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DOES GENDER EXACERBATE THE EFFECT OF
WORK-FAMILY CONFLICT ON EMPLOYEE
SATISFACTION IN THE HOTEL INDUSTRY?

Eunice Fay Amissah’, Valerie Efua Kwansima Bempong', Emmanuel Gamor’

Abstract

Hotel employees, in recent times, put in more effort at work, working for long hours and even on holidays and weekends. As a
result, they find it difficult to efficiently meet the demands of both their work and personal life. This study used a cross-sectional
research design to examine work-family conflict and its effects on job satisfaction and life satisfaction of hotel staff. The study
also sought to examine the moderating effect of gender on the relationships between work-family conflict, job satisfaction and life
satisfaction. A diverse sample of 286 respondents, conveniently selected, completed a structured questionnaire. Generally, the
results of a PLS-SEM analysis showed that work-family conflict is not significantly related to job satisfaction but with employees’
life satisfaction. Specifically, work-to-family conflict has no significant relationship with job satisfaction whereas work-to-family
and family-to-work conflict were uniquely associated with life satisfaction. The interference of family demands with the work of
a hotel employee positively affects life satisfaction irrespective of the gender of employees. However, job satisfaction significantly
relates to life satisfaction. Gender fully moderated employee work interfering with family and job satisfaction relationship.

Theoretical and practical implications as well as directions for future studies were discussed in the paper.
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INTRODUCTION

Work and family are seen as essential parts

Even though work-family conflict is a

common issue encountered by the majority of

of every adult life (Morrison, Mensah, Kpakpo &
Asante, 2020;  Nordenmark, 2017). The
responsibilities of work and family roles require
resources. Nevertheless, the role scarcity hypothesis
posits that individuals are constrained with scarce and
limited resources including time. Therefore, it is
difficult for employees to successfully juggle the
demands that arise from the domains of work and
family. Consequently, resulting in an inter-role
conflict where the two roles would compete for the
individual’s resources, creating incompatibility that
generates conflict between employees’ work life, and
family life (Laode, Nur, Taufik, Sabara, Rosmawaty,
Kartini, & Mirad, 2017). This inter-role conflict is
known as work-family conflict [WFC] (Geurts, Taris,
Kompier, Dikkers, Van Hooff & Kinnunen, 2005).

employees (Aslam et al., 2011, Morrison et al., 2020),
those in the hotel sector tend to experience it more
since there are more demands on employees to make
the sector competitive which may negatively impact
performance (Sultan & Akhtar, 2019; Weerasinghe &
Batagoda, 2015). Specifically, the hotel sector like
any other service industry is known to be labour
intensive, characterized by long work hours and
irregular job patterns aimed at ensuring the
satisfaction of guests. Employees work almost 24
hours, weekends and holidays making hotel jobs quite
demanding. Meanwhile, individuals also owe their
family certain duties and responsibilities such as
household chores, parental, marital and care roles.
Together, these make hotel employees vulnerable to

work-family conflict. These make hotel employees
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mostly susceptible to inter-role conflict, particularly in
luxury hotels where customer satisfaction remains a
key requirement. Employees are therefore required to
go the extra mile such as dealing with heavy workload,
dealing with jay customers and working for longer
hours which may affect their family roles.
Subsequently, creating work-life conflict with its
concomitant effect on employees’ job performance
and life.

The Spillover theory posits that emotions
such as moods as well as stress, and the recurring
thoughts generated in a role domain often have the
potential of influencing or spilling over into other
domains. This is usually detected in situations where
some form of inter-role conflict exist. Such that
involvement in work-role may reduce the effective
performance of family role, and the reverse is true.
Kalliath, Kalliath, and Singh (2011) posited that
workers often carry their emotion, skills, behaviour,
and attitude related to work to their families. Spillover
can impact work-family relationship negatively and
positively. For a positive spillover to arise,
satisfaction in one domain together with achievements
can lead to satisfaction and success in the other sphere.
In the case of a negative spillover, dissatisfaction in
one area leads to dissatisfaction in the other domain
(Xiao & O'Neill, 2010).

