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Abstract: Survey data from 226 service employees were used to test the hypothesized moderating
role of chronic self-regulatory focus on the relationships between work–family conflict (WFC) and
challenge/hindrance strain. A follow-up scenario-based experiment (N = 93 executives) confirmed
the results of the hypothesized model. Results from the two studies together demonstrated
the moderating role of self-regulatory processes: chronic promotion-focused individuals perceived
WFC as a challenge-type strain, while chronic prevention-focused individuals viewed WFC as
a hindrance-type strain. Individuals use self-regulation strategically: in work domains, they regulate
themselves so that family does not interfere with work. Individuals’ stress perceptions differ
depending on the two dimensions of WFC as they regard interferences from (WIF) as a personal
challenge, perhaps affording them an opportunity to balance work and life and to refine their abilities,
but interferences from family to work (FIW) act as a barrier preventing them from achieving career
success. When two-way interactions between WIF/FIW and chronic promotion/prevention foci were
taken into consideration, the WIF/FIW main effects on challenge/hindrance stress became insignificant,
suggesting that chronic self-regulation fully moderated the relationship. The results extend the current
work–family research by incorporating self-regulatory processes as an important moderating variable,
suggesting new research directions. The findings can help human resource management establish
policies and benefit programs that take individual differences into account.
Keywords: chronic regulatory focus; work and family; challenge/hindrance strain

