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Abstract
Aim: This meta- analytic review aimed to synthesize and analyse studies that explored 
the relationship between nurses’ work– family conflicts and turnover intentions.
Design: This meta- analytical review was conducted according to the Joanna Briggs 
Institute guidelines and PRISMA checklist.
Data Sources: A total of 191 (k = 14) publications published between 2005 and 2019 in 
English, including grey literature on turnover intention and work– family conflict, were 
retrieved from PubMed, PsycINFO, Web of Science, ProQuest and Scopus databases.
Review Methods: Studies on the relationship between work– family conflict and turn-
over intention were summarized.
Results: An overall effect size of r = .28 (N = 5781, 95% CI [0.23−0.33]) was obtained, 
indicating a moderate, positive and significant relationship between work– family con-
flict and turnover intention. The moderator analysis showed that individualism and 
long- term orientation accounted for 90% of effect size heterogeneity of work– family 
conflict and turnover intention relationship.
Conclusion: Exploring the correlation between work– family conflict and turnover in-
tention can provide guidelines and recommendations for the development of strate-
gies to promote nurse retention and alleviate the nursing shortage. National culture, 
particularly individualism and long- term orientation, were found to play a significant 
moderator role in this relationship. Cultures that are highly individualistic and have a 
long- term orientation have a diminishing effect on the relationship between work– 
family conflict and turnover intention.
Impact: Work– family conflict and turnover intention are significantly correlated 
factors regardless of the studies’ cultural characteristics examined in this study. 
Policymakers and managers should consider this finding and develop strategies that 
provide a balance- oriented work design to prevent nurse shortage.
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1  |  INTRODUC TION

In the ongoing COVID- 19 pandemic, which has a massive impact on 
business and life, pressure on healthcare employees and increas-
ing workloads have gone beyond the normal (Yildiz & Elibol, 2020). 
Particularly, the resulting overload has caused employees to sacri-
fice themselves to save others’ lives and neglect their family lives. 
Nurses, as healthcare professionals, play an essential role in this 
tough process (Haddad et al., 2020). The need for them became even 
more pronounced during this period. For that reason, understand-
ing the drivers of nurses’ intention to leave the profession or the 
organization is critical in creating employee commitment and sat-
isfaction. Among these drivers, shift work and long working hours 
(Caruso, 2014), high workloads and demands on the individuals, staff 
shortage (McKnight et al., 2020) and environmental factors at the 
workplace have been associated with work– family conflict and even-
tually create not only an intention but also an action for leaving their 
institutions for the nurses.

1.1  |  Background

Turnover, which occurs because of unsatisfactory and stressful 
work environments, has adverse outcomes on healthcare institu-
tions by leading to nursing shortage (Haddad et al., 2020; Li et al., 
2018). One of the significant drivers of staff resignations is the 
turnover intention, which refers to ‘a conscious and deliberate 
willfulness to leave the organization’ (Tett & Meyer, 1993, p. 262). 
In recent years, while the demand for nurses has increased, re-
wards have decreased and working conditions have deteriorated, 
thereby increasing turnover intention (Dåderman & Basinska, 
2016).

Work– family conflict is an essential determinant of turnover 
intention (Huyghebaert et al., 2018; Pisarski et al., 2006). For the 
present study, work– family conflict is defined as a state in which 
there is an imbalance between an individual's work and family roles 
where work responsibilities spill over to the family side (Netemeyer 
et al., 1996). Organizational issues such as stressful work environ-
ments and inadequate human resources management practices 
are the main causes of work– family conflict (Boamah & Laschinger, 
2016). Unlike other professions, nursing mostly consists of women 
(Dåderman & Basinska, 2016); therefore, nurses need to balance re-
sponsibilities at home and at work. Similarly, nurses encounter multi-
ple and conflicting demands from patients’ needs, organizational and 
family- based demands (Gandi et al., 2011). Therefore, it is not easy 
to maintain work– family balance while working shifts as well as the 
housework and childcare duties (Kim & Windsor, 2015). These re-
sponsibilities increase stress levels and make nurses prone to work– 
family conflict (Battistelli et al., 2013). Achieving stability between 
job and family expectations is difficult (Sabokro et al., 2013), but if 
managerial and organizational measures are taken, this conflict can 
become more manageable.

