as a result
of workplace victimization than
their highly resilient colleagues.
Soldiers with suicidal behaviours
were more likely to experience
greater WFC and to report lower
resilience levels than controls
without suicidal behaviours

10. Johnson et al.
2019 [80]

UK Cross-sectional University employees
(n = 652; n academic
= 222; n
non-academic = 430)

Resilience, stressors
(including a poor WLB),
psychological and
physical ill-health

Shortened Stress
Evaluation Tool (ASSET)
[103]

Differential
exposure
reactivity
framework [58]

Resilience buffered the impact of
a poor WLB on employees’
psychological ill-health, in
addition to reducing their
physical and psychological
ill-health, both directly and
indirectly, by improving their
WLB
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11. Karatepe and
Karadas 2014 [61]

Romania Time-lagged study Frontline hotel
employees (n = 282)

PsyCap (including
resilience as its
component), WFC, FWC,
turnover and absence
intentions

PCQ-24 [33]
Work-Family Conflict
Scale [101]

Conservation of
Resources (COR)
theory [52];
Congruence
theory [57]

Resilience was negatively related
to both WFC and FWC.
Employees’ PsyCap (that
included resilience) was
negatively related to turnover and
absence intentions, both directly
and indirectly, by reducing their
FWC

12. Kim and
Windsor 2015 [81]

South
Korea

Qualitative First-line nurse
managers (n = 20)

Resilience, WLB Questions developed by
the authors

– Resilience was perceived as a
dynamic and reflective process
promoting WLB

13. Krisor et al.
2015 [73]

Germany Cross-sectional Employed parents
(n = 35)

Resilience, WFC, WFB,
cortisol levels

German version of the
Resilience Scale (RS)
[104, 105]
German version of the
WFC Scale [106, 107]
German translation of the
WFB Scale [29]

COR theory [52] Highly resilient employed
parents reported lower cortisol (a
biomarker of stress) levels.
Resilience was positively related
to WFB, but a non-significant
association was found between
resilience and WFC

14. Kutsyuruba et
al. 2019 [87]

Canada Qualitative Teachers (n = 36) Resilience, WLB,
development, mentorship,
well-being, leadership

Questions developed by
the authors

– WLB was identified by teachers
as a strategy to develop resilience
and well-being

15. Liossis et al.
2009 [82]

Australia Research-
intervention study
(pre-test, post-test,
5-month
follow-up with
control group)

Employees (n1 = 28;
n2 = 19; n3 = 10) +
comparison group (n1

= 98; n2 = 65; n3 = 54)

WLB, work-life fit,
work-family spillover,
depression, anxiety,
stress, exhaustion, vigour,
job satisfaction, coping
self-efficacy, dispositional
optimism

WLB and work-life fit
through single items [108]
Work-Family Spillover
Scale (WFSS) [18]

– Participants to a strengths-based
resilience building program
reported a better work-life fit and
a greater satisfaction with their
WLB than those in the control
group at the end of the program
and 5 months later

16. Mache et al.
2015 [66]

Germany Cross-sectional Physicians (n = 727) Resilience, WFC,
emotional and
quantitative job demands,
job resources,
self-efficacy, optimism

Brief Resilience Coping
Scale (BRCS) [109]
Work-Family Conflict
Scale [101]

Job Demands-
Resources (JD-R)
model [53]; Job
Demand-Control-
Support (JDCS)
model [59]; Role
theory [54]; COR
theory [52]

Resilience was negatively related
to WFC. Highly resilient
physicians were less likely to
experience WFC in the face of
job demands than those with
lower resilience levels

(Continued)
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Table 1
(Continued)

Author(s), year Country Study design Subjects Observed variables Resilience and work-life
interface constructs
measures

Theoretical
framework(s)

Main results

17.
Martinez-Corts et
al. 2015 [72]

Spain Daily diary study Employees (n = 113) Resilience, strain-based
WNWC, task and
relationship conflict,
optimism

3 items from the short
version of the RS [105]
2 items adapted by the
WFC subscale [110]

JD-R model [53] Daily employees’ resilience was
negatively related to daily
WNWC and it buffered the
relationship between daily
work-related interpersonal
conflict (task and relationship
conflict) and strain-based WLC

