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Background: To identify work–family balance and level of happiness among married women dental hygienists in Seoul and 

Gyeonggi Province. The goal of this study is to use the outcome as basic data to determine the compatibility of dental hygienists 

with work and family, systems, and improvement of happiness levels.

Methods: From July 3 to August 10, 2020, 250 dental hygienists in Seoul and Gyeonggi Province were targeted. The questionnaire 

comprised 65 questions, including general characteristics (perception of work–family balance, perception of work–family balance 

system, job satisfaction, parenting type, happiness level) whether or not they were implemented. The results were obtained 

through a self-control questionnaire.

Results: The perception of work–family balance was significantly different in job rank and average income, while that of the work–
family balance system had significant differences in workplace type, total work experience, current job work experience, 

childcare system status, and parental leave period. Happiness level and job satisfaction were significantly different in job rank, 

average income, and childcare system status. Additionally, the perception of work–family balance and that of the work–family 

balance system showed a positive correlation with job satisfaction and happiness level. Finally, the perception of married women 

dental hygienists toward work–family compatibility was determined, where the higher the satisfaction with the job, the higher the 

level of happiness.

Conclusion: To improve the work–family balance and job satisfaction of dental hygienists and their levels of happiness, changes 

in social perception and improvement of the working environment such as proper staffing, flexible work systems, and incentive 

systems should be considered.
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Introduction

Work–family balance, which is widely referred to as 
“work–life balance,” entails the state created by harmony 
between individual work and life1). Notwithstanding the 
gender neutrality of the concept of work–family balance2), 
it is mainly used to refer to married women with children, 
and thus, the effectiveness of the work–family reconciliation 
policy is insufficient2). According to the work–family 
balance indicators of the Korea National Statistical Office 
in 20183), the number of husbands in favor of their wives’ 

employment (46.6%) was more than double that of those 
who opposed it (19.0%). However, upon considering the 
housework ratio of the couple, men accounted for 50 to 
60%, while women 99%4), which showed that women 
were simultaneously expected to work and do the 
housework at the same time. In the modern society, with 
the increase in women’s economic activities, the nuclear 
family has progressed, and the perception that gender roles 
are divided into men at work and women at home has 
begun to change5). Thus, the recent economic activity 
participation rate of women was 50.2% in 2016, 50.8% in 
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2017, and 50.9% in 2018, which is a very small difference 
but continues to increase6). This phenomenon reflects the 
modern society in which women’s participation in economic 
activities has increased6), which indicates that the 
proportion of dual-income families is gradually increasing.

Dental hygienists have been defined as “professionals 
who provide a part of oral health promotion to local 
residents and people with oral disease, and to lead a life 
with the goal of improving individual qualities and 
capabilities”7). The dental hygiene profession consists of a 
higher number of women than men8). As the need for work– 
family balance among women has recently increased8), for 
dental hygienists who combine work and family, a 
harmonious balance of the same is important. This balance 
allows one to control and condition one’s own life and to 
be satisfied with it9). A work–family balance can help to 
improve the quality of dental personnel management and 
dental care services at the workplace level10). At a national 
level, establishing a work–family balance plays an important 
role in becoming a competitive country5).

Previous studies on the reconciliation of married women’s 
work and family investigated the turnover intention of 
married women police officers11) and job satisfaction of 
social workers12), and studies on work–family reconciliation 
and happiness level were reported5). A study on the work–
family balance of married women dental hygienists reported 
factors affecting occupational commitment13) and career- 
interrupted intention14). However, studies on work–family 
balance and happiness levels targeting dental hygienists 
were insufficient.

Therefore, this study seeks to identify married women 
dental hygienists’ work–family balance and happiness 
levels in Seoul and Gyeonggi. Through this, the outcome 
is intended to be used as basic data for the improvement of 
work–family balance and system, as well as the happiness 
level of women dental hygienists.

Materials and Methods

1. Subjects

This study was targeted at married women dental 
hygienists working at a dental hospital/clinic in Seoul and 
Gyeonggi-do from July 3 to August 10, 2020. After fully 

explaining the purpose of the study and obtaining consent, 
face-to-face interactions were done via the Naver 
platform. A self-reported questionnaire was administered 
to the participants. A total of 188 copies were analyzed as 
final samples, excluding questionnaires with insincere 
responses among 250 copies of the survey subjects.

2. Materials 

This study was conducted by modifying and supplementing 
the questionnaires used in a study on the work–family 
balance and happiness level of dual-income families5) and 
a study on the effect of job characteristics and job 
satisfaction for endoscopy nurses15).

