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Abstract

Purpose — This current study examines the moderating role of gender in the nexus between the dimensions of
work-family culture and work-family enrichment in the hospitality industry.
Design/methodology/approach — This study employed a cross-sectional survey approach to conveniently
gather data from a sample of 296 respondents in the Ghanaian hospitality industry. Both descriptive and
inferential statistics were used to examine the data received from the respondents with the aid of IBM SPSS
Statistics (V26.0) software and the PROCESS macro for SPSS (V3.5).

Findings — As hypothesised in the study, the dimensions of work-family culture significantly predicted work-
family enrichment. Further, the results revealed that gender moderated the nexus between the dimensions of
work-family culture and work-family enrichment.

Practical implications — The findings of this study imply that hotels in the hospitality industry should foster
a working environment that embraces a positive work and family culture that ultimately influences the quality
of work and family life of an employee, taking into consideration their gender.

Originality/value — To the best of the authors’ knowledge, this current study is amongst the first to examine
the moderating role of gender in the nexus between the dimensions of work-family culture and work-family
enrichment in the hospitality industry.
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Introduction

The hospitality industry significantly contributes to Ghana’s economy, encompassing hotels,
restaurants, tourism, and related services. According to the Ghana Tourism Authority (GTA)
report in 2021, the industry accounted for approximately 6.7% of Ghana’s GDP in 2020,
employing over 1.5 million people. As the industry continues to grow, it faces unique
challenges related to employee work-family balance due to the nature of hospitality work,
which often involves irregular and prolonged working hours, customer service demands, and
seasonal fluctuations. These factors create considerable work-family conflicts and strain
employees’ well-being and family life. Further, the recent juggling between work and family
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THR roles has become prevalent due to changes in role expectations. Consequently, organisations
392 and individuals are actively endeavouring to alleviate the strain of balancing work and
’ family life, commonly referred to as “work-family conflict” (De Gieter, De Cooman, Bogaerts,
& Verelst, 2022). Despite the prevailing emphasis in the current body of research on the
conflicting nature of this work and family life, it offers only a partial view of individuals’
challenges as they strive to harmonise their work and family responsibilities (Aryee, Srinivas,
378 & Tan, 2005). This has triggered the need for scholars to focus on the positive side of the
work-family interface, hence work-family enrichment (Bansal & Agarwal, 2020; Greenhaus &

Powell, 2006; Liu, Wei, & Lee, 2022; Lo Presti & Mauno, 2016).

Work-family enrichment refers to the positive spillover of resources, skills, and
experiences between work and family domains, leading to greater well-being and
performance in both spheres (Van den Eynde & Mortelmans, 2020). Work-family
enrichment is a bi-directional concept: work-to-family enrichment and family-to-work
enrichment. However, this study focuses on work-to-family enrichment, as Awan, Ahmad,
Naveed, Scholz, Adnan, & Han (2021) assert that workplace characteristics are better
predictors of work-family enrichment than family characteristics. Scholars propose that
organisations must have an in-depth understanding of the predictors of work-family
enrichment since the resources employees obtain from the workplace can enhance the
performance of their family roles and also have social and psychological implications (Awan
etal.,2021; Bansal & Agarwal, 2020; Greenhaus & Powell, 2006; Liu ef al, 2022). In this regard,
a work-family culture is proposed as a potential predictor of work-family enrichment (Bansal
& Agarwal, 2020; Baral & Bhargava, 2011; Mishra & Bhatnagar, 2019). Thompson, Beauvais,
and Lyness, (1999, p. 394) refer to work-family culture as the “shared assumptions, beliefs and
values regarding the extent to which an organisation supports and values the integration of
employees’ work and family lives”. Kossek, Perrigino, and Rock (2021) delineate that a
nurturing work-family culture is underpinned by implicit norms that influence individual
behaviours, facilitating the accrual of essential resources such as flexibility, temporal
autonomy, and advisory support. The accessibility and utilisation of these workplace
resources are instrumental in empowering individuals to fulfil their family roles more
effectively (Settersten et al, 2020), engendering a positive orientation towards their workplace
responsibilities. This enhanced alignment between work and family domains catalyses work-
family enrichment (Mishra & Bhatnagar, 2019).