18. Mazerolle et
al. 2018 [70]

USA Cross-sectional Athletic trainers
(n = 423)

Resilience, WFC, FWC,
WFE, FWE, hardiness,
affectivity

BRS [97]
Work-Family Conflict
Scale [101]
Short Work-Family
Enrichment Scale [111]

Broaden-and-
build theory of
positive emotions
[55]

Resilience was negatively related
to both WFC and FWC, whereas
it was positively related to both
WFE and FWE. Highly resilient
trainers had lower WFC and
FWC, together with greater WFE
and FEW than those with lower
resilience

19. Nicklin et al.
2019 [68]

USA Cross-sectional Employed graduate
students (n = 231)

Resilience, conflict and
enrichment among the
school, work and
personal-life domains,
mindfulness,
self-compassion, recovery
experience, stress

Connor-Davidson
Resilience Scale
(CD-RISC) [112]
Conflict through an
18-item scale [101, 113]
Enrichment through an
18-item scale [29]

COR theory [52];
Work-Family
Enrichment theory
[17]

Resilience was positively related
to both WFE and FEW, whereas
it was negatively related to WFC.
Resilience decreased employed
students’ distress both directly
and indirectly, by diminishing
their WFC. WFE did not mediate
the relationship between
resilience and distress

20. Porter et al.
2018 [79]

USA Cross-sectional Family medicine
residency program
directors (n = 465)

Resilience, WLB,
personal time, ability to
stop thinking about work,
burnout

BRS [97]
WLB through questions
developed by the authors

– Resilience was positively related
to having a moderate to great
amount of personal time, a
healthier WLB, and capability to
stop thinking about work

21. Riall et al.
2018 [83]

USA Research-
intervention study
(pre-test and
post-test)

General surgery
residents (n = 49)

WLB, self-awareness,
emotional intelligence,
burnout, perceived stress,
depression, distress

WLB through the Energy
Leadership Index created
by authors

– Participants to the Energy
Leadership Well-Being and
Resiliency Program reported
greater satisfaction with their
WLB at the completion of the
intervention
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22. Siu 2013 [49] China Two-wave
cross-lagged
design

Health care workers
(n = 287)

Resilience, WLB,
optimism, hope,
self-efficacy, work
well-being

Resilience Scale [48]
Work-Life Balance Scale
[114]

COR theory [52] Healthcare workers’ resilience
was positively related to their
WLB, job satisfaction, physical
and psychological well-being

23. Viotti et al.
2018 [71]

Italy Cross-sectional Nurses (n = 333) Resilience, time-based
and strain-based
work-to-private-life
interferences,
work-related bullying

4 items from the Italian
version of the CD-RISC
[115, 116]
Survey Work-home
Interaction-NijmeGen
(SWING) [117]

COR theory [52] Resilience was negatively related
to both strain-based and
time-based work-to-private-life
interference. Resilience partially
mediated the relationship
between work-related bullying
and both strain-based and
time-based work-to-private-life
interference

24. Wayne et al.
2020 [69]

USA Cross-sectional
(study 1)
Cross-lagged
(study 2)

Employees (study 1,
n = 216; study 2,
n = 220)

Resilience, WFC, FWC,
WFE, FWE, work and
family-supportive
supervisor behaviours,
balance satisfaction
(studies 1 and 2),
enriched job and family
characteristics, proactive
health behaviours (study
1), work autonomy (study
2)

BRS [97]
Work-Family Conflict
Scale [110]
Work-Family Enrichment
Scale [118]
Satisfaction with
Work-Family Balance
Scale [119]

COR theory [52] Resilience was negatively related
to WFC, whereas it was
positively associated with WFE,
FWE and work-family balance
satisfaction (Studies 1 and 2).
Resilience was negatively
associated with FWC (Study 2)

25. Yu 2016 [78] USA Cross-sectional Professional
employees (n = 561)

Career resilience, WIFT,
WIFS, WIFB, core
self-evaluation, work
stress

Career Resilience through
the subscale of the Career
Motivation Scale [120]
Work-Family Conflict
Scale [110]

Resource
Allocation theory
[60]; Role theory
[54]

Career resilience was negatively
related to WIFS, whereas it was
positively associated with WIFB.
Employees’ core self-evaluation
led to greater career resilience
which, in turn, resulted in higher
levels of both WIFB and WIFS