The concept of work-family conflict is a
growing area of research that has attracted the interest
of researchers in recent years. Particularly the
examination of the effect of work-family conflict on
various work outcomes of employees and the
consequences on the individual (Zhang, Griffeth, &
Fried, 2012; Ru Hsu, 2011). Studies including that of
Gamor, Amissah, Amissah, and Nartey (2018),
Gamor, Amissah, and Boakye (2014), O'Neill and
Davis (2011), and Xiao and O'Neill (2010) have
explored WFC in the hotel sub-sector. Nevertheless,
little attempt has been made to examine links between

WEFC, job and life satisfaction of employees in such

settings. Although studies have been conducted
individually on job satisfaction (Amissah, Gamor,
Deri, & Amissah, 2016; Goris, 2007) and work-family
conflict (Turliuc & Buliga, 2014; Gamor, Amissah, &
Boakye, 2014; Rathi & Barath, 2013), little attention
has been given to the relationships between these
constructs in luxury hotels in Ghana (Mensah,
Amissah, & Nsaful, 2018; Segbenya & Dela
Ahiatrogah, 2018). Besides, there is a dearth of
information regarding the relationships between the
bi-directional nature of work-family conflict and hotel
employees’ gender (Ma & Turel, 2019; Yoo & Lee,
2018), especially from developing countries.
Through the spillover lens, this study
examines the perceived effect that domain spillovers
have on employees’ satisfaction with job and life.
Specifically, it examines the perceived effect of work
and family demands on employees’ job satisfaction
and life satisfaction. The study also examines the
moderating role of gender on the relationships existing
between work-family conflict, and employees’ job
and life satisfaction. The results of this study add to
the body of knowledge on WFC by bringing to fore
the nature of the relationships in the context of an
emerging economy. Secondly, it gives an insight into
the relationship between WFC, job and life outcomes

of employees.

LITERATURE REVIEW
Work-Family Conflict

Role conflicts between work and family were
first elucidated by the study of Kahn, Wolfe, Quinn,
Snoek and Rosenthal (1964). The conflict was further
explained by Greenhaus and Beutell (1985) that
demands from one role influence one’s ability to
successfully satisfy the requirements connected with
other roles in the other domain. In view of this, work-
family conflict, as a concept, was defined as a form of
inter-role conflict in which the role pressures from

work and family domains are mutually incompatible
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in some respect (Greenhaus & Beutell, 1985).
Similarly, other researchers have acknowledged that
demands from the workplace and that of the family are
mutually incompatible (Higgins, Duxbury, & Lyons,
2007). Hence, meeting the demands of these two
domains successfully has become difficult.

The concept of work-family conflict suggests
bi-directional effects facilitated by two main
dimensions to the phenomenon. According to Aslam,
Shumiala, Azhar, and Sadaqat, (2011) the concept of
WEFC is conceptualised as a construct that can affect
work demands and, family demands. Whenever there
is an assessment of the likelihood of an individual to
experience inter-role conflict, the direction of the
effect must be taken into consideration. The bi-
directional characteristics of work-family conflict
(Qiu & Fan, 2015; Rathi & Barath, 2013; Beutell,
2010; Kinnunen, Feldt, Mauno, & Rantanen, 2010)
shows that work demands interfere with family
demands (WIF) and family demands can also interfere

with work demands (FIW).

WIF and FIW

Work-family interference represents the
ability of workplace issues and roles to interfere with
family roles and responsibilities of an individual. This
dimension of the WFC has also been described as
taking work home (Jamaludin, Ibrahim, & Dagang,
2018; Tsaur & Yen, 2018; Aslam, Shumiala, Azhar,
& Sadaqat, 2011; Ahmad, 2008), describing the
situation where the work duties of an individual are
capable of creating some kind of conflict in the family
domain as both demands struggle over the finite time
and energy at the disposal of the individual, resulting
in work-family interference that ultimately results in
work-family conflict. In contrast, when there is a
disturbance in the work-life of an individual as a result
of fulfilling family demands, there is a creation of
Family-Work Interference (FIW) (Frone, Russell, &

Cooper, 2000). This emanates from home issues

including child and or elderly care issues and the time
demanded by family roles just to outline a few (Aslam,

Shumiala, Azhar, & Sadaqat, 2011).

Job Satisfaction

Locke (1976), classically defines the concept
of job satisfaction as a pleasurable or positive
emotional state resulting from the appraisal of one’s
job or job experiences (Locke, 1976). Robbin (2015)
also views job satisfaction as the accumulation of
feelings (both positive and negative) that an employee
ascribes to his or her job. Afzal and Farooqi, (2014)
posit that contemporary-day managers find the
handling of job satisfaction (JS), a challenging and
multifaceted area when because job satisfaction
greatly impacts on the motivation of employees,
affecting productivity as well as the performance of
every service-oriented organization (Aziri, 2011).
Therefore, job satisfaction of a hotel employee is
essential for the delivery of quality service and the
survival of the organization in this ever-competitive
industry. Especially in the hotel industry, where
employees are required to work during odd hours as

well as holidays.