The questionnaire consisted of 19 questions on the 
perception of work–family balance, 4 questions on the 
perception of work–family balance system, 12 items on 
workplace form, 8 questions on general characteristics, 4 
questions on parenting type, and 18 questions on happiness 
level, which was a total of 65 questions.

1) Work–family balance
Work–family balance is a concept that explains roles 

and conflicts for an individual to fulfill their respon-
sibilities at work and in the family. This means that time, 
emotion, and actions are simultaneously balanced5,16). 

2) Perception of work–family system
The perception of the work–family system refers to the 

degree of awareness of the leave before and after 
childbirth, spouse’s leave before and after childbirth, 
parental leave, and the family care leave system2,11).

3) Job satisfaction
This refers to the degree of emotional and positive 

satisfaction that organizational members feel when 
performing their duties5,12,15).

4) Happiness level
This refers to a unit that provides a comprehensive 

measure of happiness in daily life that consists of 
psychological relaxation, family and marriage, personal 
relationships, daily life, economic stability, work, and 
health5).
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Table 1. Difference between Work–Family Balance and Work–Family Balance System Perception, Job Satisfaction, and Happiness Level 
according to General Characteristics

Variable n
Perception of 

work–family balance
Perception of 

work–family balance system Job satisfaction Happiness level

Mean±SD t/F Mean±SD t/F Mean±SD t/F Mean±SD t/F
Age (y)
   20∼29 36 2.97±0.63 1.390 2.76±0.78 1.928 3.24±0.61 0.271 3.11±0.47 1.957
   30∼39 89 3.09±0.69 3.08±0.85 3.31±0.48 3.20±0.45
   ≥40 63 2.65±0.82 2.92±0.93 3.26±0.56 3.20±0.49
Education
   College 135 3.02±0.70 −0.099 2.90±0.90 1.345 3.27±0.55 −0.471 3.19±0.44 0.631
   ≥University 53 3.03±0.67 3.15±0.78 3.31±0.49 3.31±0.48
Number of children
   None 50 3.15±0.73 1.732 2.62±0.72 5.874** 

(a＜c)
3.20±0.59 0.801 3.13±0.51 1.497

   1 person 70 3.04±0.66 3.04±1.00 3.29±0.45 3.23±0.42
   ≥2 people 68 2.92±0.68 3.14±0.77 3.33±0.57 3.28±0.49

SD: standard deviation.
a,cPost hoc test was conducted from Scheffe test.
**p＜0.01 by one-way ANOVA or t-test.

For the perception of work–family balance, “not at all” 
was 1 point and “very much” was 5 points. Reverse coding 
was performed to increase the explanatory power of the 
perception of work–family balance. The lower the score, 
the higher the level of perception of work–family balance. 
Cronbach’s  was 0.932. For the perception of work–
family balance system, job satisfaction, and happiness 
level, 1 point was given for “not at all” and 5 points was 
given for “very much”. Consequently, it was interpreted 
that the higher the score, the higher the degree. The 
Cronbach’s  values were 0.883, 0.876, and 0.879, 
respectively.

3. Analysis

The collected data were analyzed using the Statistical 
Package for the Social Sciences Version 25 (SPSS) 
program (IBM Corp., Armonk, NY, USA). To investigate 
the perception of work family balance, perception of work 
family balance system, job satisfaction, and happiness 
level according to general characteristics, workplace form, 
and parenting type, a t-test and one-way ANOVA were 
used. Verification was conducted using Scheffe’s test.

To investigate the correlation between the perception of 
work–family balance, perception of work–family balance 
system, job satisfaction, and happiness level, Pearson 
correlation analysis was performed. Multiple regression 

analysis was performed to examine the effects of parenting 
type, perception of work family balance, perception of 
work family balance system, and job satisfaction on 
happiness level.

Result

1. Difference between work–family balance 

and work–family balance system perception, 

job satisfaction, and happiness level 

according to general characteristics

The results of examining the differences between work–
family balance and work–family balance system perception, 
job satisfaction, and happiness level according to the 
general characteristics of the study subjects are reported in 
Table 1.

