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Abstract
This paper highlighted the lack of studies that examined the relationship between work-family interface and job
and family satisfaction in hospitality industry. Based on review of past research on work-family studies and
related constructs, this paper discussed the development of propositions linking work-family conflict,
work-family enrichment, job and family satisfaction. Next, the development of proposition to test the possible
moderating effects of religiosity will also be discussed. The major theoretical, empirical and practical
contributions of this study will also be highlighted and discussed. The conceptual model presented shed light on
work-family research which could be used for future research in this area.
Keywords: work-family conflict, work-family enrichment, hospitality industry, job satisfaction, family
satisfaction
1. Introducation
Work and family are the domains of greatest importance to individuals. Both work and family roles can have
meaningful impact on psychological well being and satisfaction (Schwartzberg & Dytell, 1996; Kossek & Ozeki,
1998; Schultheiss, 2006). The activities within work and family domains generally take up more time and energy
than most other roles. The interface between work and family roles has generated intense inquiry among
researchers who seek to understand the potential for both realms of adult life to create job satisfaction, family
satisfaction and life satisfaction (Near, Smith, Rice, & Hunt, 1984; Rice, McFarlin, Hunt, & Near, 1985;
Duxbury & Higgins, 1991; Friedman & Greenhaus, 2000).
A review of the literature shows that work and family issues, which are increasingly popular topics in
contemporary organizational research, have received little attention in hospitality and tourism journals
(Mulvaney, O’Neill, Cleveland, & Crouter, 2007). The hospitality industry is very worthy for research as it is
now the second largest contributors in terms of Malaysia’s foreign earnings towards national income. With the
changes of demographic shift in the workforce and the revolutionary changes in the organization as well as
increased numbers of individuals with significant responsibilities both at home and at work, work-family study
has thus become a concern of practical as well as theoretical significance. The issue is particularly urgent and
important for hospitality industry in Malaysia due to the characteristics of the industry and the vital contribution
of this industry to the development of the nation.
This study is thus to develop and test a research model that examines the relationship between work-family
interface and job and family satisfaction and the moderating role of religiosity on these relationships in the
context of hotel industry. While the extent literature has explored models addressing work-family conflict and
work-family enrichment separately, little is known about how all these variables fit together as part of a more
comprehensive model. By creating a model of work-family interface, relevant variables can be examined in
greater detail.
2. Work-family Studies in Hospitality Industry
Many hotel positions, both managerial and line require long and irregular hours because hotels are open 24 hours
daily. Having too few employees present can result in poor guest service, frustrated and overworked employees,
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and lost sales. Due to the demands of being a ‘‘24/7’’ industry, hotel companies often have norms that encourage
employees, especially managers, to work as many hours as possible. Many work schedules in the hospitality
sector are countercyclical to the work schedules of most other industries. The busiest shifts in hotels and
restaurants are most frequent when most other people are off from work during weekends and public holidays.
Not only are employees often required to keep long and irregular hours, but there is an expectation that
employees, especially managers, will be physically present as much as possible, regardless of the actual
necessity of being there. Munck (2001) named this the ‘‘culture of face time’’ (p.125). This norm is also
reinforced by the widespread norm in the hotel sector that employees must ‘‘pay their dues’’ (p.367) to get ahead
(Eder and Lundberg, 1990).
The hotel sector also has a norm of frequent relocation, particularly for managers (Kennedy and Fulford 1999).
While relocation is a major part of career advancement in this business, it can contribute to conflict in that it is
very disruptive and stressful to families, requiring transitions to new schools, neighborhoods, and employers for
working spouses (Lu and Cooper 1990; Martin 1999). In contrast, some studies mentioned that relocation does
not necessarily have only negative impact but can offer employees and their families opportunities and resources
that can enhance family life, such as a chance for families to experience living in and learning about new
cultures (Eby and Allen 1998; Martin 1999). Much research would be required in work-family studies especially
in the context of hospitality industry as the challenges of this industry have historically faced with work-family
conflict (Dermody and Holloway 1998; Stalcup and Pearson 2001). Hoteliers may be able to achieve strategic
advantage by effectively addressing work-family issues.