Work-Family Conflict and Job Satisfaction
Mensah, Amissah and Nsaful (2018) studied
how gender moderates the relationships between
work-family, job and family satisfaction among junior
staff of universities in Ghana. They concluded that
WEFC negatively impacts job satisfaction. Similarly,
Dartey-Baah (2015) affirmed that WFC negatively
affects the job satisfaction of corporate managers.
Also, studies show that the experience of WFC among
corporate leaders affects their job satisfaction
negatively (Dartey-Baah, 2015; Mensah et al., 2018).
Namasivayam and Mount’s (2004) study conducted in
Pennsylvania in seven hotels hypothesized an inverse
WEFC - job satisfaction relationship. The study found

out that the greater the work-family interference
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experienced by an individual, the lower the job
satisfaction. In the case of family-work interference, it
was found that conflicts negatively relate to job
satisfaction. In addition, studies by Afzal and Farooqi
(2014) and Mensah et al. (2018) depict a negative
effect of FIW on job satisfaction. Segbenya, Peniana
and Aggrey (2018) also examined the effects of work-
life balance on the level of satisfaction with the job of
employees of educational institutions. With a total of
140 respondents, it was found that work-life conflict
has a moderate negative influence on job satisfaction.

Anafarta (2011) studied, the bi-direction of
work-family conflict using structural equation
modelling (SEM) to analyze responses from 226
respondents in Turkey. It was found that WIF affects
job satisfaction but FIW does not affect job
satisfaction. The study revealed a reciprocal
relationship between the bidirectional conflicts of
WEFC. Also, the experience of WFC was noted to have
a significant influence on one’s job satisfaction while
family-work conflict did not have such influence. Job
satisfaction has therefore been attributed to lower
WEC in such relationships (Chen, Brown, Bowers, &
Chang, 2015; Madhavi, 2015). We, therefore,
hypothesize that:

HI: WFC negatively influences hotel employee Job
Satisfaction.

H2: WIF negatively influences hotel employee Job

Satisfaction.

H3: FIW negatively influences hotel employee Job

Satisfaction.

Life Satisfaction

To better understand an individual, Life
Satisfaction (LS) plays a major role where the
pathway and belief about one’s own life resulting in
being happy are given a closer look (Lippman,
Guzman, & Moore, 2012). Life satisfaction is the

mental constituent of subjective well-being. With this,

an individual compares the perception of living
standards and living conditions, thus appraising life
(Cegen, 2007). This means that life satisfaction is a
very subjective phenomenon. Further evidence from
the literature shows that life satisfaction is a vital
segment of a happy and decent quality life. It is
connected to joy, happiness, essentialness, good faith,
enthusiasm, and self-actualization. Again, Karimi,
(2008) said LS is the ability of a person to progress

confidently in life and is content with his/her life.

Work-Family Conflict and Life Satisfaction

When role demand conflict arises,
detrimental effects are observed in life satisfaction
(Afzal & Farooqi, 2014). However, early studies have
suggested that the relationship between life
satisfaction and WFC is not fully explained as mixed
and differential findings have been realized across
studies (Allen et al., 2000). This points to undetected
potential moderator variables that may be left
unexplained. To Neto, Chambel and Carvalho (2018),
there is an inverse association when it comes to WFC
and the satisfaction derived from one’s life. In the
sense that the interference caused by work demands in
the family (WIF), and that of family demands in work
(FIW) have an inverse influence on job and life
satisfaction. Neto et al’s (2018) study involving 267
hotel managers in the southern and north-eastern areas
of the United States indicated that WIF has a negative
correlation with life satisfaction. Also, FIW was found
to be inversely correlated with life satisfaction. Thus,
the increase in inter-role conflict among hospitality
professionals results in a decrease in the level of life
satisfaction. Further, the workload of an individual
positively predicts the occurrence of WFC in daily
life. Using a hierarchical linear model, Goh, Ilies, and
Wilson (2015) found that the differences in daily
workload influence life satisfaction because it creates

work-family conflict which tend to influence the life
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satisfaction of an employee in the hospitality industry

negatively. In view of this, we hypothesize that:

H4: WFC and LS have an inverse effect on hotel
employees.

H5: WIF and LS have an inverse effect on hotel
employees.

H6: FIW and LS have an inverse effect on hotel

employees.

Gender and Work-Family Conflict

According to gender perspective theory, the
gender of an employee can influence his or her
behaviour in both domains. This comes as a result of
the different responsibilities of men, and that of
women in work and family domains. Culture,
however, plays a crucial role in ascribing
responsibilities in relation to gender disparities.
Traditionally, in most parts of Africa, females have
more responsibilities related to the family domain
(e.g. cooking, cleaning, shopping, preparing meals
and caregiving). On the other hand, male
responsibilities and demands are related to the work
domain. A male's role as the breadwinner and wage-
earner for the family has long been asserted as
dominant (Keene & Quadagno, 2004). According to
this theory, employees experience work-family
conflict if they are wunable to juggle their
responsibilities successfully (Duxbury & Higgins,
1991).