26. Zwink et al.
2013 [86]

USA Qualitative Inpatient acute care
nurse managers (NM;
n = 20)

Resilience, work-life
balance, role satisfaction,
retention

Questions developed by
the authors

– Resilient managers are able to
achieve a healthy WLB.
Resilience was detected as one of
the main characteristics that
might lead to success whilst
work-life imbalance was
identified as a factor contributing
to burnout

Note: WFC = Work-Family Conflict; FWC = Family-Work Conflict; WLB = Work-Life Balance; WIF = Work-interferes-family; WFE = Work-Family Enrichment; FWE = Family-Work Enrichment;
WIFT = time-based work interference with family; WIFS = strain-based work interference with family; WIFB = behaviour-based work interference with family, n1= sample number at pre-test,
n2= sample number at post-test, n3= sample number at follow-up; WNWC= work and non-work conflict.
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tative, quantitative non-randomized, and quantitative
descriptive. The criteria for qualitative studies regard:
a) the appropriateness of the qualitative approach
with respect to the research question(s); b) the ade-
quacy of the qualitative data collection methods; c)
whether the findings are properly derived from the
data; d) whether the interpretation of results is ade-
quately substantiated by the data; e) the coherence
between qualitative data sources, collection, analysis,
and interpretation.

The criteria for quantitative non-randomized stud-
ies include: a) whether the research participants
are representative of the target population; b) the
appropriateness of measurements concerning both
the outcome and intervention (or exposure); c) the
presence of complete outcome data; d) whether the
confounders are adequately considered in the design
and analysis; e) whether, during the research period,
the intervention (or exposure occurred) is admin-
istrated as intended. The criteria for quantitative
descriptive studies comprise: a) the appropriate-
ness of the sampling strategy with reference to the
study’s research question(s); b) whether the sample
is representative of the target population; c) the appro-
priateness of the measurements; d) whether the risk
of nonresponse bias is acceptably low; e) the appro-
priateness of the statistical analyses with reference
to the study’s research question(s). To perform the
assessment, the last version of the MMAT recom-
mends selecting one out of three response alternatives
(yes, no, can’t tell) for each of the quality criteria that
have been identified for the specific design category
[50]. According to the suggestions provided by Hong
et al. [50], the first two authors performed the assess-
ment independently and any discrepancy was solved
through discussion with the third author. As shown
in Table 2, all the selected papers met at least three
out of five quality criteria.

3. Results

A total of 26 papers, which were published
between 2009 and 2020, were included. Among
these, 20 adopted a quantitative design and 6 utilised
a qualitative design. Regarding the sample character-
istics, 11 studies included healthcare professionals
(e.g., nurses, physicians, general practitioners), 6
studies did not provide a detailed sample descrip-
tion, 4 studies were conducted on employees working
within the education sector (e.g., teachers, school
leaders, academics), and the remaining 5 studies com-

prised workers employed in different occupations
(i.e., industrial salespeople, frontline hotel employ-
ees, police officers, soldiers and athletic trainers).

With regard to the observed variables, 16 arti-
cles analysed the relationship between resilience
and work-life conflict. Among these, 3 papers also
investigated how resilience was linked to work-life
enrichment, while 10 articles also examined the asso-
ciation between resilience and work-life balance.
More specifically, most of the included quantitative
studies tested resilience as an antecedent (8 studies),
followed by investigations analysing its mediating (3
studies) or moderating (4 studies) role, while it was
studied as an outcome only once.

The remaining studies did not hypothesize any spe-
cific role of resilience. More specifically, regarding
the resilience-work-life conflict association, 4 studies
treated resilience as an antecedent, 3 investigations
studied it as a moderator, 3 studies analysed it as a
mediator, 1 research article considered it as an out-
come, whereas 5 studies did not include any statistical
model, making it difficult to detect a specific role
of resilience. Concerning the resilience-work-life
enrichment relationship, 2 research papers anal-
ysed resilience as antecedent while 1 research paper
included only correlations. Regarding the resilience-
work-life balance link, 5 research articles studied
resilience as an antecedent, 1 research paper anal-
ysed its moderating role, while 1 research paper did
not hypothesize any specific function of resilience.