In recent years, work– family conflict has become more compli-
cated because of the changes in social relations, workplaces and 
home environments. The changing environment that surrounds us 
has become more uncertain and unpredictable, especially during 
the COVID- 19 pandemic. Consequently, these circumstances 
bring to light the importance of work– family conflict, which poses 
serious risks for individuals’ physical and mental health (Eby 
et al., 2005). Although scholars generated a significant amount 
of research related to work– family conflict, health sector- specific 
research is relatively limited. Being one of the most important an-
tecedents of nurses’ turnover intention (Huyghebaert et al., 2018), 
work– family conflict causes a considerable contradiction between 
job and family responsibilities in affecting the blurred gender roles 
and changing employee values (Greenhaus & Powell, 2006). The 
new normal that we all adapt into, mounted the questioning of not 
only our ordinary lives but also our existing values and routines 
which will have the potential to change the game in every aspect 
of our work lives. Undoubtedly, health care personnel, particularly 
nurses, will be the most influential workforce in this new normal. 
Therefore, understanding the most prominent factors in their 
turnover intentions and taking actions accordingly for the rele-
vant causes of turnover intention become vital for health sector 
decision- makers and professionals to retain their key healthcare 
staff.

Even though these discussions shed light on the importance of 
the relationship between work– family conflict and turnover inten-
tion, to our knowledge, no study illustrates the general framework of 
the existing relationships nursing settings. In line with the underlying 
objective of expanding the knowledge on the antecedents of turn-
over intentions for nurses, we used meta- analysis.

This meta- analytic review includes the published research 
which studied the link between work– family conflict and turnover 
intention of nurses. Meta- analytic reviews include different stud-
ies that have unique characteristics, national cultures may account 
for this heterogeneity (Li et al., 2018). Based on this idea, given the 
review sample from fourteen different countries, we propose that 
Hofstede’s (2020) national cultural dimensions of power distance, 
masculinity, long- term orientation, indulgement, uncertainty avoid-
ance and individualism may account for the variability of the effect 
size of work– family conflict– turnover intention relationship.

2  |  THE RE VIE W

2.1  |  Aim

The aim of this review was to summarize studies on the relationship 
between nurses’ work– family conflict and turnover intention. In line 
with this aim, this review addresses the following questions:

RQ1. What is the effect size of the relationship between nurses’ 
work– family conflict and turnover intention?

RQ2. Is the effect size homogeneous or heterogeneous?
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RQ3. If the effect size is heterogeneous, which moderators lead 
to this heterogeneity?

2.2  |  Design

This meta- analytical review was conducted according to the Joanna 
Briggs Institute guidelines (Joanna Briggs Institute, 2019) and the 
Preferred Reporting Items for Systematic Reviews and Meta- Analysis 
(PRISMA; Mother et al., 2010) checklist. This review summarized the 
findings of past researches to provide a holistic framework of the 
relationship between the work– family conflict and turnover inten-
tion of nurses.

2.3  |  Search methods

The publication pool was created by searching online databases: Web 
of Science, PubMed, Scopus, PsycINFO and ProQuest. To obtain re-
cently published studies relevant to work– family conflict and turno-
ver intention, the search included all types of publications that were 
published before March 2020. To provide maximum sensitivity, we 
use the title, keyword and abstract option of EndNote(X9) software. 
Key search terms included nursing* nurse*, work- family conflict*, 
work- life conflict* work- family interference*, turnover intention*, 
*turnover and intention to quit* (see Table 1 for search results).