Interesting gender disparities have been
identified over the years in gender studies (Dashper,
2019). Erdamar and Demirel (2016) found females to
have higher levels of satisfaction in life as compared

to males. Specifically, females suffer more from WIF

while males, suffer more from FIW, although the
difference was found not to be significant. However,
other studies have shown that females experience
more conflicts than males. Therefore, work-family
conflict is said to be more common than family-work
conflict (Anafarta, 2011; Geurts, et al., 2005;
Kinnunen, Geurts, & Mauno, 2004; Ozmete & Eker,
2012). Also, Beek and Bloemberg (2012) studied 417
respondents made up of 244 men and 173 women.
Using multiple regression analysis, they revealed
negligible differences, with respect to gender and the
experience of work-family conflict. Family-to-work
conflict can result in some form of anxiety and
depression among employed males than females.
However, females experience a greater level of
anxiety than males with respect to family-work-
conflict. Conflict and emotional or mental distress are
usually strongly evident amongst women having
routine jobs and men with harmful work environments
though the negative effects of family-to-work conflict
are felt by males and females alike. Similarly,
Duxbury and Higgins (2003) observed a difference in
the degree of work-family conflict experienced by
males and females. Ahmad, Ngah, and Baba (2009)
posit that work-family conflict significantly affects
single mother employees’ job satisfaction negatively,
buttressing what Lu, Kao, Chang, Wu, and Cooper
found in their 2008 study. based on this, we test the
moderating effect of gender on WFC-job satisfaction
relationship and WFC - employees' life satisfaction
relationship.

H7: Gender moderates the WFC — JS relationship.
HS: Gender moderates the WIF — JS relationship.
HY9: Gender moderates the FIW — JS relationship.
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Figure 1: Hypothesized relationships between WIF, FIW, WFC, JS and LS

METHODS
Participants and Procedure

The study adopted the cross-sectional design
to collect survey data from employees in all the
sixteen 3-5-star hotels (two 5-star, six 4-star and eight
3-star) in the Accra Metropolis of Ghana. A multi-
stage sampling technique was employed in this study.
Firstly, we contacted all the Human resource
managers of the hotels for permission to conduct our
study in their outfits and also to obtain the total
number of employees. But 13 voluntarily agreed to
participate in the study. The number of employees
from the 13 hotels were 1748 (5-star=396; 4-star=742;
3-star=610). Using Fisher et al. (1998) formula to
sample from a population of 1748, we obtained a
sample size of 384. Then, a proportional allocation
was assigned to each hotel category. Finally, the
convenience sampling technique was used to select
employees at the workplace due to the irregular and
unpredicted working hours as well as shift system
(Amissah, Gamor Deri & Amissah, 2016; Gamor,
Amissah, & Boakye, 2014). Finally, employees were

individually approached at break time during working

hours at their hotels. After seeking their consent, the
purpose of the study was shared with the respondents.
They were requested to fill out the self-administered
questionnaires Some questionnaires were misplaced
while others were not completely filled so the
researcher had to discard them. In total, approximately
400 employees were approached, 302 were returned
and 286 were usable (i.e., 60 from 5-star, 115 from
4-star and 111 from 3-star) for analysis (response rate

of 72%).

Measures

To measure WFC, the study adopted the ten-
items scale by Netemeyer, Boles, and McMurrian
(1996). This ten-item scale is made up of five WIF-
related items and five FIW-related items. The scale
was measured using a five-point Likert scale (i.e.,
Strongly Disagree to Strongly Agree). Also, on a 5-
point Likert scale ranging from strongly disagree to
strongly agree, job satisfaction was measured on a 6-
item scale adapted from the Minnesota Job

Satisfaction Questionnaire (MSQ) (Weiss, Dawis,
England, & Lofquist, 1967), These scales have been
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used by researchers like Afzal and Farooqi (2014),
Rathi and Barath (2013), and Turliuc and Buliga
(2014). Satisfaction with Life was measured with the
5-item life satisfaction scale by Pavot and Diener,
1993. Items such as “in most ways, my life is close to
my ideal”, “the conditions of my life are excellent”, “I
am satisfied with my life”, and “if I could live my life
over, I would change almost nothing” were measured
on a five-point Likert scale. All the scales and
subscales had the satisfactory Cronbach's alpha
reliabilities ranging from 0.82-0.90 and data were

normally distributed.