Admittedly, the linkage between work-family culture and work-family enrichment has
been considered in prior studies (Agrawal & Mahajan, 2021; Bansal & Agarwal, 2020;
Lapierre, Li, Kwan, Greenhaus, DiRenzo, & Shao, 2018; Mishra & Bhatnagar, 2019; Lo Presti
& Mauno, 2016). For instance, Lapierre ef al (2018) observed that family-oriented
organisational policies and work-family culture were statistically significant with work-
family enrichment. Similarly, Lo Presti and Mauno (2016) found that supervisors’ overall
social and work-family organisational support had a clear and beneficial impact on the work-
family enrichment of employees in the Italian food-processing industry. Yet dearth of studies
exist linking work-family culture to work-family enrichment in the hospitality industry.
Further, it is significant to note that work-family culture has three distinct dimensions:
management support, negative career consequences, and organisational time demands
(Thompson et al, 1999). Nonetheless, whilst a few research investigated the many
components of work-family culture (Baral & Bhargava, 2011; Gordon, Whelan-Berry, &
Hamilton, 2007), they were primarily concerned with one dimension, thus, supervisor support
(Stu et al., 2010). Other dimensions, such as organisational time demand and negative career
consequences, have been completely overlooked; nonetheless, they require equal
consideration since they play significant roles in balancing work and family roles (Gerson,
2009; De Janasz, Behson, Jonsen, & Lankau, 2013). Likewise, to the researcher’s best
knowledge, there is no readily available literature linking work-family culture to work-family
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enrichment in the Ghanaian context. Hence, there is a need to contextualise the relationship in International
Ghana, where strong family bonds and communal values characterise society, and extended Hospitality
family systems play a crucial role in daily life (Ametorwo, Ofori, Annor, & Dartey-Baah, Review
2021). Thus, understanding these family structures is vital, as they can influence employees’

expectations and needs regarding work-family balance. In such a context, work-family

cultures are needed when considering an extended family’s role and how it shapes employees’

responsibilities and support systems outside of work, leading to work-family enrichment. 379
Hence, the first objective of this study is to bridge this long-lasting gap in the literature by
examining the dimensions of work-family culture (management support, negative career
consequences, and organisational time demand) as a predictor of work-family enrichment.

Gender is a defining attribute that individuals in a culture adopt and associate with,
influenced by cultural expressions and elements within their community. The establishment
of a comprehensive description of gender roles in Ghana is important in light of the prevailing
patriarchal structure within the society (Dery, Cuthbert, Nakojah, & Segbefia, 2022). Hence,
gender disparities rooted in traditional Ghanaian societies are notable, with distinct roles
assigned to men and women within the work and family sphere. Within Ghana’s societal
framework, men and women bear differing responsibilities; men’s social identity is closely
intertwined with career pursuits, whilst women'’s social roles are primarily associated with
family obligations (Ametorwo et al., 2021). Female employees typically exhibit a heightened
concern for family matters than their male counterparts, with work commitments often
encroaching upon their time and energy allocated to familial responsibilities (Rawal, 2023;
Duxbury, Bardoel, & Halinski, 2021; Miller & Riley, 2022). Women are underrepresented in
the realm of economic development, facing challenges in reconciling their career aspirations
with the responsibilities of motherhood due to cultural and societal constraints.

Nevertheless, a shift is occurring in the current era, as the Ghanaian government is
implementing various measures to foster education and enhance the participation of women
in the labour market (Zolnikov, 2020). Moreover, variations in reactions to work-family
culture in terms of flexible work arrangements are observed between men and women, as
scholars have illuminated how individuals’ perceptions of the workplace and their attitudes
and behaviours toward organisations are influenced by gender dynamics (Chen, Zhang,
Sanders, & Xu 2018). Notwithstanding, evidence from the extant literature suggests that
individual differences interact with situations to influence work-family experiences
(Aboobaker & Edward, 2020; Baral & Bhargava, 2011; Bansal & Agarwal, 2020). For
instance, Bansal and Agarwal (2020) highlight that an individual’s gender also plays a critical
role in shaping an individual’'s evaluative processes towards work-family experiences.
Although gender is considered the primary determinant of personality variations and has the
potential to shape the development of policies (Neubert & Taggar, 2004), the existing body of
research on the moderating influence of gender remains inadequate as no readily available
literature has systematically investigated the impact of individual differences on the direct
nexus between the dimensions of work-family culture aspects and work-family enrichment in
the hospitality industry. Therefore, the second objective of this study is to explore the
plausible moderating role of Gender in the relationship between the dimensions of work-
family culture and work-family enrichment in the hospitality industry.

The current study makes a significant contribution to the understanding of work-family
dynamics in the hospitality industry. This is because, despite the plethora of evidence
espoused in the literature, studies on the relationships between the dimensions of work-
family culture and work-family enrichment are rare in the hospitality industry, as Liu ef al.
(2022) call for more studies to be conducted in the hospitality industry. Given this, the authors
postulate that a work environment that fosters support can encompass various forms of
informal social support from colleagues and supervisors, including general and family-
oriented assistance. Also, our study highlights the significance of a work-family culture that

Downl oaded from http://ftp. nowublishers.conlihr/article-pdf/39/2/377/ 10264649/ i hr-11-2023-0053en. pdf by guest on 29 May 2026



THR honours employees’ family responsibilities and provides appropriate support and resources.
392 Further, our study also examines gender disparities and the moderating role of gender roles
’ in shaping work-family culture and enrichment. This would help organisations in the
hospitality industry to create personalised work-family balance plans for men and women.
The subsequent sections look at the literature review and hypotheses formulation,
methods, results and findings, discussions of findings, theoretical and practical implications,

380 and limitations of the study and future research.