The most commonly used theories were Con-
servation of Resources (COR) theory [52], which
was adopted by 7 research articles, Job Demands-
Resources (JD-R) model [53], which was used in 2
research articles and the Role theory [54] which was
mentioned in 2 research articles. Other theoretical
frameworks cited once comprised: Broaden-and-
build theory of positive emotions [55], Cognitive
appraisal theory [56], Congruence theory [57],
Differential exposure reactivity framework [58],
Job Demand-Control-Support model [59], Resource
Allocation theory [60] and Work-family enrichment
theory [17]. Notably, 14 research articles did not
adopt any theoretical framework.

3.1. Resilience and work-life conflict
relationship

Resilience was negatively related to work-family
conflict [61–70] and family-work conflict [61,
63, 65, 69, 70]. For instance, athletic trainers
with high resilience developed lower levels of



C
.B

ernuzzietal./T
he

role
ofresilience

in
the

w
ork-life

interface
1157

Table 2
Mixed methods appraisal tool (MMAT), version 2018

Screening Qualitative studies Quantitative non-randomized studies Quantitative descriptive Comments
questions studies

S1. S2. 1.1. 1.2. 1.3. 1.4. 1.5. 3.1. 3.2. 3.3. 3.4. 3.5. 4.1. 4.2. 4.3. 4.4. 4.5.

1. Bande et al. 2015 [62] Y Y Y Y Y Y Y
2. Cameron and Brownie 2010 [84] Y Y Y Y Y Y Y
3. Cheshire et al. 2017 [85] Y Y Y Y Y Y Y
4. Day and Hong 2016 [88] Y Y Y Y Y Y Y
5. Dodson et al. 2019 [67] Y Y Y N Y N Y Low response rate (22%)
6. Green et al. 2011 [63] Y Y Y Y Y – Y Response rate not reported
7. Griffin and Sun 2018 [64] Y Y Y Y Y Y Y
8. Hao et al. 2015 [65] Y Y Y Y Y Y Y
9. Hourani et al. 2018 [77] Y Y Y Y Y Y Y
10. Johnson et al. 2019 [80] Y Y Y Y Y Y Y
11. Karatepe and Karadas 2014 [61] Y Y Y Y Y Y N Exposure was not designed

by researchers
12. Kim and Windsor 2015 [81] Y Y Y Y Y Y Y
13. Krisor et al. 2015 [73] Y Y Y – Y – Y Response rate and sampling

strategy not reported
14. Kutsyuruba et al. 2019 [87] Y Y Y Y Y Y Y
15. Liossis et al. 2009 [82] Y Y Y Y – – Y Numerous dropouts were

registered between the first
and the third time points

16. Mache et al. 2015 [66] Y Y Y N Y Y Y
17. Martinez-Corts et al. 2015 [72] Y Y Y Y Y Y Y
18. Mazerolle et al. 2018 [70] Y Y Y Y Y N Y Low response rate (14%)
19. Nicklin et al. 2019 [68] Y Y Y Y Y – Y Low response rate (18.27%)
20. Porter et al. 2018 [79] Y Y Y Y Y Y Y
21. Riall et al. 2018 [83] Y Y Y Y Y – Y
22. Siu 2013 [49] Y Y Y Y Y N Y
23. Viotti et al. 2018 [71] Y Y Y Y Y Y Y
24. Wayne et al. 2020 [69] Y Y Y Y Y Y N Y Y Y Y Y Exposure was not designed

by researchers
25. Yu 2016 [78] Y Y Y Y Y Y Y
26. Zwink et al. 2013 [86] Y Y Y Y Y Y Y