Data Analysis

Data retrieved from the survey were analyzed
with SPSS (version 22.0). Analyses were done by
employing correlation and exploratory factor analysis
(EFA), together with confirmatory factor analysis
(CFA) and Structural equation modelling (SEM)
using AMOS (version 22.0). With Hu and Bentler’s
(1998) two-index presentation strategy for goodness-
of-fit statistics, goodness-of-fit index (GFI), root
mean square residual (SRMR), parsimony
comparative fit index (PCFI), Tucker-Lewis index
(TLI), Root Mean Square Error Of Approximation
(RMSEA), as well as the comparative fit index (CFI),
and the chi-square statistic were used to assess the
adequacy of the measurement and the fit of structural
models. Fit- indices values are between 0 and 1, with
values closer to 1 indicating that each of the model fit
indicators was within the recommended thresholds

proposed in the literature for a good fitting model.

RESULTS
Sample Characteristics

The sample is made up of a little over half
(50.2%) females. About half (50.5%) were between
the age cohort of 21-30 years, almost 58% of them
were unmarried, and 38% had diploma qualifications.

Furthermore, the majority (86.0%) professed the

Christian faith, with 33.5% of them earning monthly
salaries worth more than GH¢1000.00 (US$ 196.00).
Most of the respondents (66%) were working in back-

of-the-house.

Confirmatory Factor Analysis (CFA)

Twenty-one (21) items whose reliability and
validity are confirmed in the literature were used for
measuring WIF, WFC, FIW, JS and LS. Therefore, the
study proceeded to do A CFA for the measurement
items because these items have been tested over the
years and thus there was no need to re-explore them
using EFA/PCA. The conceptual model presented in
this study had WIF and FIW as exogenous variables
while WFC, JS and LS being endogenous variables
were further analyzed with the Confirmatory Factor
Analysis (CFA). Factor loadings (f) showed strong
loadings above the recommended level of 0.6 (Table
1), thereby fulfilling the convergent validity
requirements of the items used (Agyeiwaa, Otoo,
Suntikul & Huang, 2018; Kim, Woo & Uysal, 2015).
Further indicators such as the critical ratio (C.R.) also
referred to as the standard normal distribution (Teo,
Tsai & Yang, 2013) revealed that when variables have
their C. R.> 1.96 for f, there is a strong indication that
the variable path is significant at the 0.05 level (the
estimated path variable or parameter is significant).
The squared multiple correlations (SMC) for the
constructs also revealed that the percent of variance
explained by the predictor variable was high (with the
least being 0.51 and the highest 0.88), signifying that
the indicator/latent variables were reliable in

measuring the construct.

As indicated in Table 2, the multidimensionality of
WIF, FIW, WFC, JS and LS were also assessed and
confirmed by the model fit indices including (3*> =103;
df =55; P =0.000; RMR = 0.048; GFI= 0.943; NFI
=0.950; and CFI= 0.976) indicating that the proposed

model and the measurements used were adequate and
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fit the data well (Blunch, 2008). The constructs have
high composite reliability coefficients (CR) indicating
the reliability (internal consistency) of the constructs
(Table 3) as the threshold of 0.6 was exceeded. The
amount of variance captured by each construct vis-a-
vis its level of measurement error (AVE) was
adequate, that is, AVE > 0.5 (Alarcon & Sanchez,
2015), also signifying the convergent validity of the

constructs. In evaluating the discriminant validity of

Table 1: Confirmatory Factor Analysis Results

the model, the indicator variables were initially
analyzed to ensure there was no cross-loading (Hair,
Ringle & Sarstedt, 2011). Furthermore, the square
root of the AVE which is a discriminant validity
indicator signified that there was a discriminant
validity since no construct had high correlation than
the square root of the AVE, suggesting that the
construct shared high variance with its items as

compared to other constructs.

Manifest Mean Standardized factor Composite Average
variables loading Reliability (CR) Variance
B Extracted
(AVE)
WIF 1 2.99 0.81 0.89 0.65
WIF 2 0.83
WIF 3 0.76
WEC 1 2.95 0.82 0.90 0.75
WEC 2 0.90
WEC 3 0.87
FIW 1 2.69 0.81 0.88 0.70
FIW 2 0.88
FIW 3 0.81
JS1 241 0.93 0.84 0.70
JS3 0.72
LS1 3.80 0.86 0.82 0.75
LS2 0.89
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Table 2: Goodness-of-Fit Measures

Stage Ch- p- RMSEA  RMR

square  value

(df)

AGFI  NFI RFI IFT TLI CFI

CFA 103(55) 0.000 0.057 0.048
SEM

0906 0950 0929 0976 0965 0.976

CFA (confirmatory factor analysis); RMSEA (root mean square error of approximation); RMR (root mean square

residual); GFI (goodness-of-fit); AGFI (adjusted goodness-of-fit); NFI (normed fit index); RFI (relative fit index);

IFI (incremental fit index); TLI (tucker-lewis index); CFI (comparative fit index)

Table 3: Composite Reliability, Discriminant and Convergent Validity, Inter-Construct Correlation and