Among the sub-domains of general characteristics, the 
group with two or more children showed the highest 
awareness of the work–family balance system, where the 
group without children showed the lowest (p＜0.01). 
There was no significant difference between the perception 
of work–family balance, job satisfaction, and happiness 
level.
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Table 2. Difference between Work–Family Balance and Work–Family Balance System Perception, Job Satisfaction, and Happiness Level 
according to Workplace Form

Variable n

Perception of 
work–family 

balance

Perception of 
work–family 

balance system
Job satisfaction Happiness level

Mean±SD t/F Mean±SD t/F Mean±SD t/F Mean±SD t/F
Workplace type
   Dental clinic 156 3.03±0.69 0.380 2.90±0.86   6.917**

(a＜b＜c)
3.26±0.54    0.897 3.18±0.44   4.277*

(a＜c)   Dental hospital 24 3.06±0.69 3.03±0.71 3.37±0.49 3.36±0.54
   General hospitals and university hospitals 8 2.82±0.69 4.03±0.87 3.45±0.54 3.60±0.53
Total work experience (mo)
   1∼60 20 2.96±0.60 0.492 2.68±0.64   2.829* 3.40±0.47    0.696 3.21±0.51 1.355
   61∼120 67 2.96±0.64 2.99±0.86 3.22±0.52 3.15±0.40
   121∼240 81 3.08±0.75 3.11±0.90 3.29±0.53 3.25±0.51
   ≥241 20 3.06±0.69 2.59±0.87 3.33±0.63 3.38±0.48
Current job work experience (mo)
   1∼36 95 2.97±0.66 0.901 2.80±0.79   3.030* 3.25±0.54    0.379 3.18±0.47 1.358
   37∼72 40 3.02±0.63 3.17±0.96 3.27±0.53 3.19±0.38
  73∼108 17 3.26±0.75 2.90±0.56 3.37±0.49 3.34±0.48
   ≥109 36 3.06±0.78 3.22±1.01 3.33±0.55 3.33±0.55
Job rank
   Staff 89 2.98±0.64 5.830** 2.95±0.89 0.445 3.15±0.53    7.642**

   (a＜c)
3.13±0.43   4.665*

(a＜c)   Team leader 30 2.72±0.63 2.86±0.68 3.22±0.49 3.23±0.52
   ≥Manager 69 3.21±0.73 2.78±0.93 3.47±0.50 3.35±0.48
Number of employees (persons)
   ＜10 149 3.06±0.68 2.869 2.92±0.87 1.394 3.27±0.54    0.563 3.20±0.47 2.835
   10∼49 31 2.79±0.62 3.12±0.92 3.25±0.54 3.23±0.43
   ≥50 8 3.34±0.82 3.31±0.50 3.47±0.39 3.60±0.52
Average income (million won)
   ＜200 17 2.81±0.53 2.523* 2.75±0.71 0.755 3.07±0.47    5.061**

 (c＜d,e)
2.91±0.39    5.764**

(a＜d,e)
(c＜d)

   200∼249 33 2.95±0.61 2.82±0.67 3.28±0.48 3.32±0.52
   250∼299 80 2.93±0.71 3.02±0.85 3.16±0.57 3.12±0.44
   300∼349 45 3.26±0.74 3.08±0.99 3.46±0.44 3.39±0.43
   ≥350 13 3.22±0.53 2.92±1.20 3.65±0.41 3.44±0.44
Whether vacation is used
   Possible 122 2.09±0.66 1.918 2.99±0.87 0.560 3.32±0.52 −1.420 3.24±0.44 0.760
   Impossible 66 2.89±0.72 2.92±0.88 3.20±0.55 3.19±0.51
Childcare system
   Yes 80 3.05±0.65 0.370 3.32±0.81   5.10** 3.40±0.43    2.810** 3.34±0.43    2.990**
   No 108 3.01±0.72 2.70±0.82 3.19±0.58 3.14±0.48
Parental leave period (mo)
   ≤6 16 3.02±0.61 0.834 2.89±0.74   3.189*

(a＜b)
2.78±0.41    0.825 3.25±0.37 0.410

   7∼12 41 3.13±0.65 3.48±0.62 3.44±0.44 3.34±0.43
   ≥13 23 2.91±0.67 3.34±1.04 3.41±0.42 3.49±0.47

SD: standard deviation.
a∼ePost hoc test was conducted from Scheffe test.
*p＜0.05, **p＜0.01 by one-way ANOVA or t-test.

