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ARTICLE INFO ABSTRACT

Article history: Female labour force participation rate has beereasing rapidly over the past decades
Received 3 March 2016 thereby changing the structure at the workforce #madglobe at large. Due to the
Accepted 2 May 2016 increase of women in the workforce and the fact w@men are still the primary care-
published 26 May 2016 takers of children; working mothers are confrontéth the challenges of balancing the

role of motherhood as well as that of an employbilvgenerated the idiom known as
work-family conflict. This paper is a review ofdiatures from various scholars and

Keywords: experts that explores the impact work-family canfliave on working mothers’ career
work-family conflict, career development. Findings reveal that work-family canfconsisting of time, strain and
development behavioral conflict have negative consequences awrking mother's career

development.

Backrgound:

The interaction amid work and family has been reced to yield a concept acknowledged as ‘work-
life conflict or work family conflict’. This idiom,which emerged in the 1980s due to the high ineres
women in the labour workforce and has its rootthanstudy of multiple roles which emphasis on thespure
women experienced when combining family roles argponsibilities and work role responsibilities (Ehyet
al. 2005; Barnett, R.C. and K.C. Gareis, 2006). Thiita to manage between work and personal life has
become a challenge due to factors including ineréaswomen workforce participation, advancement in
technology, the younger workforce (generation Yybglization, economic and societal changes (AroorkV
Life Balance, 2009).

INTRODUCTION

The work role of an employee is as imperative asfémily role and reconciling work and family rake
achieve stability and balance has become a majalleciye in today’s workforce especially for women.
According to (Duxburry, L. and C. Higgins, 1998; W P. and M. Kompier, 2008; Dubé., Rt ,al., 2002;
Duxbury and Higgins 2012; Mordi, Adedoyin,) family- work or work-to-family conflict creates poor
emotional, mental, cognitive, psychological weltiggi poor professional performance, and poor qualfityfe.
Professional working mothers are caught up in thedof the juggling, meddling and interferenceoné life
spheres to another, however the presence of thitiate impedes on women'’s career development.

Career development is an essential part of emptogeewth and organizational effectiveness because
when employees are well developed and equippedthathight skills, competencies, knowledge and ueses
to grow, this impact on not just the employee that drganization as well as the country’s econonuy. the
employee, career development has been acknowldddgetpbrove employee’s sense of purpose and dingctio
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enhance personal and professional developmentoimapquality of life, improve individual satisfactipand
increase self-esteem. Career development has aso llentified to improving organization in term of
attracting public/new workforce, motivating emplege reduce turnover rate and improve retentionitpya
encourage knowledge sharing, create a skilled amdpetent workforce, create competitive advantage, a
improves performance and productivity. And lastireer development benefit the country’s governnignt
heartening workforce adaptability and sustainghikncouraging workforce re-integration, enhanaiagjonal
prosperity, preparing and supporting young peoplar po labour market (Williams Work-life, 2008; @ping et
al., 2012).

Defination Of Terms:
A. Work-family conflict:

Work and family conflict refers to a form of intesle conflict in which the role pressures from therk
and family domains are mutually incompatible in somaspect. That is, participation in the work isdmanore
difficult by participation in family role while, pticipation in family role is made more difficuliytparticipation
in the (work) role” (Greenhaus, J.H. and Beutedi833). Additionally, (Greenhaus, J.H. and Beuteli8d) also
identified that work-family conflict occurs in theenain forms i.e. time based conflict, strain basaaflict and
behavioral based conflict; the proposition is tiay role characteristic that affects a person's iimmolvement,
strain, or behavior within a role can produce dohfietween that role and another role.

B. Career development:

Career development has been defined by (Simonsen1897) as an ongoing process of planning and
directed action toward personal work and life go&levelopment means growth, continuous attainmedt a
application of one’s skills. Career developmenths outcome of the individual's career planning dhd
organization’s provision of support and opportwstiideally a collaborative process. (Desimone,.,Rtlal.,
2002), similarly, has defined career developmerdrasngoing process by which individual’'s progréssugh
a series of stages, each of which is charactebyexrelatively unique set of issues, themes, askist

Objectives:
The main objective of this paper is to criticallyadyze and provide a deeper understanding on thadtrof
work-family conflict on working mothers’ career ddopment. Specifically, the aims are as follows:

» To critically analyze how time based conflict impaareer development
» To critically analyze how strain based conflict mspcareer development
» To critically analyze how behavior based confliopiact career development

Literature Review:

This study is built on the foundation of Super’felispan, life space self-concept theory of career
development. Among the many theories of careerldpmeent, self-concept theory of career developnisnt
Super has received much attention worldwide. (SUpé&., 1990) Proposed that career choice and dprrednt
is basically a process of developing and implenmgngi person’s self-concept. According to Supef;s®icept
is a creation of complex interactions among a nurobéactors, including physical and mental growtlkrsonal
experiences, and environmental characteristicsstimailation. In addition to the theory, (Savickikl.., 1994)
acknowledging Super’s self-concept theory as arthg@oofoundly and fundamentally a personal construc
theory, however, took a different viewpoint by posing that career construction is basically thecess of
developing and implementing individual professioself-concepts into work roles.