2.4  |  Quality appraisal

All articles were examined for quality with respect to the published 
‘Quality Assessment and Validity Tool for Correlational Studies’ 
(Cicolini et al., 2014). This assessment tool consists of 13 questions 
for checking and evaluating the design, sample, measurement and sta-
tistical analysis of each study (Table 2). According to this tool, the total 
scores of the publications were categorized as low (0– 4), medium (5– 
9) or high (10– 14). Two coders who were familiar with the work– family 
conflict and turnover literature coded the studies using an excel 
sheet. The coding details of all studies included in this meta- analysis 

are presented in Table 2. To ensure intercoding reliability between the 
two coders, Cohen's (1960) weighted Kappa correlation coefficient 
was used (r = 0.82; 95% CI [0.48– 1.00]). The result of this test indi-
cated that inter- coding reliability between the two coders was robust.

2.5  |  Inclusion criteria

We included publications that met the following criteria: (1) papers 
were published in English, (2) samples were of nurses, (3) stud-
ies investigated the relationship between work– family conflict and 
turnover intention, (4) studies reported at least a correlation or beta 
coefficient for the variables, and (5) studies clearly provided a con-
struct definition of work– family conflict and turnover intention.

2.6  |  Exclusion criteria

The exclusion criteria were as follows: (a) studies written in other 
languages but archived as if written in English (b) studies reporting 
incomplete data, (c) replications such as a paper published as both 
dissertation and article, (d) studies have poor statistics, (d) book 
chapters, reviews, editorials, (e) studies that have no correlation re-
sults and sample size information, and (f) studies that their corre-
sponding authors were not available.

2.7  |  Study selection and outcomes

We set our search criteria as ‘no time- limited’ and found 191 studies in 
the electronic databases (Figure 1). First, all records were imported into 
EndNote (X9) reference management software. Then, duplicate stud-
ies were eliminated, and a total of 82 publications were selected for 
screening. We screened abstracts, correlation and regression results, 
and reliability levels of 18 publications that met the targeted criteria. 
After reviewing these articles, four publications were excluded from 
the study; one was related to the occupational turnover intention that 
refers to permanently giving up the nursing job, and three were outli-
ers. Finally, 14 publications published between the dates of 2005 and 

TA B L E  1  Search results

Database Number of articles Search terms

Web of science 134 nursing* nurse*, work- family conflict*, work- life conflict* work- family 
interference*, turnover intention*, turnover*, intention to quit*

Scopus 13

ProQuest 15

PubMed 7

PsycINFO 4

Duplicates removed 91

Studies selected for synthesis by three reviewers 18

Final study selection (after quality selection) 14

*Refers that these keywords searched in title, keywords, and abstract of the selected databases by using EndNote X9 software.
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2019, of which 11 were research articles, 2 were dissertations and 1 
published conference paper were included in the review (see Table 1).

2.8  |  Data abstraction

The data abstraction form created by three reviewers. The following 
data were extracted: authors; year, country, and publication type; 
study design; subjects; theory; measure; reliability Cronbach's alpha; 
mean age, analysis, variables associated with turnover intention; 
quality assesment scores (see Table 3 for further details).

2.9  |  Synthesis

In meta- analysis studies, publication bias is a serious problem with 
misleading consequences. Although the funnel plot is a visual way to 
show whether publication bias exists or not, it is less powerful when 
compared with the other symmetry tests (Sedgwick, 2013), because 
there are several reasons behind asymmetry in funnel plots (Sterne 
et al., 2011). Points in Figure 2a,b represent each study, and studies 
that are located in the upper side of the funnel plot have large effect 
size while the smalls are placed at the bottom side of the funnel plot. 
Despite the fact that the distribution of studies is symmetrical about 
the middle line, we sought to determine whether there was a publi-
cation bias or not (k < 25 studies) by performing Egger's regression 
test (Egger et al., 1997) and a rank correlation test (Begg & Mazumdar, 
1994). The results of the Egger's regression test (z = 0.8191; p = 0.41) 
and the rank correlation test (τ = 0.23; p = 0.20) were not statistically 
significant. In addition to these analyses, a fail- safe N analysis was con-
ducted to detect publication bias. Analyses developed by Rosenthal 
(1979), revealed no publication bias in our study (N = 1,986). In other 
words, the sample size of this review exceeds the recommended num-
ber of sample size which is 5,781 in this study. Based on these results, 
there was no publication bias in this study.