Literature review

Conservation of resource theory

According to the COR theory (Hobfoll, 1989), individuals in an organisation strive to
accumulate and maintain resources. As a result, they try as much as possible not to engage in
activities that tend to deplete their acquired resources. Hobfoll (1989) viewed a resource as the
“single unit necessary for understanding stress”. He further defined resources as “those
objects, personal characteristics, conditions or energies that the individual values or that
serve as means for the attainment of the objectives, personal characteristics, conditions or
energies” (p. 515). According to Tran (2019), these resources may be personal or external.
Tran (2019) postulates that personal resources are characterised by individuals’ internal
locus of control, self-efficacy, and resilience, amongst others, whilst external resources, on the
other hand, are not controlled by an individual, such as support (organisational, social, and
supervisory). The accessibility of these resources differs according to the characteristics of
the setting within which an activity is performed. Also, the worth of resources varies from
person to person, depending on the individual’s experiences and circumstances. For example,
spending time with one’s family can be seen as an important resource, but it can also be seen
as a threat to other resources, such as one’s sense of self-worth. Despite the rigorousness of
the COR theory, which provides a useful framework for understanding how individuals strive
to acquire and maintain resources, it is not exempted from limitations/drawbacks in terms of
its applicability in organisations. First, COR theory assumes that individuals always seek to
acquire and maintain resources, which may not be the case for everyone (Kaplan &
Gangestad, 2005). Secondly, the theory assumes that all resources are equally valuable and
interchangeable, which may not be true (Gorgievski, Halbesleben, & Bakker, 2011). On the
third count, the theory does not account for the role of social and cultural factors in shaping
resource acquisition and depletion (Halbesleben & Buckley, 2004). Finally, the theory does
not provide clear guidance on how individuals can best manage and allocate their resources
in different situations (Ten Brummelhuis & Bakker, 2012).

One key principle of COR theory is the resource investment principle, which suggests that
individuals are more likely to invest resources (such as time, energy, and effort) in
environments where they perceive a likelihood of obtaining valuable returns on their
mvestment (Hobfoll, 1989). Drawing on this principle, we posit that a work-family culture can
be viewed as a resource in itself, where employees perceive it as a valuable asset that
enhances their ability to manage their work and family roles effectively. As a result, they are
more willing to invest resources such as time, energy, and commitment in both their work and
family domains. For instance, employees who work in hotels with a work-family culture may
feel less stressed about managing their work and family responsibilities. They may have
greater autonomy and flexibility to adjust their work schedules to accommodate family
needs, leading to enhanced work-family enrichment.

Ecological systems theory (EST). The Ecological Systems Theory, originally proposed by
Bronfenbrenner (1986) and further developed by Grzywacz and Marks (2000), elucidates the
intricate interplay of various elements that shape the experience of work-family dynamics.
These elements encompass diverse factors, including processes, individual attributes,
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contextual considerations, and the temporal dimension. Despite the theory’s wide-ranging International
applications, EST is not without limitations. According to Constantino, Schliiter, Weber, and Hospitality
Wijermans (2021), the ecological systems theory is oversimplified. Thus, according to them, Review
whilst the ecological systems theory aims to account for the complex interplay of various

environmental systems, its broad categorisations can sometimes obscure the dynamics

within each system, as this can lead to a generalised approach that may not fully capture the

intricacies of individual experiences or the specificities of different cultural contexts. 381
Furthermore, McCoy (2022) posits that the application of the ecological systems theory across
different cultural contexts raises questions about its universality. The author suggests that
the theory, rooted in Western perspectives, may not adequately account for the diversity of
experiences and values in non-Western cultures, as this can lead to a form of cultural bias,
where the applicability of EST’s constructs and assumptions in diverse cultural settings is
assumed without sufficient critical examination.