3. Statement of the Problem
Most research on work-family has been conducted in Western settings over the past many decades. Due to more
extensive research in Western context, many Western governments and corporations have policies to support
individuals in their aspirations to be successful in both their career and family lives. They also tend to focus more
on gender equality, and thus uphold the idea that both men and women should have equal responsibility for their
families and equal opportunities in employment.
Over the past two to three decades, there is an emerging body of literature that has begun to examine
work-family interface in Asian countries. The empirical and theoretical literature purports that there are cultural
values and norms common to many Asian cultures. One widely accepted distinction of Asian cultures is its
collectivistic worldview (Hofstede, 2001; Yang et. al, 2000). Other traditional Asian culture values that are
aligned with the collectivistic worldview include interpersonal harmony, the paramount importance of family,
respect to parents and elders. In many Asian countries, resources for work-family initiatives by government and
corporations are scarce particularly in less developing countries. In the nations of the east, it is less likely to find
strong beliefs about gender equality.
Therefore, it is an open question on the applicability of Western work-family research to men and women in Asia
context. The difference in terms of culture makes work-family study context specific. Due to the rising number
of multinational firms that employ individual from various parts of the world (Cascio, 2003); it is important to
have more work and family research in Asia context in order to have better understanding of work-family
interface in this region.
In addition, work and family issues are intricately related to cultural beliefs, values, and norms (Schein, 1984;
Lobel, 1991). Many cultural beliefs are associated strongly with religious beliefs. In an Asian context,
particularly of South East Asia numerous religious groups can be found in the region. Many western literature on
religiosity reported that higher levels of religiosity lower levels of depression, higher level of positive affect, less
emotional distress and greater life satisfaction (Ellison, Gay, & Glass, 1989; Levin, Chatters, & Taylor, 1995;
Pargament, Koeing, & Perez, 2000; Fiala, Bjorck, & Gorsuch, 2002; Cole, Hopkins, Tisak, Steel, & Carr, 2008).
Many researches have shown that religious involvement is associated with attitudes about family and shape how
men and women invest their time and their roles as husband or wife and father or mother (Sherkat & Ellison,
1999; Wilcox, Chaves, & Franz, 2004).
In Malaysia, Noor (1999) studied on employed women found that those who were more religious tended to
experience lesser work family conflict. In addition, Abdullah (1994) in his study on the Malaysian workforce
argued that most Malaysians identify with a particular religion and among the Malays, there is also the need to
interpret work according to the religion of Islam. In a more recent study by Noor (2008) on a sample of married
Malay muslim women, it was found that Islam, as all other religions, is associated with well-being because it
provides a guide on how to live one’s life and is positively associated with life satisfaction and negatively with
psychological distress.
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Amin and Alam (2008) suggested that religion exerts a significant influence on human behavior. They argued
that as the world economy becomes integrated, policy makers must take into considerations of the effects of
religion on human behavior. Furthermore, Malaysia is a country that emphasis very much on religion as the
“Rukun Negara” or National Principles of Malaysia stated the first principle is “Kepercayaan kepada Tuhan” or
“to believe in God”. The country is made official to be Muslim country. Other religions are tolerated and the
individual’s right to the freedom of worship is stated in the country’s constitution. Abdullah (1996) also stressed
that Malaysians are religious. In addition, the government also encouraged all national schools to offer religious
classes (Omar & Dan, 2007). Thus, religion is regarded as very important part of life of a Malaysian. It is
important therefore to fill the gap in the literature by looking at religiosity as an important variable in Malaysian
context as Malaysia has such uniqueness in the setting of religion. This study has thus contributed timely to the
recent call by Hassan, Dollard & Winefield (2010) to examine the role of religiosity in relation to the
work-family interface.
In sum, the research needs as identified above represent the challenges which the present study attempt to
address. The following conceptual model of work-family interface (see figure 1) is proposed in the current study
and to address the important research problem of whether religiosity moderates the relationship of work-family
interface on job satisfaction and family satisfaction.