To address our research questions, Hunter and Schmidt’s (1990, 
2004) three- stage meta- analytic approach was followed, which in-
cluded (1) testing the main effect size, (2) testing heterogeneity (the 
moderator existence test) and (3) testing the moderating effects.

Extracted data were encoded using the R program (R Core Team, 
2020). The data were analyzed by using the following packages: “met-
aphor” (Viechtbauer, 2010), “robumeta” (Fisher et al., 2017), “meta” 
(Balduzzi et al., 2019), and “psychmeta” (Dahlke & Wiernik, 2019). 
Correlation coefficients and sample sizes were used to calculate the 
effect size. When publications reported regression coefficients only, 
we transformed beta coefficients to the correlation coefficient using 
the formula r = b + 0.5 λ suggested by Peterson and Brown (2005). 
According to this formula, λ refers to an indicator of beta; if the beta 
is negative, λ equals zero; if it is positive, then the indicator's value is 
one. In correlational meta- analysis, because Pearson's r is not normally 
distributed, we converted these values to Fisher's Z statistic (Swanson 
& Holton, 2005).Cr
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The samples in this study were heterogeneous because of the 
different sample sizes, different populations and the variation in the 
characteristics of the included studies. As seen in Figure 2, because 
these characteristics signal heterogeneity, random- effects models 
were selected (Hedges & Vevea, 1998; Borenstein et al., 2011). To 
test the homogeneity of correlations across the studies, the I2 statistic 
was used. The I2 test describes the source of true heterogeneity not 
sampling error in studies (Borenstein et al., 2011; Huedo- Medina et al., 
2006). I2 values of 25%, 50% and 75% represent low, medium and high 
heterogeneity respectively (Higgins et al., 2003). Another indicator of 
heterogeneity is the Tau- squared (τ2) statistic; if the value of this test is 
zero, it means there is no heterogeneity (Quintana, 2015).

High- level heterogeneity may stem from moderator variables 
(Quintana, 2015). Therefore, we followed the moderator procedure 
outlined in past studies (Del Re, 2015). To test the moderator effect, 
we selected the mixed- effects model (Viechtbauer, 2010).

2.10  |  Moderator coding

Work– family conflict is interpreted in different ways across cul-
tures. For example, while conflict is perceived as an opportunity 
for development in China, it is interpreted as a threat in the United 
States (Aycan, 2008). For that reason, the role of cultural variations 
is one of the critical factors that affect the strength of the relation-
ship between work– family conflict and turnover intention (Billing 

et al., 2014). According to Hofstede's (2020) cultural dimensions, 
the authors coded national culture, namely individualism, power 
distance, masculinity, uncertainty avoidance, long- term orienta-
tion and indulgence. According to this taxonomy, power distance 
refers to the expecting and accepting the distribution of power. 
Individualism is related to the interdependence of the members of 
a society. While masculinity is related to the motivations of people, 
femininity is about liking what to do. As the name implies, uncer-
tainty avoidance is about the tolerance of ambiguity or inconstancy 
and the long- term orientation is about seeing the big picture of 
past, present and future and maintaining links among time spans. 
Finally, indulgence stems from the upbringing of individuals in a so-
ciety and refers to the controlling of the desires and the impulses 
of the individuals (Hofstede, 2020). The national culture scores 
of each country, as continuous moderators, were obtained from 
Hofstede’s (2020) website. The culture scores for each dimension 
range from 1 to 100.