2. Perception of work–family balance and 

work–family balance system, job satisfaction, 

and happiness level according to workplace 

form

The results of examining the differences in the perception 

of work–family balance and work–family balance system, 
job satisfaction, and happiness level according to the 
workplace form of the study subjects are reported in Table 2. 
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Table 3. Difference between Work–Family Balance and Work–Family Balance System Perception, Job Satisfaction, and Happiness Level 
according to Parenting Type

Variable n
Perception of 

work–family balance

Perception of 
work–family 

balance system
Job satisfaction Happiness level

Mean±SD t/F Mean±SD t/F Mean±SD t/F Mean±SD t/F
Whether a child needs care
   Yes 90 2.93±0.67 −1.145 3.21±0.84 2.215* 3.27±0.48 −1.207 3.22±0.44 −1.299
   No 48 3.07±0.68 2.87±0.95 3.38±0.54 3.33±0.47
Caring form
   1 person 74 2.93±0.67 0.384 3.18±0.86 0.276 3.26±0.50 1.570 3.21±0.45 0.250
   2 people 12 3.04±0.48 3.31±0.63 3.44±0.32 3.30±0.32
   3 people 4 2.71±1.05 3.44±0.97 2.98±0.47 3.15±0.66

SD: standard deviation.
*p＜0.05 by one-way ANOVA or t-test.

1) Recognition of work–family balance according to 
workplace form

There was a significant difference in the recognition 
level of work–family balance in job rank and average 
income (p＜0.05). In the job rank, the group above the 
manager was 3.21 points, indicating that the level of 
awareness of work–family balance was high; in average 
income, the recognition level was low at 2.81 points in the 
group under 200 million won.

2) Recognition of work–family balance system according 
to workplace form

There were significant differences in the perception of 
work–family balance system in workplace type, total work 
experience, current job work experience, childcare system 
status, and parental leave period (p＜0.05). According to 
workplace type, both general and university hospitals were 
at 4.03 points, dental hospitals at 3.03 points, and dental 
clinics at 2.90 points. Regarding experience, the group 
who worked for 241 months or more had 2.59 points, and 
according to the length of time at the current hospital, the 
group that worked for 1∼36 months showed the lowest 
value of 2.80 points.

In addition, the group with childcare system (3.32 
points) showed a higher awareness of the work–family 
balance system than the group without the childcare 
system, and the group with less than six months of parental 
leave (2.89 points) showed the lowest significance.

3) Job satisfaction according to workplace form
There were significant differences in job satisfaction in 

the job rank, average income, and childcare system (p＜ 

0.05). According to the job rank, job satisfaction was 
highest in the above the manager group at 3.47 points, and 
the lowest in the staff group at 3.15 points. In terms of 
average income, job satisfaction was highest in the group 
with more than 350 million won (3.65 points), and the 
lowest in the group with less than 200 million won (3.07 
points). The group with the childcare system (3.40 points) 
showed significantly higher job satisfaction than the group 
without it (3.19 points).

4) Happiness level according to workplace form
Workplace type, job rank, average income, and 

childcare system showed significant differences in happiness 
levels (p＜0.05). In the workplace type, the group working 
at general and university hospitals had 3.60 points, while 
other hospitals and clinics had 3.36 and 3.18 points, 
respectively. According to the job rank, there were 3.35 
points in the group of managers or higher, 3.23 points in 
the team leader level group, and 3.13 points in the staff 
group were sequentially indicated. Regarding average 
income, the happiness level was highest in the group with 
more than 350 million won (3.44 points), and the lowest in 
the group with less than 200 million won (2.91 points). 
The happiness level was significantly higher in the group 
with the childcare system (3.34 points) than in the group 
without it.
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Table 5. Effect of Work–Family Balance and Work–Family Balance System Awareness and Job Satisfaction on Happiness Level

Variable
Happiness level

B Standard error  t-statistic
(constant) 16.963 3.009     5.638**
Whether a child needs care (ref. no)  
   Yes 3.423 2.700 0.203     1.268
Caring form (ref. 3 people)
   1 person −3.114 2.686 −0.181 −1.159
   2 people −3.738 3.142 −0.109 −1.190
Perception of work family balance 0.149 0.037 0.231     4.047**
Perception of work family balance system 0.094 0.134 0.039     0.706
Job satisfaction 0.794 0.078 0.599   10.196**
F(p) 34.660*
Adjusted R2   0.519

*p＜0.05, **p＜0.01 by multiple regression analysis.

Table 4. Correlation between Work–Family Balance and Work–Family Balance System Perception, Job Satisfaction, and Happiness Level

Variable Perception of 
work–family balance

Perception of 
work–family balance system Job satisfaction Happiness level

Perception of work–family balance 1
Perception of work–family balance system −0.037 1
Job satisfaction     0.423*** 0.246** 1
Happiness level     0.475** 0.184* 0.699*** 1

*p＜0.05, **p＜0.01, ***p＜0.001 by Pearson correlation analysis.