1. Introduction
The physiological model of personality traits has always been an important research field.
According to Gray [1–4], personality can be divided into anxiety tendency and impulse tendency on
the basis of different nervous systems and functions of the brain. Gray believes that different personality
traits lead to diverse motivations and behaviors. Personality traits with an anxious tendency can
lead to aversion motivation, while personality traits with an impulsive tendency can lead to desire
motivation. On previous theoretical studies, Higgins proposed the regulatory focus theory stressors [5].
The regulatory focuses on an individual’s trait, which mainly reflects the characteristics to seek
advantages and avoid disadvantages. The differences in such traits directly determine the distinction
in individual cognition and behavior patterns [6]. Some studies about the effects of leadership
on the psychological and behavioral effects have found that differences in employee traits directly
influence how employees respond to leadership styles or behaviors [7]. As family-related issues
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become increasingly critical at the workplace [8,9], work–family conflict (negative spillover between
work and family roles; WFC) often increases counter-productive attitudes and withdrawal behaviors
among employees including emotional exhaustion and stress [10]. Work and family are two important
areas of an individual’s social life [11]. When it is impossible to effectively balance the roles of family
and work due to resource constraints (such as time and energy), there will be conflicts between the two
roles [12]. Work family conflict is one of the important sources of stress [13] and it will decrease job
satisfaction [14] and organizational citizenship behavior (OCB) [15], bring about job insecurity [16], role
overload [17], and pressure [18], even leading to deviation from the organization and counterproductive
behavior [19], thus affecting the individual’s job performance [20]. Previous studies have found that
work–family conflict not only has a direct impact on job performance [21], but also indirectly affects
job performance through mediating variables such as emotional exhaustion [22]. Extant findings
about the relationship between WFC and stress levels, however, are not consistent [23]. Some scholars
attribute these inconclusive study results to the omission of individual-level differences [24–27] and to
samples that are not culturally diverse [28]. The current study responds to these concerns in four ways.
First, we identified chronic self-regulation as an important individual characteristic moderating
WFC related stress perceptions. Individuals differ in their chronic regulatory focus and correspondingly,
their means of dealing with external stressors [5,29]. Shi [30] proved that a situational regulatory focus
had more extensive effects than a chronic regulatory focus on asymmetric perceptions of outcomes.
Individuals with chronic promotion-focus tend to adopt positive patterns of behavioral and cognitive
strategies; those with a chronic prevention-focus use conservative and preventive strategies. These
two dimensions of regulatory focus may moderate the individual’s views about work–family interface
to be seen as enrichment or conflict [31]. We extended this perspective to suggest that such differences
causes individuals to adopt very different strategies toward perceiving and managing WFC, rather
than solely positive attitudes (e.g., job satisfaction in [32]). Chronic promotion-focused individuals
will perceive WFC as a challenge stress (as opportunities to balance work and family demands and
achieving career and life success). On the other hand, individuals with chronic prevention-focused
self-regulation experienced WFC as a hindrance stress (preventing them from fulfilling work and
family responsibilities).
Second, we adopted and built on more recent research that suggests that individuals simultaneously
perceive both challenge and hindrance stress with consequent effects on performance. When employees
are forced to deviate from the normal or desired lifestyle, the uncomfortable feeling they experience
and show is described as work pressure [33]. Employees who are under work pressure for a long
time are more likely to be dissatisfied with their work and have worse work performance [34,35].
Too much work pressure can cause emotional exhaustion [36,37]. Work pressure may threaten
the sustainable employability of the staff [38]. When direct leaders adopt ethical leadership, pay
attention to the interests of employees, and provide support for leaders, employee anxiety can be
effectively alleviated and they will behave better in their work [39,40]. Previous research has provided
a two-dimensional conceptualization of the individual’s stress: workplace stressors are perceived as
either a challenge (i.e., they view stressors as challenges or opportunities for personal achievement)
or hindrance-related stress (i.e., they view stressors as obstacles or threats) [41–44]. The two types of
stressors exist at the same time and affect the individual’s work performance. When one has more
challenging stressors, he/she is more likely to achieve a satisfactory job performance [45]. Researchers
have suggested that “combining and integrating challenge and hindrance appraisals would enable
a more valid testing and a better understanding of the effect of a stressor on performance” [46]. We
accordingly argue that individuals with different chronic self-regulatory modes will perceive challenge
and hindrance types of WFC stress differently.
Third, responding to the complaints of inconsistent cultural effects and lack of research outside
Western countries, this study collected data in China, a rapidly modernizing economy and society [47,48].
Researchers note that because of social networks (Guangxi) and Confucianism, hospitality employees
in China, Korea, and other Asian countries experience work–family conflict and stress perceptions
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differently than their Western counterparts [49,50]. Other research has shown that the impact of
job characteristics on work–family conflict was consistent and transportable across 48 countries [51].