3  |  RESULTS

3.1  |  Study characteristics

The sample of the studies consists of nurses (N = 5,781) mostly work-
ing in hospitals, nursing homes and healthcare centres. The detailed 
characteristics of the individual studies are presented in Table 3.

F I G U R E  1  Flow diagram of literature 
search
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3.2  |  Correlations between work– family 
conflict and turnover intention

As seen in the forest plot (Figure 3), the positive correlations be-
tween work– family conflict and turnover intention were between 
the ranges of r = 0.15 to 0.47 (95% [CI 0.02– 0.66]). Because the value 
zero was not in the confidence intervals (CI), all correlations were 
positive and statistically significant.

3.3  |  Meta- analysis of the correlation between 
work– family conflict and turnover intention of nurses

Based on the Higgins et al. (2003) classification, the 14 studies had 
high levels of heterogeneity (I2 = 73%, CI [40.79– 89.44]), and the 
Q- statistic was consistent with this result [Q (13) = 47.30, p < 0.001]. 
Supporting these results, the tau- squared value was also significant 
(τ 2 = 0.007, 95% CI [0.0018– 0.0223]). These indicators describe that 
the heterogeneity among the variables originated mostly from true 
heterogeneity and not from sampling error in studies. Using a ran-
dom effects model (Borenstein et al., 2011), our meta- analysis found 
that the effect size of the relationship between work– family conflict 
and job performance was 0.28 for the overall sample, with a 95% 
confidence interval of 0.23– 0.33.

In the literature, the most accepted effect size classification is 
Cohen’s (1988) classification that consists of three levels namely 
small (d = 0.2), moderate (d = 0.5) and high (d = 0.8) level effect 
sizes. However, a recent study, analysing 708 meta- analytic studies, 
discussed Cohen's classification as too exigent (Gignac & Szodorai, 
2016). According to this view, ‘Cohen's effect size guidelines were 
based principally on an essentially qualitative impression, rather 
than a systematic, quantitative analysis of data’. Moreover, they 
found that a small proportion of studies (3%) of correlations in the 
literature were as large as r = 0.50. Based on the 708 meta- analytic 
review findings, Gignac and Szodorai (2016) updated Cohen's clas-
sification as 0.10 as small, 0.20 as typical or moderate, and 0.30 rel-
atively large. In this respect, according to the Gignac and Szodorai's 
(2016) effect size classification, the average effect size of work– 
family conflict and turnover intention was found as moderate level 
in this study [N = 5,781 (r = 0.28, p < 0.01, 95% CI [0.23– 0.33])]. 
Therefore, the results were considered to be robust.

3.4  |  Power analysis

We performed a power analysis to assess the meta- analysis's sta-
tistical power following the equations of Valentine et al. (2010). To 
achieve this, we used a custom script (Winterton & Quintana, 2019). 
Accordingly, we entered the average number per group (N = 413), 
the number of effects (N = 14), and the summary effect size (0.28) 
into the custom scripts to estimate the ranges of effect sizes that 
this meta- analysis includes. Given the expected effect size (0.28) at 
high levels of heterogeneity, we achieved 100% power. As suggested A
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by Winterton et al. (2020), even if these values were adjusted con-
servatively (effect size of 0.1 and low heterogeneity), statistical 
power remains above 96%.