The prominence of Super’s theory is most clearlgtraged through his supposition of life roles aifd |
space. Life at any moment involves a collectiveadés that an individual is assuming, such as clsifddent,
mother, father, citizen, worker, grandparent, amsnémaker etc. The different life roles changes 0
progresses through life stages, yet at each simglment, two or three roles may take a more cryimte,
while other roles remain on the marginal. Life sp&cthe collection of different life roles thateois playing at
a given time in different contexts including honmmmunity, school, workplace etc. Role conflictsler
interference, and role confusions are bound toaserfwhen individuals are confronted with difficediin
coping with the demands associated with their nooeroles. Additionally, conflict arising from miglte life
roles can be in form of time based conflict, stda@sed conflict and behavioral based conflict. lafel work
satisfaction is a continual process of implementirgevolving self-concept through work and otliferrioles.

Subsequently, career choice and development ia Kiatect process of self-concept implementation,abu
process of dialogues and negotiations in which tlwself and one’s environment have to be cordultalues
such as familial devotion, family harmony, and libyamay influence how the personal self is conddcand
the significance of diverse life and work rolesnasl as their dynamic interactions also influenadradividual's
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career choices and development. Thus, family rofeaotherhood influences career choices of workingher
which can impact their career development.

Career development has been impeded and hindeestbdamily and work role lack of consensus thereby
inducing high conflict in family role and work rol#omain with tremendous consequences to both ihaiabi
and organization. Although civilization has createdm for dual earner couples, women are still heaxghe
child bearer which automatically make them the majare takers of the children from the time of tpitil
adulthood (Chen, Zet al., 2008; Ezzedeen and Ritchey), revealed that wdemrguilty leaving their children
at home even when they have someone looking &iectild/children.

Working mothers experience conflicts in balancingrikv and family roles and also experience
gender/motherhood stereotyping at the workplacelimbing the career ladder which affects their eare
development. (Hite and McDonald, 2005), found tlvatmen often make career choices based on theityfami
responsibilities, sometimes choosing to restraiairtitareer progress to accommodate family roles and
expectations. Despite record rates of female |&yae participation and progress in gender attisudeodern
family norms still hold women accountable for heashd home, which makes it harder for them to acwan
professional (Beatty, C.A., 1996; Rowney, J..LAdaaR. Cahoon, 1990; Tichenor, V., 2005). And alttjo
having children does not change their professian&ntation (Korabik, K. and H.M. Rosin, 1995), \kingy
mothers are more likely than men to amend theieexar in response to parenting (Blair-Loy, M. an&.A.
Wharton, 2002; Brett, J.M., L.K. Stroh, 2003), daeonflict arising either as a result of timeagtror behavior
creating difficulties in work and family roles.

A. Work-family conflict:

Work-family conflict is most described when workdafamily domains are mutually incompatible and
irreconcilable, conflicting and opposing one radeanother in terms of time, strain, and behavioaastraints.
Thus, work-family conflict occurs in three main fias i.e. time, strain and behavioral based confiiégs means
that any role characteristic that affects a pesstime involvement, strain, or behavior within ata role can
produce conflict between that role and another (@leenhaus, J.H. and Beutell, 1985).

B. Time base conflict:

This refers to the conflicts and challenges of heilag given time to both family roles and work role
(Greenhaus, J.H. and Beutell, 1985). Time pressuregled with association in one role may makditgically
unfeasible to fulfill expectations arising from &ner role; pressures also may produce a preocaupaith one
role even when one is physically attempting to mibetdemands of another role [26]. Time is a keydiain
individual's lives and a working mother has to bl the time between her job, her children, herseiél
chores. Therefore dividing time sufficiently betwefamily and work life of working mother is challging,
thus various scholars and researchers have idmhtifiat time conflict is a major determinant of kamily
conflict (Greenhaus, J.H. and Beutell, 1985). Ticoaflict have significant impact on career develepinin
that if a working mother is experiencing time caatfin terms of work and family roles then the mation to
engage in career development and advancementevdirhinished due to lack of time sufficiency to eopith
higher responsibilities due to conflicts in exigtiresponsibilities (Bartolome, F. and P.A.L Eval®79).