3. Perception of work–family balance and 

work–family balance system, job satisfaction, 

and happiness level according to parenting 

type

The results of examining the differences in the 
perception of work–family balance and work–family balance 
system, job satisfaction, and happiness level according to 
the parenting type of the study subjects are reported in 
Table 3. 

Among the sub-domains of parenting type, there was a 
significant difference in the perception of work–family 
balance system in whether a child needs care (p＜0.05). In 
groups with caring children, the perception of work–
family balance system was high at 3.21 points, and in the 
group without caring for children, the perception of work–
family balance system was low at 2.87 points. There was 
no difference according to parenting type in the perception 
of work–family balance, job satisfaction, and happiness 
level.

4. The correlation between work–family balance 

and work–family balance system perception, 

job satisfaction, and happiness level

The results of examining the correlation between work–
family balance and work–family balance system perception, 
job satisfaction, and happiness level are reported in Table 4.

The perception of work–family balance showed a sign-
ificantly positive correlation between job satisfaction (r= 
0.423, p＜0.001) and happiness level (r=0.475, p＜0.01). 
The perception of the work–family balance system also 
showed a positive correlation between job satisfaction 
(r=0.246, p＜0.01) and happiness level (r=0.184, p＜ 

0.05). Job satisfaction and happiness levels (r=0.699, p＜ 

0.001) also showed a significantly positive correlation.

5. The effect of the perception of work–family 

balance and work–family balance system, 

job satisfaction on happiness level

The results of examining the effects of the perception of 
work–family balance and work–-family balance system 
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and job satisfaction on happiness level is reported in Table 5.
The happiness level was found to be affected by the 

perception of work–family balance (=0.231, p＜0.01) 
and job satisfaction (=0.599, p＜0.01). This is the result 
after adjusting for general characteristics (variables in 
Table 1) and workplace form (variables in Table 2), and it 
shows an explanatory power of 53.5%. In other words, it 
can be explained that the higher the perception of work–
family balance and job satisfaction, the higher the 
happiness level.

Discussion

According to the 2018 Statistics Korea indicator3,4), the 
ratio of double-income households was 46%, but the ratio 
of housework was 50 to 60% for men and 99% for women. 
This shows that there is no balance between work and 
family, and that women are in charge of various roles in 
the family. For dental hygienists, a high proportion of 
them being women, it can be said that a harmonious work–
family balance will have a great impact on happiness level 
and quality of life. Therefore, in this study, the factors 
affecting happiness levels in work–family balance areas 
were investigated for married women dental hygienists in 
the Seoul/Gyeonggi area.

As a result of looking at the differences in work–family 
balance, system, and happiness level according to general 
characteristics, in the absence of children, the perception 
of work–family balance was high, but interest in the work–
family balance system was higher as the number of 
children increased.  Jung17) reported that the variable with 
the greatest relative influence on the work–family balance 
of married working women was the stress of raising 
children. Therefore, the more children there are, the higher 
the interest and necessity of the government system, so it 
is thought that organizational culture formation and 
official policy support for practical support are necessary.

In the lower domain of the workplace form, the higher 
the workplace type, job rank, and average income, and the 
more the childcare system existed, the better the re-
cognition and happiness level were in the work–family 
balance. The results of the workplace type are shown to be 
similar to those that affect the work environment and job 

satisfaction according to hospital size in the study of Lee 
and Kim18). In a study by Kim and Park19), job satisfaction 
was higher as hospital size was large, training opportunities 
were given, and allowances were paid for long-term 
service and other vacations (menstrual leave, monthly 
leave, etc.). Based on these results, if the work environment 
is improved at the dental hospital and clinic level, the 
work–family balance and happiness level of married 
women dental hygienists can be developed in a better 
direction.

The higher the job rank, the higher the job responsibility 
and autonomy, and it is in the same vein as Jung’s20) study, 
who reports that autonomy and task importance have a 
significant effect on job satisfaction. However, according 
to Ahn21), when women workers had high organizational 
commitment, they perceived that they could not properly 
perform their roles and responsibilities in the family, 
leading to an increase in work–family conflict, which 
differed from the results of this study. Thus, it is thought 
that if the social perception that women are obliged to bear 
the role of the family was improved, this would further 
improve personal responsibility and autonomy for work 
and will have a positive effect on the work–family balance 
and happiness level. As for average income, Lee’s22) study 
reports that the more satisfied the income, which leads to 
overall life satisfaction, thereby supporting the argument 
in the present study. This is thought to be a result of the 
fact that the level of affluence in life increases according 
to income. 