Drawing on a Chinese hotel employee sample, this study contributes to an understanding of the impact
of culture on WFC and stress perceptions [52,53].
A mixed method approach was adopted to ensure greater validity of the results and overcome
the limitations of using either only a survey or experimentation to collect data [54,55]. The next section
provides theoretical foundations and develops our hypotheses.
2. Theoretical Framework
2.1. Work–Family Conflict as a Salient Stressor
Work–family conflict (WFC) refers to incompatible interferences between the individual’s work
and family roles [56] including two dynamic and reciprocal relationships with distinct antecedents and
outcomes: work interfering with family (WIF) and family interfering with work (FIW) [57]. WIF and
FIW have been identified as critical antecedents of employee stress levels relating to an individual’s
experience of threat and unpleasantness [58,59]. Conflicts between work and family role demands
relate to higher levels of stress [60]. Empirical research reports that WFC and general psychological
stress (r = 0.29) [61] and WFC and physical stress (r = 0.26) were significantly associated [62]. It has
also been reported that each dimension of WFC (WIF and FIW) correlated with work stress [63], and
a meta-analytic review found the individual’s overall stress was positively associated with both WIF
(r = 0.48) and FIW (r = 0.29) [64].
The theories about the relationship between work and family have experienced great development.
For instance, boundary theory [65] points out that there is a boundary between work and life roles.
Resource conservation theory [66] proposes that individuals tend to acquire and preserve resources by
substituting and transferring resources. Based on the above theories, some scholars have proposed that
role stress is an important factor leading to conflicts between work and family [67]. When employees
undertake too much task load on a certain role, they will feel task-type pressure and tend to transfer
existing resources between different roles [17]. Existing studies have not only verified the influence
of antecedent variables (like role stress) on work–family conflict, but also explored the influence of
work–family conflict on outcome variables such as work satisfaction, life satisfaction, and psychological
depression [68].
Although research generally supports the impact of WFC on work outcomes, empirical studies
have revealed mixed results. For example, Frone and colleagues [69] found an insignificant relationship
between WFC and the individual’s health status. A meta-analysis reported a modest negative
association of WFC with employee self-rated performance, but not supervisor-rated performance [46].
Some researchers have attributed the mixed results to inattention to individual characteristics that
may moderate the relationship between WFC and work stress [61]. Gilboa et al. [46] hinted at the role
of self-regulation, suggesting that the inconsistent findings probably revealed that individuals may
engage in self-regulation, which influences their perceptions of WFC.
Research has noted that different appraisals of WFC can lead to specific attitudinal and behavioral
responses to stress. Cavanaugh et al. [70] suggest that some view stress as manageable, allowing for
personal growth, but others perceive stress as unmanageable and an obstacle to growth. Thus, they
argued that not all stress is negatively appraised by individuals. Wallace and colleagues [71] emphasize
that stress evaluation varies by the individual’s means of appraising stressors. We extend these
arguments and suggest that some individuals consider WFC as challenge-type stress that enhances
work–family balance or enrichment, leading to positive work outcomes (e.g., better performance).
Others may view WFC as a hindrance-type stress that creates obstacles to personal well-being and
leads to negative work consequences (e.g., lower performance) [41,72,73]. In this paper, we identified
the individual’s chronic self-regulatory focus as a critical moderator determining the likelihood that
they perceive WFC as challenge or hindrance stress.
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2.2. The Moderating Role of Chronic Promotion/Prevention-Focus
Individuals adopt promotion or prevention self-regulation strategies relatively, which
consistently [5] influence work attitudes such as organizational commitment [74]. Individuals
with chronic promotion-focus concentrate on achieving desired end-states, while those with a chronic
prevention-focus avoid undesired end-states [75]. Accordingly, chronic promotion-focus may lead
individuals to perceive WFC as challenge-type stress, whereas chronic prevention-focus may lead
individuals to view WFC as hindrance-type stress.
2.2.1. Accessibility
When facing conflicts, promotion-focused people are more likely to access attitudes that relate
to successful accomplishment of work tasks and family demands and view WFC as a challenge
stressor [75]. Conversely, chronically prevention-focused persons are more likely to access attitudes
that support the management and reduction of unwelcome role conflicts between work and family.
These individuals consider conflicts as hindrances and obstacles to the fulfillment of personal goals.
2.2.2. Selective Resource Allocation
The ‘scarcity perspective’ assumes that individuals have finite psychological (cognitive) and
physiological (e.g., time and energy) resources and employ self-regulatory processes to allocate
such finite resources to resolve WFC [56,76,77]. Promotion-focused individuals consider conflicts
as challenge-type stress and this allows them to self-consciously allocate resources in a manner
aimed at balancing and mutually facilitating work and family domains. In contrast, individuals with
a chronic prevention-focus consider conflicts as hindrances and adopt a conservation strategy to
passively (reactively) allocate resources aimed at conserving finite resources and eliminating, rather
than resolving, hindrances.
3. Hypothesis
Taken together, we propose that chronic regulatory focus will influence the employee’s perception
of WFC
WIF
FIW)
as2020,
either
challenge
or hindrance stress (see Figure 1). Accordingly, 5 of 17
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Figure 1. The conceptual model. H = Hypothesis.