Time is a major concern because time at the wockpla viewed by employers as a substitute for
employee’s effectiveness (Bailyn, L., 1980). (Radbeand T.A. Beehr, 2003), identified that modtiegs of
organizations have made it customary with assumgptastablishing a link between time at work andntjtia
and quality of productivity. Organizations have deped the strategy of rewarding long hours and
organizational commitment thus making it difficéttr working mothers to balance the conflicts agsinom
work and family spheres (Lockwood, R., 2003). Farthore, top managerial attitudes toward the advaroé
of employees working less than standard full-tineers or those employees who do not devote the marim
amount of time possible to the organization arenseeless productive and less committed, and therdéss
valuable (Lewis, S., 1997). As a result, individuaVailable to work long hours and be presentémnvibrkplace
are better able to compete successfully for calegelopment opportunities (Burke, 2002). Howeveing a
mother doesn’t necessarily provide the luxury affstime to be equally and actively involved withnwaoles
due to family roles. (Tausig, M. and R. FenwickD2)) have identified time, specifically the workihgurs to
be the most consistent work factor and attribuggljoting work-family conflict.

C. Strain Based Conflict:

The juggling between family roles and work roles lsme health impact on individuals. Strain-based
conflict, consistent with headaches, fatiguesdtiess, tension, anxiety, depression, lack of concand bad
temper exists when strain in one role affects gpe'formance in another role; the roles are incdinlgain the
sense that the strain created by one makes itdliffio comply with the demands of another (Greeshd.H.
and Beutell, 1985; Duxburry, Let al., 1991; Frone, M.R.et al., 1997) and (Thomas and Ganster, 1995),
revealed that there is a relationship between Viamity conflict and the incidence of physical sielsses such
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as hypertension, hypercholesterolemia, gastro tinesdisorders, allergies, and migraines. (Duxbuauyd
Higgins 2012), identified that the most common oeasfor missing work included health problems sash
emotional, mental or physical fatigue. Both workfamily and family-to-work conflict have also been
associated with increased stress and burnout (Aodet al., 2002; Kinnunen and Mauno, 1998); cognitive
difficulties such as staying awake, lack of concatidn, and low alertness (MacEwen and Barling,4)9and
reduced levels of general health and energy (Frign,, et al., 1998). Furthermore, an employee experiencing
strain conflict is less likely to participate oké&ainitiatives for career development (Duxbury &tidgins 2012).
Working mothers are more subjected to experienegnsbased conflict due to role pressures andcdiffy in
reconciling work and family domains, additionalfress occurrence at work can spill over into fgrdidmain
and vice versa. Conversely, stress and burnoutriaegdfrom home and spilling over to work domaimafect

a working mother’s energy and abilities to perfgrraductivity and effectively therefore reducing thelihood

for working mothers to develop professional andsgag restrain instead from their career.

D. Behavioral Based Conflict:

Behavioral based conflict is a pattern of in-roihdvior that occurs as a result of incompatibiitiyh
expectations regarding behavior in another roleeé@haus, J.H. and Beutell, 1985). When individ aaés
stressed from keeping up with either family or woekponsibilities, it results in behavior conflichange in
behavior) arising from role to another (Greenhdud, and Beutell, 1985). The changes in behaviwtkude
mood swings, unfriendly attitudes and behavior,dvéral conflict is a serious predicament with styo
potential of negatively affecting employees as vesllemployers. (Beauregard, T., et al., 2009), lxdse
identified the behavioral outcomes resulting fromrkvfamily conflict to include reduced work effort,
reduced performance, and increased absenteeisnueraler. It has been reported that parents whb fee
overloaded by their numerous responsibilities acgenincline to show less warmth to their adolessemtd
are more prone to engage in conflicts with thentemd (Galambos, N.Let al., 1995). Difficulty balancing
work and family life has a negative impact on digthabits and physical activity practices (St-On§e et
al., 2002).