4. Development of Propositions
Work-family interface is best characterized by two bi-directional dimensions of work-family interface which
consists of work-family conflict (WFC) and family-work conflict (FWC) as well as work-family enrichment
(WFE) and family-work enrichment (FWE) (Grzywacz & Marks, 2000).
Research has shown that work-family conflict is related to a decreased in satisfaction, including job satisfaction
and family satisfaction (Bedeian, Burke, & Moffett, 1989; Hsu, 2011; Netemeyer, Boles, & McMurrian, 1996;
Perrone, Aegisdottir, Webb, & Blalock, 2006). Specifically, work-to-family conflict has been shown to relate
negatively to family satisfaction and family-to-work conflict has been shown to relate negatively to job
satisfaction (Bedeian et al., 1989; Lapierre, Spector, Allen, Poelmans, Cooper, O’Driscoll, Sanchez, Brough, &
Kinnunen, 2008). Besides, Allen et al. (2000) also found a negative relationship between job satisfaction and
work-to-family conflict and family-to-work conflict. Thus, the following propositions are suggested regarding the
nature of these relationships.

Proposition 1a: Work-to-family conflict will negatively influence job satisfaction.
Proposition 1b: Family-to-work conflict will negatively influence job satisfaction.
Proposition 2a: Work-to-family conflict will negatively influence family satisfaction.
Proposition 2b: Family-to-work conflict will negatively influence family satisfaction.

On the other hand, research has shown that WFE is positively related to job satisfaction (Aryee et al., 2005;
Balmforth & Gardner, 2006; Boyar & Mosley, 2007) and FWE is positively related to family satisfaction (Hill,
2005; Wayne et al., 2006). Greenhaus and Powell (2006) hypothesized that psychological and physical resources
in one role can improve the quality of life in another role. Research has also shown that positive experiences in
the role of spouse or parents reduced job stress and psychological distress (Barnett, 1994). In addition, Perrone
(1999) indicated that people who have rich combination of life roles such as work, marital and parental roles
would experience greater overall life satisfaction than people who focus primarily on a single role. Thus, the
following propositions regarding the nature of these relationships are expected:

Proposition 3a: Work-to-family enrichment will positively influence job satisfaction.
Proposition 3b: Family-to-work enrichment will positively influence job satisfaction.
Proposition 4a: Work-to-family enrichment will positively influence family satisfaction.
Proposition 4b: Family-to-work enrichment will positively influence family satisfaction.

Religiosity refers to the quality or extent to which a person is religious. Research has shown that higher levels of
religiosity lower levels of depression, higher level of positive effect, less emotional distress and greater life
satisfaction (Ellison et al., 1989; Levin et al., 1995; Pargament, et al., 2000; Fiala et al., 2002; Cole et al., 2008).
Research has also shown that most people reporting high levels of religiosity are more likely to feel supported
and have higher levels of well-being (Hill & Pargament, 2003). Some other studies have shown that certain
dimensions of religious and spiritual dimensions such as meaning making, meditation, and sense of mission
relate positively to job satisfaction, job involvement, and productivity (Garcia-Zamor, 2003; Millman,
Czaplewski, & Ferguson, 2003). Robert, Young & Kelly (2006) in their quantitative study also found that
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spiritual and religious well-being is positively related to job satisfaction. Lewis and Hardin (2002) in their
studies found that a majority of businesspeople believes that their religious values can play an important role in
their business decisions and career values.
Besides, studies also show that religious involvement is associated with attitudes about family and shape how
men and women invest their time and their roles as husband or wife and father or mother. As an example, one
common teaching of American religious institutions is that family is the central unit of social order and that
family life should be governed by religious moral imperatives (Sherkat & Ellison, 1999; Wilcox et al., 2004).
Edgell (2005) found that across religious traditions, congregational leaders still encourage members to spend less
time at work and more time with family and to reject the careerism and materialism that lead to overwork.