Square Root of AVE
CR AVE WIF WEC FIW JS LS
WIF 0.81 0.64 (0.80)
WEC 0.87 0.74 0.64 (0.86)
FIW 0.84 0.69 0.53 0.55 (0.83)
JS 0.84 0.69 -0.29 -0.26 -0.16 (0.83)
LS 0.88 0.76 -0.26 -0.28 -0.09 0.50 (0.87)

Composite Reliability (CR); Average Variance Extracted (AVE); Value in parenthesis is the square root of the AVE

of the construct

Hypothesis Testing of Paths Using Structural
Equation Models

Table 4 and Figure 2 show the path analysis
that was used to evaluate proposed associations
among variables within the model. The results
indicated a five out of the nine direct hypothesised
relationships were significant as indicated by their
coefficients and p values. WIF was found to have a
significant influence on WFC (f = 0.48; P=0.000) and
FIW also influenced significantly with WFC (f =
0.29; P= 0.000), indicating that an increase in either
WIF or FIW would lead to WFC. The results also
indicate FIW and WFC did not influence JS (Hi and
Hs;). However, WIF had a significant inverse
correlation with JS (8 =-0.21; P=0.032; [Hz]), thus, a
unit increase in WIF would have a negative influence

on JS. Similar results were attained in respect of Ha,

in which WFC had a significant negative effect with
LS (p=-0.18; P=0.049). Consequently, when work-
family conflict is evident, there is a likelihood of the
person not being satisfied in life. However,
individually, WIF and FIW had no bearing on LS (Hs
and He).

The study also revealed that when there is
evidence of JS, the resultant effect would be LS (5 =
0.44; p = 0.000). Conceptually, the entire amount of
variance that WIF and FIW and its consequent effect
that WFC explains in LS is explained through JS. In
the setting of employees within the hospitality
industry and the service industry at large, the results
imply that once there is evidence of work and family
inter-role conflict, the resultant effect is work-family
conflict. When this occurs, employees job satisfaction

is affected and by extension, their life satisfaction.
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Table 4: Path Coefficient of the Structural Equation Model

Hypothesis SRW S.E. CR P Supported or not
p supported
H1l: WFC———»JS -0.14 0.09 -1.48 0.137 Not Supported
H2: WIF—JS -0.21 0.10 -2.14 0.032* Supported
H3: FIW————JS 0.36 0.08 0.41 0.678 Not Supported
H4: WFC—LS -0.18 0.08 -1.96 0.049* Supported
H5: WIF——— LS -0.07 0.09 -0.82 0.409 Not Supported
H6: FIW =—LS 0.11 0.08 1.45 0.147 Not Supported
Standardized regression weights (SRW); Standard error (SE).
**Significant at p <0.010; * p <0.050
i
WIF1| [WIF2| |WIF3| [WIF4] [WIF5 LS1 Je—61)
! / 57 e —D
WIF 2 LS L&)
@ I —D
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Figure 2: A Structural Equation Model of WIF, FIW, WFC, JS and LS

Multi-Group Invariance Test Across Gender

Table 5 and 6 present the various dimensions of the
hypothesised paths which were assessed across gender
through a multi-group invariance test. The model fit
indices suggest that there was no significant chi-
square  difference between constrained and
unconstrained models for gender (Cy?17= 25.40; p =
0.086). This gives an indication that the model is

invariant across the gender characteristics of the

respondents. The results (Table 8) indicate that path
between WIF and WFC was positively significant for
males (5= 0.58; P <0.010) and females (5= 0.45; p <
0.010) likewise, a positively significant relationship
was identified between FIW and WFC, (male: § =
0.20; p < 0.050; female: = 0.42; p < 0.010). There
was a negatively significant path between WIF and JS
for males (f = -0.26; p < 0.050) whereas the path for

females was negative but not a significant one (f = -
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0.15; p > 0.050). The male workers also recorded
positively significant relationship between FIW and
their LS (f = 0.29; p < 0.010), but a negatively
significant relationship between WFC and LS (f = -

0.42; p <0.010). The female workers, in contrast, had
a positively significant correlation as regards JS and

LS path (8= 0.48; p < 0.010).