The presence or absence of a childcare system is similar 
to that of Jang and Yi’s23) report that the ease of use of 
parental leave has the greatest impact on job satisfaction. 
Therefore, it is thought that a better work environment can 
be pursued if the ease of use of the system as well as the 
childcare system are improved. On the other hand, 
according to the announcement of the Korea Labor 
Institute24), although the length of parental leave for men 
in Korea is increasing every year, the proportion of men  
taking parental leave is at 13.4% (2017), which is very 
low. Consequently, it is thought that if men's free use of 
parental leave is used and social support is used to reduce 
the burden of childcare at home, an improved work–family 
balance will be exhibited.
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In the lower domain of the parenting type, it was found 
that the more children that needed care, the better the 
perception of the work–family balance system.

The above-mentioned results are consistent with the 
Kim’s25) study, who report that employed women with 
several preschool children show a positive attitude toward 
direct service support policies including child care 
services. It can be said that this is in line with the studies 
of Park and Un26) who report that the more women with 
preschool children recognize the contents of the 
institutional support system needed for work family 
balance, the more likely they would achieve work–family 
balance. This is thought to be because families that have 
the duty to support children in their care experience 
greater difficulties in work–family balance than families 
that do not. Kim25) reported that employed mothers raising 
preschool children reported that the time support policy 
and service provision policy among the work–family 
balance system had a high positive effect, and that the 
negative effect of the vacation policy was also highly 
recognized. Therefore, it is necessary to revise the law that 
can be actively used by both men and women in pursuit of 
changes in maternity and parental leave systems.

As a result of analyzing the relationship between work–
family balance and perception of the work–family balance 
system, job satisfaction, and happiness level, when each of 
these factors was high, a positive correlation with 
effectiveness was also confirmed. The effects of the 
perception of work–family balance and work–family 
balance system, and job satisfaction on happiness level 
were found to affect happiness level in the perception of 
work–family balance and job satisfaction. Previous studies 
have reported that although expectations and demands are 
increasing for men  participation in family life, the overall 
atmosphere, perception, and values of the society have not 
changed14,27). Since the 2000s, the government has made 
several policy efforts, such as support for the work–family 
balance in order to increase fertility rates but has reported 
that double-income families do not favor it28). In 
particular, the lower the household income, the lower the 
recognition of the work–family balance support policy for 
companies with fewer than 50 employees and temporary 
positions29). In the case of dental hygienists, the ratio of 

those working in dental hospitals (clinics) is higher than 
those in general hospitals, and even though there is a 
government support system, it is thought that the results 
are not highly effective and recognized.

In addition, it has been mentioned that the job 
satisfaction of a dual-income couple affects the conflict 
between the rectal and the family or the complementary 
relationship, and if the balance between work and family 
is not achieved, it will affect job satisfaction in the 
workplace5,12,13,21). In addition, according to a study by 
Yu30), it was reported that job satisfaction at a professional 
rather than an individual level had a very high effect on 
happiness. In addition, economic factors have a great 
influence as one of the factors that improve the quality of 
life27). Therefore, for women dental hygienists to maintain 
a high level of happiness by reconciling work and family, 
it is necessary to improve their perception not only 
individually but also socially. In addition, it can be 
assumed that the work environment affects both pro-
fessionalism and job satisfaction. Accordingly, in the 
workplace, the workplace childcare support system, 
parental leave system, flexible working system, and 
incentive system for dental hygienists should be actively 
implemented by providing a family friendly workplace 
culture. It is thought that a change in the perception is 
necessary which entails that the work–family balance 
system is one that all workers can use. This system 
improvement is thought to be helpful for the career 
interruption of women dental hygienists and proper supply 
of manpower for dental care.

The limitations of this study included the study subjects 
being limited to Seoul and Gyeonggi regions, and 
difficulties in recruiting study subjects due to COVID-19. 
As a result, the generalization of the study results is 
limited. Therefore, future follow-up studies should expand 
the study area to the entire country. In addition, since only 
self-reported questionnaires are used, there is the 
uncertainty that specific matters and subjective character-
istics, other than that of the questionnaire items, cannot be 
known. Therefore, it is recommended that various survey 
methods, such as interview surveys and questionnaire 
surveys, are needed for more accurate evaluations in 
follow-up studies.
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