Scholarly literature posits that individuals inherently exhibit proclivities towards higher
levels of functioning and their developmental progress is facilitated through continuous
interactions with their immediate environment (Koole, Schlinkert, Maldei, & Baumann, 2019).
Notably, the enrichment of individuals primarily emanates from the resources available in
their work or family environments, acting as the conduits through which they engage with
and navigate their surroundings. Drawing upon the ecological theory, it is postulated that
specific demand characteristics, such as gender, personality traits, and socio-economic status,
can influence the work-family enrichment process. This suggests that individual traits
interact with the surrounding environment to acquire additional resources or derive greater
benefits from the existing accessible resources. Given this, we argue that women in the
hospitality industry might experience or perceive managerial support differently than men,
potentially due to gender norms or biases. For instance, women might benefit more from
managerial practices that acknowledge and accommodate their family responsibilities, thus
enhancing work-family enrichment. More so, Gender plays a critical role here, as negative
career consequences for prioritising family over work may be more pronounced for women,
reflecting societal expectations about gender roles. These external pressures can diminish the
positive spillover from work to family, making it essential to understand how gendered
expectations influence individuals’ experiences of work-family enrichment. Moreover,
drawing on the EST gender significantly moderates the impact of these demands on work-
family enrichment, with women often facing greater difficulties balancing these demands due
to traditional caregiving roles.

Work-family culture and work-family enrichment

A plethora of studies have found work-family culture or family-friendly policies in
organisations to be a strong predictor of work-family enrichment amongst employees (Bansal
& Agarwal, 2020; Chambel, Castanheira, & Santos, 2023; Crain & Stevens, 2018; Martinez-
Sanchez, Perez-Perez, Vela-Jimenez, & Abella-Garces, 2018; Mishra & Bhatnagar, 2019;
Straub, Beham, Fayad, & Ramadan, 2023). For instance, Bansal and Agarwal (2020) revealed
in their study that work-family support significantly predicts work-family enrichment.
Likewise, Chen et al (2018) assert that providing employees with flexible working
arrangements is a valuable human resource management strategy that results in work-
family enrichment. Baral and Bhargava (2011) found that work-family culture significantly
predicts work-family enrichment. They argue that the significance of a more comprehensive
and collective sense of organisational support for promoting employee work-family
enrichment cannot be overstated, as it is crucial for enhancing employee satisfaction and
performance in their familial domain. Lo Presti and Mauno (2016) recruited 447 employees
working in the Italian food-processing industry. They found that job control, supervisors’
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THR overall social support, and work-family organisational support had a clear and beneficial
392 impact on the work-family enrichment of employees. Additionally, the organisation’s
’ implementation of family-friendly policies and cultivating a work culture prioritising family-
friendliness are key components of a supportive work context. Given this, our study

hypothesises that;

Hla. Management support is positively and significantly related to work-family
382 enrichment.

HI1b. Negative career consequences is negatively and significantly related to work-family
enrichment.

HiIc. Organisational time demand is negatively and significantly related to work-family
enrichment.

Moderating role of gender

A Plethora of studies indicated notable differences between men and women in their
perspectives, evaluations, acquisition, and utilisation of various resources within their work
and family domains. These gender-based disparities can significantly influence how
individuals experience enrichment in their work and family lives. However, there is a scarcity
of studies investigating whether men or women experience greater work-to-family
enrichment (WFE) due to the dimensions of work-family culture (management support,
negative career consequences, and organisational time demand) in the hospitality industry.
Therefore, it is pertinent to investigate whether men or women acquire more resources to
experience increased levels of WFE.

McNall, Nicklin, and Masuda, (2010) argue that women may acquire workplace resources
more than men because they give more time to their family responsibilities. Likewise,
Hofstede (2016) contends that individuals with feminine traits prioritise quality of life,
cooperation, and mutual care. More so, it is noteworthy that males, although burdened with
substantial work and family obligations, exhibit a substantially lower inclination to perceive
their workplace culture as accommodating towards their work and family demands (Elbaz,
Salem, Elsetouhi, & Abdelhamied, 2020). Akanji, Mordi, and Ajonbadi (2020) believe that this
phenomenon may be attributed to the current array of work-life balance policies offered by
businesses, which predominantly cater to the needs of women in the workforce whilst failing
to adequately meet the needs of men in similar positions.

In addition, Duxbury ef al. (2021) found that female individuals tend to hold a greater
inclination towards perceiving the utilisation of work-life balance initiatives, such as flexi-
time, as potentially leading to negative repercussions with their employers and subsequently
yielding unfavourable consequences for their career trajectories. Russo and Morandin (2023)
posit that individuals facing challenging work-family circumstances, particularly women,
possess the capacity to seek assistance and cultivate working settings that ultimately
facilitate the attainment of more favourable work-family enrichment. According to
Barglowski (2023), women demonstrate a propensity to utilise the resources and skills
acquired via their employment, such as support and time management abilities, for the
betterment of their families. Van der Lippe and Lippényi (2020) demonstrated that women
possess more extensive managerial support networks than men, along with a higher quantity
of individual sources of support.