Note: (Y) yes, (N) no, (–) can’t tell. Screening questions: (S1) Are there clear research questions? (S2) Do the collected data allow to address the research questions? Qualitative studies: (1.1.) Is
the qualitative approach appropriate to answer the research question? (1.2.) Are the qualitative data collection methods adequate to address the research question? (1.3.) Are the findings adequately
derived from the data? (1.4.) Is the interpretation of results sufficiently substantiated by data? (1.5.) Is there coherence between qualitative data sources, collection, analysis and interpretation?
Non-randomized studies: (3.1.) Are the participants representative of the target population? (3.2.) Are measurements appropriate regarding both the outcome and intervention (or exposure)?
(3.3.) Are there complete outcome data? (3.4.) Are the confounders accounted for in the design and analysis? (3.5.) During the study period, is the intervention administered (or exposure occurred)
as intended? Quantitative descriptive studies: (4.1.) Is the sampling strategy relevant to address the research question? (4.2.) Is the sample representative of the target population? (4.3.) Are the
measurements appropriate? (4.4.) Is the risk of nonresponse bias low? (4.5.) Is the statistical analysis appropriate to answer the research question? Wayne et al. [69] included two studies: study 1
was evaluated as a quantitative descriptive while study 2 was assessed as a non-randomized study.
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both work-family conflict and family-work con-
flict than their colleagues with low resilience [70].
Additionally, resilience was negatively related to
both strain-based and time-based work-to-private-
life interference [71], in addition to being negatively
associated with strain-based work-life conflict [72].
Furthermore, in a work by Nicklin et al. [68],
resilience decreased working students’ stress levels,
both directly and indirectly, by reducing the conflict
that they experienced among school, work, and per-
sonal life. In a similar vein, frontline hotel employees’
PsyCap, which included resilience as its component,
was negatively associated with turnover and absence
intentions, both directly and indirectly, by decreas-
ing family-work conflict [61]. Conversely, the study
by Krisor et al. [73] revealed a non-significant rela-
tionship between resilience and work-family conflict,
whereas the first study conducted by Wayne et al.
[69] found a non-significant relationship between
resilience and family-work conflict.

Moreover, employees who were targets of work-
place victimization (e.g., bullying) [74] were likely
to experience psychological malaise [75, 76], even
though these effects were conditional on their
resilience levels. For instance, workplace victimiza-
tion increased the risk for soldiers with low resilience
of engaging in suicidal behaviours and experienc-
ing work-family conflict [77]. Such risk was not
present among soldiers with high resilience, support-
ing the protective role of resilience against workplace
victimization. Similarly, work-related bullying pre-
dicted strain-based and time-based work-to-private
life interference among nurses [71]. This relationship
was partially mediated by resilience, such that work-
related bullying undermined nurses’ resilience, but
resilience reduced strain-based and time-based work-
to-private life interference anyway. Two research
articles examined the mediating role of resilience
[65, 78]. The first study found that employees’ core
self-evaluation (i.e., a latent personality construct
composed by self-esteem, locus of control, gener-
alized self-efficacy, and emotional stability) led to
greater career resilience. This, in turn, resulted in
higher levels of both behaviour-based and strain-
based work interference with family [78]. This
finding suggested that career resilience might exert
a detrimental impact on employees’ family life [78].
The second study indicated that resilience had a
partial mediation effect in the relationship between
family-work conflict and depressive symptoms:
greater family-work conflict reduced resilience, this,
in turn, led to higher depressive symptoms [65]. The

same study revealed that resilience did not moder-
ate the association between work-family conflict and
depressive symptoms, even though it was directly and
negatively related to these symptoms [65].

Two studies analysed the moderating role of
resilience [66, 72]. The first showed that on days
when employees felt themselves more resilient, they
experienced lower strain-based work-life conflict in
response to daily work-related interpersonal conflicts
[72]. By confirming that resilience may fluctuate on
a daily basis, this research article provided further
evidence for the changeable nature of this personal
characteristic. The second investigation revealed that
more resilient physicians were less likely to expe-
rience work-family conflict in the face of high job
demands than their lower resilient colleagues [66].

Finally, only one research article investigated
resilience as an outcome. By investigating observed
work-to-family conflict in 139 couples, the study
explained how employees’ feelings about their own
work were influenced by the interactions with their
partners [63]. More specifically, the study found that
the focal employee’s work-interfering-with-family
behaviours were positively related to the partner’s
reports of observed work-to-family conflict, result-
ing in more partner negative emotional displays
when discussing work. This, in turn, was asso-
ciated with lower career resilience by the focal
employee [63].

3.2. Resilience and work-family enrichment
relationship

Resilience was positively correlated with both
work-family and family-work enrichment [68–70].
More specifically, resilience was found to decrease
working students’ distress levels directly but not
indirectly as mediated by enrichment, even though
resilience had a statistically significant and posi-
tive effect on enrichment [68]. In addition, although
resilience positively impacted balance satisfaction, its
effect was not mediated by enrichment due to a lack
of statistical significance in the resilience-enrichment
association [69].