4. Method
Responding to calls for more triangulation and multiple samples in research projects, we address
the hypotheses in two studies: (1) a field survey, and (2) a scenario-based experiment. In Study 1, we
collected the hotel employees’ responses to the study variables using a survey, and in Study 2, the
managers responded to two written scenario statements depicting high or low work–family conflict
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Hypothesis 1a. Employees with chronic promotion-focus will perceive WIF as a challenge, but not hindrance
stress.
Hypothesis 1b. Employees with chronic promotion-focus will perceive FIW as a challenge, but not hindrance
stress.
Hypothesis 2a. Employees with chronic prevention-focus will perceive WIF as a hindrance, but not challenge
stress.
Hypothesis 2b. Employees with chronic prevention-focus will perceive FIW as a hindrance, but not challenge
stress.
Chronic regulatory focus, considered a moderator in this paper, is distinct from coping strategies
adopted in previous WFC studies. First, coping is considered a moderator in previous work–family
research [78], although it reflects the individual’s cognitive and behavioral responses (consequences)
to WFC [79]. In contrast, the individual’s chronic regulatory focus is more relevant to self-guidance
in their reactions to WFC [5,80]. Second, coping is situation-specific, whereas chronic regulatory foci
are a general guide to the individual’s behavioral responses. Third, individuals facing stress may
cope in one of two ways: adopting active (or problem-focused) or avoidance (or emotion-focused)
strategies [81]. Self-regulation, on the other hand, motivates a more complete response: individuals
with a promotion-focus attempt to employ their full potential to achieve success in both work and
family domains, while prevention-focused individuals attempt to avoid failures in either domain [5,80].
4. Method
Responding to calls for more triangulation and multiple samples in research projects, we address
the hypotheses in two studies: (1) a field survey, and (2) a scenario-based experiment. In Study
1, we collected the hotel employees’ responses to the study variables using a survey, and in Study
2, the managers responded to two written scenario statements depicting high or low work–family
conflict situations.
4.1. Study 1
Participants were recruited from eight hotels. Long work hours, irregular and inflexible work
schedules, heavy workloads, and low wages characterize the hospitality industry, leading to WFC
and consequent alcohol abuse and higher divorce rates [82]. Therefore, hotel jobs are an appropriate
occupation for investigating WFC issues [28,83]. The current study investigated employees at all levels:
front-line employees and managers. The sample included married and single individuals, with or
without children living at home, and with or without an employed spouse because all employees have
the potential to experience work–family conflicts [83].
Researchers note that only 19.9% of the WFC studies have been conducted outside of the U.S. [28].
The present study contributes to the WFC literature by testing it in a Chinese context. About 80% of
urban Chinese women between the ages of 16 and 54 are employed, accounting for nearly 40% of
the total urban labor force. Over 90% of urban families are headed by working parents, indicating that
China may have similar dual-earner family issues as the USA. [84]. The nature and structure of work
and family demand is not significantly different in China compared to the USA [85], ensuring that it is
an appropriate setting for WFC research.
In each hotel, forty employees were randomly selected from a list provided by the human resource
department and three hundred and twenty questionnaires were distributed. Employees were informed
that the research was for academic purposes and their participation was voluntary and confidential.
They were allowed a week to fill out and return completed surveys in individually sealed envelopes to
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a collection box in their respective human resource departments. Validity and reliability was ensured
by back-translating the measures [85].
Valid surveys were returned by 226 employees from eight hospitality organizations (response
rate = 70.6%; surveys with missing values were excluded; see Table 1). A total of 57.1% of the subjects
were female, most respondents (89.8%) were younger than 40 years of age (M = 28.72, SD = 7.90),
and the average number of dependents (child, parents, relatives) was 1.14 (SD = 1.70). Most of
the respondents had a high school (29.6%) or a college education (35.4%). A total of 55.8% of the sample
was single and 37.2% were married. They had on average 6.82 years of work experience (SD = 7.28)
and 40.3% were frontline employees and 41.6% were managers.
Table 1. Sample distribution of Study 1.
Items