In a study by (Duxbury and Higgins 2012), it wapared that (36%) of the respondents experienced
high levels of depressed mood, (40%) reporting maidelevels of depressed mood, while (23%) repgorte
low levels of depressed mood. This study demorestrahe intense behavioral conflict experienced by
employees which can affect their zeal and motivatimengage in career development, because experien
a depressed mood positions an individual in thetldigely mood of pursuing professional growth and
development. Due to heavy workload from family awatk, individuals behaviors are affected conscipus!
unconsciously; for example, after having a longbad day at work, a mother may return back home all
agitated, moody, and unfriendly lashing out ondhiédren; and, or a mother had a bad morning withkids
and as such becomes frustrated and go to workaithttitude creating unfriendly work environment fier
colleagues and subordinates. According to (St-O8get al., 2002) behavioral conflict also includes lack of
interest in work or family related matters; whicleans lack of interest in work can also means lddhterest
in career development.

E. Career Development:

Career development is one of the key driversdividual and organizational effectiveness, henchokrs
and researcher have identified that lack of cadeselopment is at the detriment of both the indiaidas well
as the organization. However career developmentbkas noticeably more challenging to working magher
compared to their male counterparts. The (Malaysmaider 2013) reported that the nation’s workforse
deteriorating rapidly due to the fact that womem muiaking the decision to quit the workforce in oritestay at
home and take care of their families. This decis#otriggered by the challenges in handling fanaihd work
roles. According to (Roth, P.Let al., 2010), women are less readily considered pron@tzompared to their
male counterparts. Where family demands are coederambitious women rarely depend on organizational
support for fear of reinforcing the communal stéype (Broadbrigde, A., 2008). Moreover, many women
executives and those in elite occupations muddteudth by making discreet choices between careefanity
such as "opting out" or delaying parenting (Bladyl-M. and A.S. Wharton, 2002).

The gender difference practical in the effect oftmohood on career advancement still highly existne
with the high increase in women labour participati@te. The ability for working mothers to climbeth
corporate ladder is challenging and extremely diffi The responsibility that comes with being atineo
affects working mother’'s career development. (MargsR., et al., 2001), revealed that 83% of female
respondents agreed that commitment to family resipdities impedes women'’s career progress. (Valand
Hunter, 2005), found that having children was aisged with greater career progression within thmesa
organization for men, but reduced career prograssithin the same organization for women. In a éasgale
study of American public sector workers, havingldidgn was linked to greater career success forewmien,
but not for white women or for any ethnic minorittaff (Daley, D.M., 1996). These findings are esatile due
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to the juggling act and spillover from family-to-vkoand from work-to-family role resulting in highonk-
family conflict which hinders working mothers frodeveloping their careers. Diminished career devetn
can be from either the individual or the organwatithe individual may decide not the take up caree
development initiatives due to the (already loadeaily responsibilities in order to avoid more kioad.
Lack of career progress can also be a result ohenbbod discrimination in the workplace where therking
mothers are denied further career development lueidact that they are mothers and the assumpteintitiey
are unlikely to succeed since they have other ddingmesponsibilities.

However, developing oneself will equip working merth with the necessary skills, knowledge, expedenc
and competence needed to climb up the corporatetadith minimum gender or motherhood discriminatio
Although women can take the initiative in attainiogreer development, it is however, to a large nektidne
responsibilities of the organizations to providgaogtunities practices, polices, and initiativesréduce work-
family conflict and promote career development @€aet al., 2004). Career development is essential for both
the organization and the employee it results iraenbd to employee satisfaction, motivation, loyedtgntion,
reduced absenteeism, and increased morale, ci@atetitive edge and most importantly improve pemiance
and productivity.

Methodology:

This paper is as a result of secondary data aadhfitres gathered from experts reviews on work#ami
conflict and career development. Previous studiespast literatures from scholars and expertserfigid/area
were critically studied and reviewed to gain ardépth understanding of how work-family conflict iaqs
working mothers career development. Journals atntlesr used for the study were obtained online fr@rious
reputable sources.

Discussion And Conclusion:

Conversely from the literatures reviewed, it isatbthat working mothers experience extreme chadigig
regard to work and family roles and thus workingtimeos experience work-family conflict which occimsany
of the three forms {time, strain, behavior basedfiict} thereby hindering career progress.

Primarily, career progression has been said tdffeetad due to motherhood, time has been identtdig@
constant factor predicting work-family conflict, camnealth deteriorating has also been linked to viankily
conflict as well as behavioral changes. Career ldpweent is imperative for organizations effectivesie
therefore taking necessary precautions and stest@giensuring employees career development isroanat.

Additionally, scholars and researchers have owtlim@t working mother’s responsibilities have sfigaint
impact on their career development therefore essgential for organizations to understand how pinidlem
occurs. Family and work role responsibilities anevitable and these roles constitute to time cotfbtrain
conflict and behavioral conflict (work-family cordt) where mutual reconciliation between work aadily
domain remains a challenge.
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