Moreover, research has shown that higher level of religiosity could help one to cope with various life stressors,
and result in decreased negative consequences such as depression, and have a positive effect on life satisfaction
(Fiala et al., 2002; Hill & Pargament, 2003). Thus, the following propositions regarding the nature of these
relationships are expected:

Proposition 5: Religiosity will moderate the relationship between work-family interface and
satisfaction. More specifically,
Proposition 5a: Religiosity will moderate the relationship between work-family conflict and
job satisfaction.
Proposition 5b: Religiosity will moderate the relationship between work-family conflict and
family satisfaction.
Proposition 5c: Religiosity will moderate the relationship between work-family enrichment
and job satisfaction.
Proposition 5d: Religiosity will moderate the relationship between work-family enrichment
and family satisfaction.

5. Method
A deductive research approach using quantitative methodology will be adopted for this study. According to Kim
(1993), quantitative studies are all about quantifying relationships between variables. In cross-sectional studies,
variables of interest in a sample of subjects are assayed once and the relationships between them are determined.
The main objectives of the present study are to examine the relationship between work-family interface and job
and family satisfaction as well as to see the moderating role of religiosity on these relationships through a series
of theoretically justified research hypothesis. Thus, a field survey adopted a cross-sectional design would be the
most appropriate.Survey that utilises questionnaire is an effective tool to get opinions, attitudes, and descriptions
as well as cause-and-effect relationship (Ghauri & Gronhaug, 2002).
This study will use Structural Equation Modeling (SEM) as the analytical technique of choice for testing
hypothesized relationship. The structural equation modeling (SEM) is chosen to analyze the data because it is a
popular statistical technique used by empirical journal articles in the social sciences to test the relationships of
independent and dependent variables (Cheng, 2001). It is also a powerful statistical tool capable of redesigning
the proposed relationships in the hypothesized model to form several nested models and is more effective in
finding the “best fitting” model to the data as suggested by the modification indexes (Cheng, 2001; Kline, 2005).
SEM is therefore clearly advantageous in comparison with many conventional techniques which could only test
a single relationship at one time.
Since many work-family studies involved in testing theoretical model, SEM has been used more often in
work-family studies than in management research (Casper et al., 2007).Moreover, the SEM also excels beyond
multiple regression, which is a popular statistical technique to test the relationships of independent and
dependent variables, in expanding the explanatory ability and statistical efficiency for parsimonious model
testing with a single comprehensive method (Cheng, 2001). Therefore, SEM is particularly effective to test the
hypothesized model in this study that consists of multiple paths to be analyzed with moderating variables, and
contain latent constructs such as work-family enrichment, work-family conflict, job satisfaction and family
satisfaction and religiosity, that are being measured with multiple indicators.
The population for the study consists of full time employees of all three to five stars hotels in Sarawak registered
under the membership directory of Malaysian Association of Hotels. Part-time employees will not form part of
the study on the basis that many part-time employees think that they are outsiders (Alexandrov, Babakus, &
Yavas, 2007), and they do not stay at work as long as full-time employees do (Stamper & Van Dyne, 2001). One
and two stars hotels in Sarawak were not invited to participate in the study as hotel employees of these ratings
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are not professionally trained and the operations of hotels are not as complex as those from three to five stars
rating.
6. Potential Contributions
This study has the potential to contribute at least in the following three aspects.
6.1 Theoretical
There has been a proliferation of research on work-family conflict. Recently, the research in this area has begun
to shift paradigms in order to explore how work and family domains enrich each other. There is a dearth of
empirical research pertaining to the antecedents and consequences of work–family facilitation and family–work
facilitation (Aryee et al., 2005; Frone, 2003; Kinnunen et al., 2006). This is also valid in the tourism and
hospitality literature (Mulvaney et al., 2007). Therefore, an investigation of the antecedents and consequences of
two directions of conflict and enrichment grounded in the scarcity and expansion-enhancement perspectives can
delineate a comprehensive picture of the work–family interface. Following the suggestions by many researchers
such as Barnett (1998), Grzywacz et al. (2002), Frone (2003) and Lu et al. (2009), this study adds to the
work-family literature by looking at both positive and negative side of work-family interface.