Table 5: Model Fit Indices for Multi-Group Invariances Tests

Socio- Model . df C¢Z C »p RMSE GFI NFI RFI IFI TLI CFI
demograp df A
hic
Variable
Sex Unconstrai ~ 152.7 11 254 1 0.08 0.042 091 093 090 098 097 0.98
ned 0 0 0 7 6 3 6 9 1 3 1
Constrained 178.1 12 0.043 0.89 092 090 097 097 097
0 7 6 6 8 7 2 7
Marital Unconstrai  182.0 11 393 1 0.00 0.055 0.89 092 0.89 096 095 0.96
Status ned 2 0 9 7 2 6 4 3 9 5 8
Constrained 2214 12 0.058 0.87 090 0.88 095 094 0.95
0 7 5 8 7 9 9 8
Departme  Unconstrai  173.3 11 458 1 0.00 0.051 0.89 092 0.89 097 096 0.97
nt ned 1 0 3 7 0 4 9 9 3 0 2
Constrained 219.1 12 0.100 0.82 0.89 0.87 093 092 0.93
4 7 7 8 5 8 3 8
**Significant at p < 0.010; *Significant at p < 0.050
Table 6: Multi-Variance Tests for Gender (H7, Hs and Ho)
Gender
Male Female
s P P
WIF —>WFC 0.58 0.000** 0.45 0.000**
FIW ———WFC 0.20 0.029* 0.42 0.000**
FIW =— ]S 0.09 0.234 0.10 0.519
WFC———JS -0.08 0.419 -0.27 0.117
WIF —JS -0.26 0.010* -0.15 0.365
WIF —»LS -0.13 0.345 -0.02 0.870
FIW =—»LS 0.29 0.009** 0.12 0.395
WEFC—>LS -0.42 0.004**  -0.10 0.519
JS — 1S 0.20 0.178 0.48 0.000**

Note: Standardized regression weights (f); **Significant at p < 0.010; *Significant at p < 0.050

DISCUSSION AND IMPLICATIONS
This study examined how work-family
conflict (i.e. Work-to-family, and the family-to-work)

spillover on job and life satisfaction of hotel

employees. We found that WIF and FIW significantly
influenced WFC. This finding implies that individuals
experiencing WIF or FIW will consequently witness

WFC which is situated in the domain specificity
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theory of one role domain inhibiting another role
domain thus, making it unattainable to meet the
demands of the latter role. Thus, buttressing the point
that WFC is bi-directional (Frone, Russell, & Cooper,
2000; Beutell, 2010; Kinnunen, Feldt, Mauno, &
Rantanen, 2010; Aslam, Shumiala, Azhar, & Sadaqat,
2011; Allen, Johnson, Kiburz, & Shockley, 2013;
Rathi & Barath, 2013; Qiu & Fan, 2015; Jamaludin,
Ibrahim, & Dagang, 2018; Tsaur & Yen, 2018).

Although there are varied findings regarding
the relationships existing between WFC, and
employees’ job satisfaction, our study suggests that
work-family conflict is not significantly associated
with job satisfaction. This is in line with results from
similar research works (Mensah et al., 2018; Segbena
etal.,2018; Chen etal., 2015; Madhavi, 2015; Dartey-
Baah, 2015) that WFC has no significant consequence
on employees’ job satisfaction. This suggests that
employees experiencing WFC are not necessarily
dissatisfied with their jobs. Due to social systems,
WFC is an everyday phenomenon in Africa,
especially Ghana, where employees have social
obligations toward both nuclear and extended
families. Therefore, experiencing WFC is not seen as
one of the factors contributing to job dissatisfaction.
This implies that for hotel managers to boost
employees’ job satisfaction, work overload,
supervisor relations, co-worker relations, pay, work
environment and other work conditions must be
considered. On the other hand, this finding does not
support the assertion that as WFC increases, job
satisfaction decreases and positive spillover by Xiao
and O’Neill’s (2010).

Though WFC as a composite variable, did
not predict job satisfaction, our study revealed that
only work-to-family conflict influence the satisfaction
level of employees’ job with FIW not related to job
satisfaction. The result partly reinforces Neto et al.’s
(2018) findings that an increase in WFC results in

decreasing level of satisfaction. The result suggests

that the time and energy employees have for their
families are sacrificed for work activities. Yet, they
are still not satisfied with their jobs as the domain
specificity theory explains that role in family inhibits
the role in work domain of an employee making it
difficult to balance it with demands of the latter role.
This implies that over time, employees will be
dissatisfied and may be unwilling to sacrifice for their
jobs as noted by the spillover effect. Therefore, the
efforts an employee will make to fulfil his or her
family demands could reduce the mental and
emotional appraisal of his or her job, leading to an
unfavourable attitude to work, low productivity, and
even service sabotage.

Also, work-family conflict is significantly
related to life satisfaction. Specifically, we found both
WIF and FIW uniquely associated with hotel
employees’ life satisfaction. In other words,
regardless of the measure, WFC is negatively
associated with hotel employees’ level of life
satisfaction. Thus, reinforcing Neto et al.’s (2018)
findings that the WIF is negatively correlated with life
satisfaction and FIW also negatively correlated with
life satisfaction. It also re-echoes Zen et al. (2015)
claim that work-family conflict has a negative
predictive power on daily life satisfaction. This means
that as hotel employees experience increasing
incompatible roles and responsibilities, their level of
satisfaction with life decrease. Hence, the negative
spillover of WFC will result in life dissatisfaction
among employees. Experiencing constant low life
satisfaction levels could be detrimental to both
employees (i.e., having low level of self-worth,
physical and mental health problems and eventually
suicide) and employers (absenteeism, high medical
cost and consequently customer dissatisfaction).