3.5  |  Moderator analysis

Following the procedures suggested by Del Re (2015), the modera-
tor role of national culture on effect size heterogeneity was tested. 
The meta- regression result indicated that (Table 4) the heteroge-
neity of the moderator model for individualism and long- term ori-
entation were significant [QM(6) = 42.72, p < 0.001, QE(7) = 4.59, 
p =0.71, τ2 = 0.003 (95% CI [0– 0.0086]) I2 = 0% (95% CI [0– 69.03])]. 
The results indicated that individualism (B = −0.002; z = −2.3512; 

p < 0.05; 95% CI [−0.0045 to −0.0004]) and long- term orientation 
(B = −0.033; z = −4.0198; p < 0.001; 955 CI [−0.0049 to −0.0017]) 
have a negative impact on the effect size of work– family conflict– 
turnover intention relationship. According to these results, while the 
levels of individualism and long- term orientation increase, the effect 
size heterogeneity of the work– family conflict– turnover intention 
relationship decreases.

4  |  DISCUSSION

Although meta- analyses and reviews have been conducted over the 
past five decades, there is a scarcity of research on the relationship 
between nurses’ work– family conflict and turnover intention. Our 

F I G U R E  3  Forest plot
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findings suggest that work– family conflict is an important indicator 
of turnover intention as in line with previous research. Specifically, 
the nursing workforce who predominantly consists of women, tends 
to develop leaving intentions mainly because of family responsibili-
ties such as marriage, children or older people who need substantial 
care (Nooney et al., 2010). As depited by Yildiz and Elibol (2020), 
this general picture is in accordance with the conservation resources 
theory (Hobfoll, 1989). The fact that work– family conflict threatens 
nurses’ positive resources, such as psychological and physical health, 
nurses tend to protect their well- being by having turnover intention.

This study's timing is also meaningful as it coincides with the 
COVID- 19 pandemic, which causes extensive work hours in hospitals 
to save the lives of patients. Meanwhile, healthcare professionals, 
especially nurses, sustained their tasks without family interaction, 
potentially causing psychological and physical burnout (Wang 
et al., 2012). Apparently, nurses are playing a significant role in this 
new normal. Additionally, 90% of nursing professionals consists 
of women (World Health Organization, 2020), and there are many 
roles expected from them in terms of gender in society (Greenhaus 
& Powell, 2006). The working shifts, as well as the duties of house-
work and childcare blur the boundaries between work and home 
(Gandi et al., 2011). Hence, the deterioration of the balance between 
work and family might be the root cause of this turnover intention 
(Haddad et al., 2020). Moreover, work– family conflict is deemed an 
important factor in threatening the physical and mental health of an 
individual. Thus, the conflicts experienced cause nurses to be more 
careless and may lead to various adverse outcomes like absenteeism, 
sluggishness or low commitment (Netemeyer et al., 2004).

It is evident that regardless of country of origin, work– family 
conflict has a moderate effect on turnover intention, which, in turn, 
emerges as an important issue. Meta- analytic reviews include differ-
ent studies with unique characteristics, and national culture charac-
teristics may account for the variety of the studies (Li et al., 2018). 
In response to this call, given the review sample from 14 different 
countries, we propose that Hofstede’s (2020) national cultural di-
mensions of power distance, masculinity, long- term orientation, 
indulgence, uncertainty avoidance, and individualism may account 
for the variability of the effect size of the relationship between 

work– family conflict and turnover intention. However, our find-
ings showed that only individualism and long- term orientation had 
a moderating effect on the relationship between work– family con-
flict and turnover intention relationship. According to Hofstede’s 
(2020) classification, ‘Individualism’ refers to the interdependence 
of the members of society. While ‘long- term orientation’ is about 
seeing the big picture of the past, present and future and maintain-
ing links among these periods. From the individualistic perspective, 
this could be explained by the social identity theory (Burke & Stets, 
2009). Because nurses in highly individualistic cultures tend to asso-
ciate their success with their identities, they may be more focused 
on their tasks and see their work as a kind of personal accomplish-
ment. From this perspective, they may overlook work's spillover into 
their personal lives. Even though past research found that individ-
ualists are more prone to work– family conflict (Olson et al., 2013), 
this could be explained by the human- oriented nature of nursing jobs 
and high on- task identity and task significance (Hackman & Oldham, 
1976). Consequently, nurses from highly individualistic backgrounds 
could also be more organized and therefore experience less conflict. 
Furthermore, putting long- term programs into practice for nurses’ 
development and well- being may lead to high levels of affective 
commitment (Fazio et al., 2017), which in turn will be effective in 
reducing turnover intention. When nurses in long- term oriented 
cultures experience work– family conflict, they tend to perceive the 
situation as temporary and therefore may put aside their turnover 
intention (Hofstede, 2020).