Given the above, we argue that female employees exhibit heightened responsiveness to
family-friendly policies. This propensity stems from their predominant responsibility for
managing family matters, engendering a pronounced sense of obligation to balance their
work and family roles. Essentially, for female employees, the implementation of work-family
culture in terms of family-friendly policies is perceived as instrumental in facilitating a more
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seamless integration of their work and family responsibilities. Consequently, we anticipate International
that gender significantly moderates the relationship between the dimensions of work-family Hospita_lity
culture and work-family enrichment. Therefore, we hypothesise that; Review

HZ2a. The relationship between management support and work-family enrichment will
be stronger for women than men.

H2b. The relationship between negative career consequences and work-family 383
enrichment will be stronger for women than men.

H2c. The relationship between organisational time demand and work-family enrichment
will be stronger for women than men.

Conceptual framework
Figure 1 displays the hypothesized relationships among the constructs understudy.

Methodology

Research design and sample

Our study employed a cross-sectional survey approach to conveniently gather data from 296
participants proportionally recruited from 14 hotels in the Western Region of Ghana who
agreed to participate in the study upon reaching out to them. Convenience sampling was
employed because of the busy and rotational nature of the work schedule of the hotel
employees, which made it arduous to recruit individuals willing to participate in the study.
Drawing on Miller and Brewer’s (2003) approach for determining sample size, 296
participants were sampled from 1,128 target population. During the data collection
process, participants were requested to respond to the enquiries presented on paper sheets.
The workers were approached at their respective lunch hours in the affiliated hotels.

Work-Family Culture

Management
Support

Negative Work-Family
Career Hlb Enrichment
Consequences

Organizational
Time Demand

N

Figure 1.

Conceptual framework
Source(s): Authors’ Construct (2024)

Downl oaded from http://ftp. nowublishers.conlihr/article-pdf/39/2/377/ 10264649/ i hr-11-2023-0053en. pdf by guest on 29 May 2026



IHR Measures
392 Work-family culture. This construct was measured using a 20-item scale developed by
’ Thompson ef al. (1999). The scale was measured on three items namely, managerial support
(11 items), negative career consequences (5 items), and organisational time demand (4 items).
Sample items include; “In general, managers in this ovganisation ave quite accommodating of
Sfamuly-related needs” (managerial support), “In this organisation employees who participate in
384 available work—family programs (e.g. job sharing, pari-time work) are viewed as less serious
about their careers than those who do not participate in these programs” (negative career
consequences), and “Employees are often expected to take work home at night and/or on
weekends” (sorganisational time demand). The scale was measured on a 5-point Likert scale
ranging from 1 “Strongly Disagree” to 5 “Strongly Agree.” This measurement scale has been
used in prominent studies regarding its reliability and validity Bansal & Agarwal (2020),
Thompson ef al (1999). The reliability of the scale was managerial support (0.769), negative
career consequences (0.869), and organisational time demand (0.779).

Work-family enrichment. This construct was measured using a 9-item scale developed
and validated by Carlson, Kacmar, Wayne, and Grzywacz (2006). The scale was measured on
three items, namely, work-to-family enrichment development (3 items), work-to-family
enrichment affect (3 items), and work-to-family enrichment capital (3 items). Sample items
include; My involvement in my work helps me to understand different viewpoints, and this helps
me be a better famuly member (work-to-family enrichment development), “My involvement in
my work puts me in a good mood, and this helps me be a better family member” (work-to-family
enrichment affect), and “My involvement in my work helps me feel personally fulfilled and this
helps me be a better family member” (work-to-family enrichment capital). The scale was
measured on a 7-point Likert scale ranging from 1 “Strongly Disagree” to 7 “Strongly Agree.”
This measurement scale have been used in prominent studies in terms of its reliability and
validity (Bansal & Agarwal, 2020; Kalliath, Kalliath, Chan, & Chan, 2020). To create a
composite scale, the three dimensions were combined additively. The reliability of the scale
was 0.890.

Data analysis

In this study, descriptive and inferential statistics were used to examine the data received
from the respondents with the aid of IBM SPSS Statistics (Version 26.0) software and
PROCESS macro for SPSS. First, the authors used a ftest to ascertain the presence of
significant mean differences in work-family enrichment based on Gender, marital status, and
parental status. The next assessment encompassed a preliminary analysis of mean, standard
deviation, skewness, kurtosis, reliability analysis, and a bivariate correlation. The final
assessment was concerned with the moderation analysis. In controlling for common method
bias, participants were duly informed of the assurance of anonymity and confidentiality
regarding their comments, with explicit clarification that the data would solely be utilised for
research purposes (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). More so, distinct levels of
the Likert scale were employed and also the authors physically separated the predictor and
outcome variables (Podsakoff, MacKenzie, & Podsakoff, 2012).