Our study provides a deeper understanding of
the extent to which gender moderates the relationships
between WIF, WFC, FIW, JS and LS. Overall, gender

moderated the relationships that existed among WIF,
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WFC, FIW, JS and LS though at varying levels of
significance. Specifically, gender uniquely accounted
for variation in the influence of FIW on the WFC such
that a positive impact of FIW on WFC was more
pronounced. The results suggest that male employees
who are work-oriented and emotional have a hard time
dealing with the stress more effectively and are unable
to reduce the detrimental effect of work and its
interference with family, which reduces the
employees’ job satisfaction. However, findings
indicating that FIW positively impacts on job
satisfaction of female hotel employees implies that
females who are family-oriented can cope with the
stress that demands from family bring to the work
domain effectively. This may be because of the
cultural understanding that females have more family-
related tasks than males. These findings contradict
that of Erdamor and Demirel (2016) that females are
more affected by WIF while males are more affected
by FIW. The findings are, also, consistent with
Duxbury and Higgens’ (2003) assertion that there
exist differences in male and female experience of
WEFC. Besides, the negative influence of WIF on
employees’ job satisfaction is more significant among
males when compared to females. This further
strengthens the gender perspective theory that the
gender of an employee can influence his or her
behaviour in both work and family domains.
However, the effect of FIW on LS is positive
irrespective of gender, though it is much evident
among males than females. Considering the African
context of the study, where traditional roles
concerning gender roles are predominantly clear in a
situation where females are considered as care-givers
and males as breadwinners. One would expect that
females experience more FIW than men. This finding,
however, divulges that the effects of FIW on the
satisfaction of one’s life are serious. that gender does
not seem to restrained or change it although males

seem to be more affected even if family demands

interfere with their work, a very strong affirmation of
the spillover theory. This is, however, in contrast with
Neto, Chambel and Carvalho’s (2018) study positing
that WFC and it forms with life satisfaction of an
employee, bringing about the effect such as mental

health problems.

CONCLUSION AND RECOMMENDATIONS

Our findings extend previous studies on hotel
employees’ work and life outcomes demonstrating
that employees play a role in their job satisfaction and
their life satisfaction as well. Specifically, we
disaggregated WFC and applied the gender
perspective theory to conclude that gender moderated
the relationship between WIF and job satisfaction. In
as much as individuals have trouble managing the
demands emanating from incompatible roles, they
may have the perception that their organizations are
unsupportive and that they will feel less satisfied with
their job as adduced by the spillover theory. It must
also be noted that WFC, among hotel employees,
forms an important risk factor that contributes to their
physical and mental health problems (Albrecht,
Kecklund & Leineweber, 2020). Hence, hotel
employers should try to overcome both conflicts from
work and family in order to ensure that employees are
satisfied professionally and personally because a
satisfied employee translates to satisfied customers.
Employers should offer more flexible schedules,
family-friendly policies, professional consultations
for adjusting work duties with parenthood
responsibilities and motivational packages (Mjoli,
2013; Neault & Pickerell, 2005).

Considering the fact that human capital is
one of the important resources for all hospitality
businesses, organizations should be interested in the
detrimental effects of WFC on staff. Supervisors and
co-workers should also support employees with high
levels of WFC by encouraging job sharing and

assigning a reasonable workload. Employees should
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also get support from families and friends to enable
them to work professionally and productively hence,
becoming satisfied to perform well on the job.
Particularly, staff should call on close relatives and
friends in caring for children, the elderly and other
family responsibilities. Also, in married homes, both
partners should perform housekeeping duties and
commit to family engagements (Allan, Loudoun &
Peetz, 2007). We also conclude that the gender of
employees moderates the effects of WFC on job and
life satisfaction. Since the study was unable to capture
the reasons behind the established relationships, a
qualitative study can be conducted to ascertain the

reasons for such effects.

Limitations and direction for future research.

The data was collected by self-reported measures. In
future, it is suggested that data could be gathered from
multiple sources such as spouses, family, colleagues
and supervisors’ reports. Some other demographic and
organisational factors which could affect the study
variables like the department of work, the personality
of different individuals, organizational climate and
culture could also be considered in future studies. The
sample size of this study was small (N=286) and this
has affected the generalizability of the present
findings. More so, this study adopted the bi-
directional measurement of WFC and we recommend
that  future  studies could consider the

multidimensional nature of the construct.
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