In addition, the present study is a pioneering attempt to understand religiosity as moderator on the relationship
between work-family interface and job and family satisfaction. As mentioned earlier, there has been little attempt
to study the relationship between work-family enrichment and job and family satisfaction. While the extent
literature has explored models addressing work-family conflict and work-family enrichment separately, little is
known about how all these variables fit together as part of a more comprehensive model. By creating a more
holistic model of work-family interface, relevant variables can be examined in greater detail. Therefore, this
study will merge and integrate work-family, job and family satisfaction and religiosity literature through
examining the moderating effects of religiosity on the relationship between work-family enrichment and conflict,
and satisfaction.
6.2 Empirical
The overwhelming majority of the empirical studies on the issues of both directions of conflict and facilitation
have been made using samples derived from the developed Western or affluent countries (Aryee et al., 2005).
Much of the current knowledge regarding the conflicts and enrichment in the work–family interface is based
largely on the samples derived from the United States. This study will provide further empirical evidence and
validates the theories and models of work-family using a sample of hotels in Malaysia.
In addition, the study will examine the relationship between work-family interface and job and family
satisfaction. Frone et al. (1992a) proposed that job satisfaction and family satisfaction are affected by resources
and stressors from other roles. Stressors and demands within one role create conflict with other roles, which in
turn reduce satisfaction within those other roles. Under this framework, as seen in Figure 1, FWC and FWE is a
proximal predictor of job satisfaction, whereas WFC and WFE is a proximal predictor of family satisfaction.
WFC has been examined in a number of studies as a factor influencing job, family, and overall life satisfaction
outcomes. It can reasonably be expected that as WFC and FWC increase, satisfaction in the work and family
domains will decrease. This expectation has been supported by findings from a variety of samples showing a
negative correlation between WFC and job and family satisfaction (Kossek & Ozeki, 1998; Allen et al., 2000).
Lastly, religiosity will be examined as possible moderator between work-family interface and satisfaction (i.e.
job satisfaction and family satisfaction). Very few studies have in fact viewed religiosity as a moderator of
relationships between work and family role pressures and individual well-being (Ellison, 1991; Pargament,
1997). This study will thus provide empirical evidence on the relationships between these variables.
6.3 Practical
This study is important as it provides better understanding on the relationships among the interdependencies of
the work-family interface. As indicated by Deputy Prime Minister and the Minister of Women, Family &
Community Development during the women summit 2009, striking a balance between home and work is no
longer a women’s issue but also for men. Thus, at the individual level, understanding the benefits of combining
work and family will assist men and women in their quests for greater satisfaction in different life domains such
as work and family.
In addition, this study is practically important because of the striking demographic shift in the workforce and the
revolutionary changes in the organization. Understanding of these relationships will provide implications for
employers to attract and retain the most capable human resources. Furthermore, it will also help employers to
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understand how to cultivate greater job satisfaction among their employees and improve individual and
organizational performance. The findings of this study can delineate important management implications for the
development and implementation of effective work–family balance strategies. This study will provide
implications for the way that the hospitality industry views the outcomes of the work and family relationship.
Rather than viewing family-friendly practices as a liability, hoteliers should recognize that these practices have
potential strategic advantages for them with regards to job satisfaction and major industry problems such as
turnover.
Furthermore, this study also attempts to give insight to policy maker on family issue such as increase in divorce
rate that leads to single parent family and social issue such as increase in depression and suicide rate. Specifically,
this study will be among the few that provide important empirical evidence to answer the call by the Deputy
Prime Minister Tan Sri Muhyiddin Mohd Yassin (Women Summit 2009) where more research needs to be done
to improve work life balance for working Malaysians.
7. Conclusion
In sum, the central contribution of this paper is to propose a conceptual model to examine the relationship
between work-family interface and job and family satisfaction in the context of hospitality industry. Besides, this
paper also discusses the development of the relevant propositions as suggested by the relevant theories and past
literature. The propositions provide the mechanism to test whether the hypothesized model of this study fits the
data to be collected. The major theoretical, empirical and practical contributions of this study has also been
highlighted and discussed.

Figure 1. The proposed conceptual model
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