Pilot study

A small-scale pilot study was undertaken to see how reliable and appropriate the
measurement scale was in the Ghanaian context. At the preparatory stage of the study, it was
also necessary to ensure that all inaccuracies, miscalculations, and errors in the
questionnaires were fixed before the actual survey took place, hence the need for the pilot
study. In this vein, we conveniently recruited ten employees working in hotels in Winneba to
participate in the pilot study. The selected respondents who took part in the pilot study were
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not included in the final data collection process, as this was because the researcher did not International
want them to see the data collection as a problematic process since that may affect future Hospitality
studies negatively. The data collected in the pilot study was analysed using IBM SPSS Review
Statistics (Version 26.0) to assess the reliability of the instruments through the Cronbach’s
Alpha method. Management support recorded a Cronbach’s alpha value of 0.932, negative
career consequences (0.901), organisational time demand (0.914), and work-family
enrichment (0.827).

Ethical consideration. In our study, adherence to the ethical principles governing the
utilisation of human subjects was given precedence. All prospective respondents were
solicited to give informed consent before engaging in the data collection phase. This process
entailed providing the respondents with exhaustive information about the study,
encompassing its scholarly relevance and the importance of their participation, thereby
ensuring transparency and adherence to ethical principles in research conduct. More so, our
study meticulously adhered to critical ethical principles, including anonymity and
confidentiality. To safeguard the anonymity of the participants, firm assurances were
given that their identities would remain undisclosed and inaccessible. Consequently, the data
collection process was carefully designed to exclude personal identifiers, such as the
respondent’s name, social security number, phone number, or address. Moreover, the
principle of confidentiality was rigorously upheld, where respondents were thoroughly
informed that their information would remain detached from their identities, and assurances
were provided that the information gathered would be devoted exclusively to scholarly
exploration. This comprehensive approach reinforced the study’s ethical integrity, affirming
the researchers’ commitment to the principles of anonymity, confidentiality, and voluntary
participation.

385

Results

Table 1 shows the demographic information of the respondents who participated in the
study. From the table, the sample comprises 296 respondents, with males constituting 173
respondents (58.45%) compared to 123 female respondents (41.55%). With respect to age, the
data highlights a predominance of younger individuals, with the largest group being those
below 30 years (162 respondents, 54.73%). This is followed by the 31-40 age group,
accounting for 28.39% (84 respondents). The 41-50 years and 51-60 age groups were smaller
in comparison, with 8.11% (24 respondents) and 8.77% (26 respondents) respectively,
indicating lesser representation of older age groups in the sample. Regarding marital status, a

Frequency Percentage

Gender
Male 173 5845
Female 123 41.55

Age

Below 30 years 162 54.73
31-40 years 84 28.39
41-50 years 24 811
51-60 years 26 8.77

) Table 1.
Marital status Demographic

Single 224 75.68 information of
Married 72 24.32 respondents
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THR significant portion of the sample, representing 224 (75.68 %) respondents, were single, with 72
392 respondents representing 24.32% are married.
’ In Table 2, the f-test results indicate no significant difference in mean between males and
females (f = 0.175, ns). In the case of marital status, there was a significant mean difference
between married respondents and singles such that the married respondents reported a
higher level of work-family enrichment (f = 2.457, p < 0.05).

386

Hypotheses testing

The result in Table 3 indicates that management support positively correlates with WFE
(r = 0.216, p < 0.01), indicating support for Hla. This implies that the more employees receive
support from management, the more their work and family lives are enriched. The hypothesis
(H1b) that negative career consequences are negatively and significantly related to work-
family enrichment was supported (» = —0.554, p < 0.01). This implies that when employees
face negative career consequences, they are less likely to experience work-family enrichment.
In furtherance, it was found that organisational time demand was negatively and
significantly related to work-family enrichment (» = —0.486, p < 0.01), indicating support
for Hlc. This implies that when employees are required to dedicate more time to work-related
activities, they may have less time and energy to devote to their family responsibilities,
leading to lower levels of work-family enrichment.

H2a posited that the positive relationship between management support and work-family
enrichment would be stronger for women than men. The results in Table 4 supported this
hypothesis (f = 0.24, t = 3.62, p > 0.001) (see Figure 2). This implies that the impact of
management support on work-family enrichment is more pronounced for female employees
than male employees. Further, the results, as presented in Table 5 indicate that the prediction
that the negative relationship between negative career consequences would be stronger for
women than men (f = —0.45, t = —9.34, p > 0.001) (see Figure 3) was supported. This implies
that negative career consequences have a more pronounced detrimental effect on work-family
enrichment for women than men. Finally, the results in Table 6 indicate that the negative
between organisational time demand and work-family enrichment is stronger for women
than men (f = —0.39, t = —5.79, p > 0.001) (see Figure 4), indicating support for H2c. This
implies that when employees face higher organisational time demands, it has a more
significant negative impact on work-family enrichment for women than men.