Our results also have practical implications. Alternative work 
arrangements could be especially important for a diverse work-
force that includes dual- earner couples, single parents, and em-
ployees caring for a sick or ageing relative (Robbins & Judge, 2013). 
Alternate work arrangements such as working with flexible hours 
and job sharing may alleviate work– family conflict and reduce nurse 
turnover intention. Specifically, the lack of full understanding of the 
complexity of nursing by hospital administrators may cause high 
levels of work– family conflict and turnover intention (Sasso et al., 
2017). Therefore, supportive supervisor behaviours (Alshutwi, 
2016; Zhang et al., 2019) and organizational support (Sabokro et al., 
2013) can mitigate the adverse outcomes of work– family conflict.

Model 1 Estimate SE z p

95% CI

L U

Intercept 0.472 0.123 3.841 0.001*** 0.2310 0.7126

Power distance 0.001 0.001 0.428 0.669 −0.0019 0.0029

Individualism −0.002 0.001 −2.351 0.019* −0.0045 −0.0004

Masculinity −0.002 0.001 −1.622 0.105 −0.0032 0.0003

Indulgent 0.002 0.001 1.586 0.113 −0.0004 0.0037

Uncertainty avoidance 0.002 0.001 1.484 0.138 −0.0005 0.0038

Long term orientation −0.003 0.001 −4.020 0.001*** −0.0049 0.0017

Note: Model Summary: QM(6) = 42.72; p < 0.001, QE(7) = 4.59; p = 0.710, τ 2 = 0 [95% CI = 0– 
0.0086], I2 = 0% [95% CI = 0– 69.03]
*p < 0.05, ***p < 0.001.

TA B L E  4  Meta- regression results for 
moderators (mixed effect model)
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4.1  |  Limitations and further research implications

Despite its comprehensive nature, this study also had some limi-
tations. The majority of reviewed publications had cross- sectional 
designs and were quantitative; further research should examine 
studies with longitudinal research designs and that are qualitative. 
Qualitative studies were excluded from this study, but they may 
include meaningful information (such as personality traits and or-
ganizational factors). The majority of the individual samples usu-
ally consisted of female nurses; to generalize the results, further 
research should include a representative number of male nurses. 
Furthermore, the present study only focused on certain online da-
tabases. Further research should take into account other databases. 
Also, further meta- analytic reviews should focus on potential mod-
erators that may affect the results generated by other studies in the 
literature. In the future, the causal effect of work– family conflict on 
turnover intention should be investigated by using potential media-
tors such as burnout and job satisfaction. One of the major limita-
tions of the study was also the number of publications, which was 
limited. There is a need for future empirical studies to conduct more 
comprehensive meta- analyses.

5  |  CONCLUSION

This meta- analytical review supported the individual studies’ find-
ings by providing evidence in which work– family conflict has a criti-
cal role in predicting turnover intention. In this regard, clarifying and 
understanding the role of work– family conflict in nursing settings 
might be useful in providing a preventive work environment and a 
work design that enables a balance between work and family. This 
study will help managers, hospitals, other institutions such as nurs-
ing homes and healthcare centres and policymakers generate solu-
tions for minimizing work– family conflict and sustaining the desired 
balanced work design. Using this study, cultural differences, espe-
cially individualism and long- term orientation, should be take into 
account by managers and hospitals to create an organizational milieu 
where individualist work performance is targeted and long- term ori-
ented relationships with nurses are established.
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