3.3. Resilience and work-life balance relationship

Resilience was positively correlated with work-life
balance and, more specifically, with work-family bal-
ance [49, 69, 73, 79, 80]. For instance, among family
medicine program directors, resilience was positively
associated with having a moderate to great amount of
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personal time, healthy work-life balance, and capa-
bility to stop thinking about work [79].

A number of studies determined that resilience
enabled employees to reach a good work-life bal-
ance. For example, a qualitative study, which was
conducted on a sample of first-line nurse managers,
revealed that resilience promoted the individual’s
ability to balance the work and life areas [81].
Accordingly, two quantitative studies demonstrated
that after taking part in resiliency development pro-
grams, participants reported greater satisfaction with
their work-life balance [82, 83].

However, qualitative studies supported that work-
life balance facilitated the development of resilience
against workplace adversities among healthcare pro-
fessionals [84–86]. The role of a positive work-life
balance in increasing resilience was also confirmed
by research on school staff [87, 88]. For instance,
teachers identified work-life balance as an impor-
tant strategy to improve resilience [87]. Nevertheless,
school staff perceived that the achievement of a
good work-life balance was, simultaneously, both
a challenge and a potential stressor [88]. Thus,
the difficulties that they were facing in reaching
a good work-life balance might hinder the devel-
opment of their resilience [88]. Then, work-life
imbalance can be considered as a job-related stres-
sor whose negative effects on workers’ health may
be buffered by resilience [80]. Resilience may also
reduce employees’ psychological and physical ill-
health both directly and indirectly, by improving their
work-life balance [80]. Similarly, Krisor et al. [73]
recognized resilience as a statistically significant and
positive antecedent of work-life balance, even though
this latter was not, in turn, significantly related to
distress (which was measured using cortisol levels).
Similarly, a cross-lagged study revealed that PsyCap,
which included resilience as its component, enhanced
healthcare professionals’ work-life balance that was
assessed five months later [49].

The good news is that the individual’s ability to
reach a positive work-life balance may be strength-
ened by improving employees’ resilience through
specific resilience-based training as confirmed by two
studies [82, 83]. The first research article showed that
participants in a multi-faceted seven-week resilience
promotion program for adults reported greater satis-
faction with their work-life balance in comparison
with those in the control group at the completion
of the program and five months later [82]. The
second study, in which researchers implemented a
one-year multifaceted program called Energy Lead-

ership Well-Being and Resiliency Program found that
participants reported greater work-life balance scores
at the end of the intervention in comparison with their
own pre-intervention scores [83].

4. Discussion

This systematic review aimed to provide a state-of-
the-art overview of the role of resilience in the work-
life interface. This is to ensure a better understanding
of how resilience may protect workers from work-life
conflict, foster work-life enrichment, and facilitate a
good work-life balance.

Taking together, the results from the 26 eligible
papers [49, 61–73, 77–88] supported the relationships
between resilience and work-life interface constructs.
Resilience was analysed as antecedent [49, 61, 68, 69,
73, 80, 82, 83], moderator [65, 66, 72, 80], mediator
[65, 71, 78] and outcome [63].

First, most studies adopted quantitative methods
and focused on the relationship between resilience
and work-family conflict, predominantly analysing
resilience as an antecedent. To this regard, overall,
resilience was negatively associated with work-life
conflict [61–72], confirming its role of antecedent
in relation to this type of conflict [61, 68, 69].
Conversely, the only quantitative study analysing
resilience as an outcome showed that work-family
conflict reduced career resilience [63]. Regarding
its mediating/moderating role, the results are varied
probably because resilience was differently con-
ceptualized (e.g., Psycap, career resilience) and
work-family conflict was diversely treated in the
mediation models (i.e., antecedent, outcome). Con-
sidering its moderating role, resilience protected
workers from work-life conflict even in presence of
job demands [66, 72]. However, resilience did not
buffer the relationships between work-family conflict
and health outcomes [65]. Concerning its mediat-
ing role, on one side, family-work conflict reduced
resilience which, in turn, resulted in negative health
outcomes [65]. On the other side, resilience mediated
the links between job demands and work-life conflict,
reducing this kind of conflict [71].