Discussion and conclusion

Discussion

Our results indicate that management support positively relates to work-family enrichment,
indicating support for Hla. These results imply that when employees perceive support from
their supervisors in managing work and family demands, they are more likely to experience
work-family enrichment. Also, this support can manifest in various ways, such as flexible

N Mean SD t

Gender
Male 173 5.6859 1.00247 0.175
Female 123 5.6649 1.05332
Table 2. )
T-test for work-family Marital status
enrichment based on Married 224 5.7485 0.97953 2457*
demographic factors ~ Single 72 5.6543 1.03662
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THR scheduling, understanding of family-related responsibilities, and encouragement to prioritise
392 family needs. More S0, our r_esults revgalqd that negative career consequences are negatively
’ related to work-family enrichment, indicating support for Hlb. This implies that when
employees perceive that their organisation’s work culture leads to negative repercussions for
devoting time to family responsibilities, it declines their ability to experience work-family
enrichment. Organisational policies and practices that discourage employees from
388 prioritising family commitments can negatively affect their overall well-being and work-
family enrichment. In addition, our results indicate that organisational time demand
negatively relates to work-family enrichment, indicating support for Hlc. This implies that
when employees cannot balance their higher time demands at work, it reduces their ability to
devote time and resources to their family domain, leading to decreased work-family
enrichment. Therefore, organisations prioritising employees’ time and providing resources to
manage workload effectively are likelier to foster work-family enrichment. Theoretically, our
findings support the COR theory in that work-family culture can facilitate resource
Table 4. B Boot SE T LLCI ULCI
The moderating effect
of gender in the Constant 0.07 120 0.06 —2.29 243
relationship between ~ Management support 0.38 0.35 393 0.69 2.08
management support Gender 0.02 0.24 4.28 0.55 1.49
and work-family Int_1 0.24 0.07 3.62 0.37 0.11
enrichment R=o011 F=1308
5 -
4.5 -
5 4
5
@ 3.5
'E Moderator
i 3 —o—Female
E ~l-Male
® 25
Figure 2. z
Interactional effect of 5 5,
gender in the =
relationship between
management support 151
and work-family
enrichment 1 T )
Low Management Support High Management Support
Table 5.
The moderating effect B Boot SE T LLCI ULCI
e i ween  Constant 893 141 —6.35 ~11.70 ~617
negative career Negative career consequences 0.51 0.26 9.61 1.99 3.02
consequences and Gender 0.68 0.26 10.33 217 3.19
work-family Int_1 —0.45 0.05 —-9.34 0.54 0.35
enrichment RE=027 F=4082
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B Boot SE T LLCI ULCL Table 6.
The moderating effect
Constant —7.32 2.00 —3.65 —11.26 —3.38 of gende% in the
Organisational time demand 212 0.36 590 142 283 relationship between
Gender 240 0.37 6.47 167 313 Organisational time
Int_1 -0.39 0.07 -5.79 0.52 0.26 demand and work-
R?=01512 F =19.7205 family enrichment
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Demand Demand

movement by providing employees with the necessary resources to effectively balance their
work and family responsibilities. Empirically, our results are consistent with Bansal and
Agarwal (2020), who found that work-family support significantly predicts work-family
enrichment in situations where the provision of work-family friendly policies, in the form of
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THR assistance from supervisors for employees’ management of the demands of work and family.
392 Our findings align with Chen ef a/. (2018), who found that providing employees with flexible

’ working arrangements to balance their work and family life results in work-family
enrichment. In addition, our findings align with prior studies that emphasised the
significance of managerial support, negative career consequences, and work demands and
time pressures in influencing work-family balance and enrichment (Baral & Bhargava, 2011;
Lo Presti & Mauno, 2016).

Our findings also support the moderating role of gender in the relationship between work-
family culture dimensions and work-family enrichment, indicating support for H2a, H2b, and
H2c. Our findings suggest that women who receive supervisor support are more likely to
experience work-family enrichment, as this support may empower them to balance both
domains effectively. Moreover, our findings imply that women may be more sensitive to
negative career consequences from devoting time to family responsibilities, leading to a
greater decline in work-family enrichment. In addition, our findings imply women’s higher
time investment and greater responsibilities in family activities (organisational time
demands) have detrimental effects on their ability to effectively balance work and family life.
Theoretically, our findings in Ecological Systems Theory emphasises the interplay of
individual attributes, contextual factors, and the surrounding environment. Women may face
unique challenges in managing work and family roles due to societal expectations and gender
roles, making them more sensitive to the influence of work-family culture on their enrichment.
Empirically, our findings are consistent with Ekmekci, Metin Camgoz, & Bayhan Karapinar
(2021), who found that women may benefit more from supervisor support in managing their
work and family roles, potentially due to societal expectations and gender role socialisation
that emphasise women’s roles as caregivers and homemakers. Also, our findings align with
Barglowski (2023), who, in their study, revealed the positive ripple effects of employment on
family life, particularly through the resources and skills women acquire, such as support
networks and time management abilities. More so, our findings are consistent with Van der
Lippe and Lippényi (2020), who suggest that women may possess more or perhaps different
kinds of resources to navigate work-family challenges, albeit recognising that the mere
presence of these networks does not necessarily guarantee their effectiveness or the absence
of workplace discrimination. In addition, our findings are consistent with Duxbury ef al.
(2021) postulation of a critical perception amongst women regarding the potential career
repercussions of utilising work-life balance initiatives like flexi-time.

390

Theoretical implications

Our paper contributes significantly to the extant body of knowledge, particularly within the
domain of hospitality research, by bringing to bear several novel findings. To our knowledge,
this study represents a premier empirical investigation within the hospitality literature that
delineates the relationship between the dimensions of work-family culture (management
support, negative career consequences, and organisational time demand) and work-family
enrichment. A further significant contribution of our paper is identifying gender as a moderator
in the relationships between the dimensions of work-family culture (management support,
negative career consequences, and organisational time demand) and work-family enrichment.
This augmentation of existing knowledge represents the first empirical endeavour to establish
the moderating effect of gender in the said relationship, to the best of our understanding.

Implication for practice

The findings delineate recommendations for managerial guidance, and they aim to foster an
environment that promotes work-family enrichment, especially in recognising the significant
role of work culture and the nuances of gender dynamics. First, hotel managers should not
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view employee engagement in family responsibilities as hindering job performance. This is International
because such involvement can also benefit the employee’s professional life. Thus, family roles Hospitality
can facilitate personal growth, broaden perspectives, enhance workplace productivity, and Review
reciprocally benefit individuals. Therefore, it is imperative for organisations to actively

promote experiences that improve the growth and development of their employees, as this

can be done by enhancing job design to include elements such as autonomy, variety,

significance, feedback, and social contacts, along with providing training to supervisors to 391
address employee work-family integration issues through social support effectively, can help
achieve this goal. Second, management should prioritise establishing and enhancing a work
culture that acknowledges and facilitates the balance between work and family demands.
This includes implementing flexible scheduling options, acknowledging family-related
responsibilities, and promoting an organisational culture that encourages employees to
prioritise family needs without fear of negative career repercussions. This is because such
measures support employees’ well-being and contribute to a more engaged one. Third, our
paper highlights the importance of adopting gender-sensitive approaches when
implementing work-family policies. Given this recognition that women may experience
greater benefits from such support due to societal expectations and traditional gender roles,
organisations should ensure that their policies are inclusive and sensitive to these dynamics.
This may involve tailored support mechanisms for women or programs that specifically
address the challenges faced by women in balancing work and family responsibilities.

Limutations and recommendations for future studies

Despite this study’s promising findings, it has limitations. Given this context, further studies
can be conducted to elucidate the fundamental mechanisms behind these effects through the
utilisation of qualitative research methods or a combination of qualitative and quantitative
approaches. Furthermore, the cross-sectional design restricts the ability to establish causality
between work-family culture, work-family enrichment, and gender differences. Future
studies should consider using longitudinal designs to understand causal relationships over
time better. Additionally, the study’s sample characteristics may not fully represent the
workforce’s diversity, limiting the findings’ generalisability. Future studies can address this
shortfall by including larger and more diverse samples to enhance the results’ applicability to
various organisational contexts.

Conclusion

In conclusion, this study sheds light on the complex interplay between work-family culture,
work-family enrichment, and the moderating role of gender. Our results demonstrate that
the dimensions of work-family culture positively and negatively relate to work-family
enrichment. Given this, organisations that prioritise work-family balance and implement
family-friendly policies, flexible work arrangements, and practices create an environment
that promotes employees’ well-being and satisfaction. Employees are better equipped to
manage their work and family responsibilities by providing the necessary resources and
support, leading to a positive spillover effect between work and family domains. Moreover,
the study h1gh11ghted the importance of cons1der1ng gender differences in work-family
dynamics. Women, in particular, may experience a more substantial impact of both positive
and negative work family culture on their enrichment due to societal expectations and
gender roles. Recognising and addressing these gender-specific challenges is crucial in
designing inclusive policies and initiatives that support all employees in achieving work-
family balance.
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