Second, we obtained mixed results regarding
the role of resilience as an antecedent of work-
family enrichment, although the positive correlation
between these two was constantly confirmed [68–70].

Third, overall resilience positively correlated with
work-life balance [49, 69, 73, 79, 80]. A positive
work-life balance promoted resilience [84–88] and
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vice versa [49, 73, 80–83]. Moreover, resilience
buffered the impact of a poor work-life balance on
employees’ health outcomes [80].

To interpret these findings, we decided to dis-
cuss them in light of the COR theory [52, 89, 90]
because most selected studies employed it as a theo-
retical basis. The COR theory is considered the most
commonly used theory in the work-family domains
interaction literature [91]. It assumes that people
strive to acquire, retain, and protect resources they
centrally value and experience stress when these
resources are threatened with loss or actually lost
[92]. Then, work-life conflict is a stressful event as it
leads workers to lose resources when juggling both
work and other personal life roles. This may result
in a negative “state of being” [93], as confirmed by
included studies [62, 64, 65, 68]. For instance, when
an employee has to stay late at work at the expense of
one’s own family life, he/she may lose resources in
the form of time with loved ones, and family stability.
This may also lead his/her partner to develop nega-
tive emotional displays which, in turn, may reduce
the employee’s career resilience [63].

This loss of resources engenders a sense of conflict
which, then, leads to distress [64, 68]. When facing
the consequences of work-life conflict, workers need
to invest further resources to recover from resource
losses. If workers are unsuccessful in their cop-
ing efforts, they may further exacerbate their losses,
entering an escalating spiral of losses [94]. In such
a situation, employees may lack the energy to main-
tain their normal functioning at work. Thus, they may
act to preserve their remaining resources by develop-
ing withdrawal intentions [61]. Additionally, negative
health outcomes, such as burnout [62, 64] and depres-
sion [65, 77], may occur. This is more likely to happen
when employees possess lower resilience as they
are less equipped against resource loss [94]. Thus,
differences in resilience might explain individual dif-
ferences in the risk of experiencing work-life conflict
[70]. Indeed, employees with low resilience may
more quickly pass from work-life conflict to distress
[70]. Conversely, employees with high resilience are
less likely to experience work-life conflict and less
vulnerable to its detrimental effects as they are better-
equipped to manage work and family demands [61,
67–69]. As such, resilience represents a personal
coping resource as it helps employees successfully
fulfil multiple roles by flexibly adapting themselves
to changing circumstances [34]. This might explain
why resilience may protect employees against work-
life conflict [72], including work-family conflict

[66]. This might also explain why resilience may
buffer the negative effects of work-life imbalance on
employees’ health [80]. Additionally, although job-
related stressors may impair employees’ resilience,
this resource may maintain its protective role [71].
However, in contrast with all the other studies, Yu [78]
found that career resilience increased work-family
interference. A possible explanation might be that
highly career resilient employees might devote extra
time and efforts to their own job, which might be
unlikely compatible with family role expectations.
Moreover, resilient employees possess rich reservoirs
of resources from which they can draw upon in case
of need. Thus, they are better positioned for resource
gains, given their tendency towards the accumula-
tion of resources over time and then towards resource
caravans [94]. Thus, resources are linked to each
other, such that they are co-travellers [94]. Given
that resilience travels in packs, its protective role
may be fostered by the presence of other personal
resources, so that the greater the available resources,
the greater the worker’s capability of facing stres-
sors. Indeed, PsyCap may be negatively related to
withdrawal behaviours directly and via family-work
conflict [61]. Additionally, drawing on the COR the-
ory [52], multiple role memberships may provide
resilient workers with the opportunity to acquire fur-
ther resources. Thus, resource gains in one role may
improve the quality of life in another role, leading to
work-life enrichment. Indeed, resilient workers may
have a resource pool to draw upon stemmed from
the work role that can benefit their family life (or
vice versa). Accordingly, resilience was positively
related to both work-family enrichment [68–70] and
work-life balance [49, 73, 79, 81–83]. Additionally,
achieving a good work-life balance allow workers to
acquire further resources, including resilience [84–
88].

Overall, this systematic review provides support
for the role of resilience as a personal coping resource
which is particularly salient in relation to work-life
interface.

5. Strengths and limitations

The present review has a number of strengths. To
the best of our knowledge, this is the first system-
atic review focusing on the relationships between
resilience and work-life interface constructs among
employees from different sectors. Moreover, given
that no date publication limits were set, the current



C. Bernuzzi et al. / The role of resilience in the work-life interface 1161

review provides an up-to-date and comprehensive
overview of all relevant peer-reviewed (both quan-
titative and qualitative) studies on this subject. These
studies were conducted in several countries and avail-
able through most commonly used databases within
the psychological field.

Despite the contributions made, the current sys-
tematic review is not without limitations. Most
included studies adopted a cross-sectional design,
and this makes it difficult to draw conclusions based
on causal inferences. Thus, there is a need to enrich
these findings with longitudinal and experimental
studies (e.g., examining the impact of resilience on
work-life interference over time). The majority of
the included studies merely relied on one source
of information for data gathering (i.e., self-reported
measures), which might have contributed to common
methods bias. Then, future studies should use mul-
tisource ratings for data collection. In addition, as
the literature on the relationship between resilience
and work-life enrichment is still very poor, further
research is needed to shed more light on this asso-
ciation. Given the contrasting results regarding the
effects of career resilience on work-life interface
constructs [63, 78], future studies should analyse
conditions under which high career resilience levels
might undermine or otherwise facilitate employees’
work-life interface. Furthermore, we included peer-
reviewed empirical papers written in English only.
This choice might have excluded valuable findings
from other sources (e.g., books, conference abstracts
or dissertations). However, we are confident that
we have identified the key empirical works through
our screening process. Moreover, since resilience
has been studied in different roles (i.e., antecedent,
mediator, moderator and outcome) with regards to
work-life interface constructs, the authors of this
review could not provide a single theoretical model
based on the findings from the selected studies.
Therefore, further research is needed to better clarify
which preferential role might be played by resilience
in relation to the three work-life interface facets (i.e.,
conflict, enrichment, balance), possibly examining
them together as they can co-exist [6]. Addition-
ally, besides the differential role in which resilience
has been tested, the studies included in this system-
atic review were also different in terms of aims and
research designs. This heterogeneity did not allow the
authors to provide a quantitative integration of the
results. We hope that this systematic review will pro-
vide a starting point for performing a meta-analysis
in the future. Additionally, most of the included stud-

ies were not theoretically grounded. Thereby, future
studies could adopt COR theory [52] as a theoret-
ical framework because, as shown by the current
review, it may be particularly useful for explaining
how resilience may promote work-life interface con-
structs.

6. Practical implications

Since the present systematic review shows that
resilience can help employees reconcile work and
life and protect them from the detrimental effects
of work-life imbalance, organizations should adopt
interventions focused on the enhancement of this
resource, such as resilience-based programs [82, 83].
Included resilience-based research-intervention stud-
ies [82, 83] provide lessons on how to design useful
interventions. The success of such programs might
be due to the fact that they employ a combination of
actions that operate at different levels, last at least
several weeks and foster the creation of a sense of
community among participants.

To prevent the loss of resilience, companies could
create a family-friendly work environment to make
their employees more resilient. For instance, organi-
zations could allow flexible start/finish working time
and part-time contracts, offer an on-site childcare
facility, and allow employees to take time off to meet
family emergencies (e.g., to pick up children from
school when they are unwell).

7. Conclusion

Through this systematic review, we unveiled what
is currently known about the role of resilience in
relation to the three main work-life interface con-
structs (i.e., conflict, enrichment, balance). Most
of the included studies were quantitative in nature
and analysed the association between resilience and
work-family conflict showing that this personal char-
acteristic was negatively associated to this type of
conflict. Moreover, research constantly found that
resilience facilitated the achievement of a good work-
life balance, while only a few studies concentrated
on the relationship between resilience and work-life
enrichment, revealing a positive correlation between
these two constructs. Thus, more research is needed to
reach a better understanding of this latter association.
In sum, we identified resilience as an important per-
sonal coping resource which can protect employees
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from work-life conflict, foster work-life enrichment
and facilitate balance between work and other life
domains. To conclude, we believe that the current
systematic review provides an important basis from
which researchers can design further studies that can
expand our knowledge of the mechanisms and con-
ditions under which resilience may affect the ability
to successfully balance work and personal life.
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