Categories

Respondents

Percentage (%)

Management

Front-line employees
Managers
Other level

91
94
41

40.3
41.6
18.1

Countries

America
Outside of America

181
45

80.1
19.9

Gender

Female
Male

129
97

57.1
42.9

Age

Under 40
Over 40

203
23

89.8
10.2

Educational background

High school
College
Other background

67
80
79

29.6
35.4
34.9

Marital status

Single
Married
Other status

126
84
16

55.8
37.2
7.1

4.2. Study 2
Ninety-three hospitality managers were recruited from several business-related seminars (e.g.,
leadership workshops) in China (response rate = 93%; see Table 2). Participants were mainly males
(75.3%), on average 32 years old (SD = 5.15), and married (71%). Most had a college (44.1%) or graduate
education (35.5%), about ten years work experience (M = 9.60, SD = 5.43), and the mean number of
dependents was 4.52 (SD = 1.10). To ensure comparability of the findings, the same measures were
used in both studies.
Table 2. Sample distribution of Study 2.
Items

Categories

Respondents

Percentage (%)

Gender

Female
Male

23
70

24.7
75.3

Educational background

College
Graduate education
Other background

41
33
19

44.1
35.5
20.4

Marital status

Married
Other status

66
27

71
29

Participants were provided with a written scenario [10] adapted to fit the study context. Participants
imagined that they were the focal person in a business situation and were randomly assigned to
two conditions: low or high work–family conflict. Specifically, some participants were assigned to
a scenario involving a work–family conflict situation while others were assigned to a scenario depicting
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work–family balance (the manipulated information is in italics): “You are an employee at ABC hotel
[originally ‘company’]. Recently, a number of important projects have landed on your boss’s desk. This
morning, in a meeting with your boss, he assigned one of these projects to you. Although the project
entails various responsibilities, in looking over the projects you are currently working on, you realize
that this additional project will require you to spend much more time at work/will not require you to
spend much more time at work. Therefore, you will have less time/about the same amount of time to
spend on activities in your personal life that are very important to you” (10: 20).
Finally, participants provided responses to the study variables and manipulation checks. WFC
manipulations were evaluated in two ways: [86] WFC perceptions were evaluated by the average
value of WIF and FIW questions (i.e., “Your family burdens will prevent you from accomplishing
the assigned work project” and “Accomplishing the assigned work project will prevent you from
taking care of your family”); and (2) a measure of work–family balance perception (“In your mind,
your family life and work tasks are balanced”). One item was also provided for the participants to rate
scenario realism. Responses were provided on a seven-point Likert scale from 1 = strongly disagree to
7 = strongly agree.
5. Measures
As the studies were conducted in a new context, a series of exploratory factor analysis (EFA) were
conducted to identify representative items (see Table 3).
Table 3. Items and loading factors.
Constructs

WIF

FIW

CPM

CPV

CST

HST

Items

Study 1

Study 2

0.892

0.855

0.722

0.629

0.676

0.795

0.856

0.801

0.781

0.684

0.729

0.778

1.12

0.721

0.457

0.949

0.752

0.764

0.726

0.769

0.754

0.816

0.741

0.543

The number of projects and/or assignments I have
The amount of time I spend at work
The volume of work that must be accomplished in the allotted
time

0.888
0.829

0.768
0.792

0.721

0.794

The lack of job security I have
The degree to which my career seems “stalled”

0.947
0.591

0.717
0.785

When I get home from my job, I do not have the energy to do
work around the house
I spend so much time working that I am unable to get much
done at home
After work, I am often too tired to do things with my spouse or
partner
The demands of my family life limit the number of hours I’m
able to work
My family make it hard for me to do my job well
I’m so tired from all the things I have to do at home that it’s hard
to have the energy to do my job
I frequently imagine how I will achieve my hopes and
aspirations.
I often think about the person I would ideally like to be in
the future.
I typically focus on the success I hope to achieve in the future.
I often think about the person I am afraid I might become in
the future.
I am anxious that I will fall short of my responsibilities and
obligations.
In general, I am focused on preventing negative events in my
life.

Note. Study 1: N = 287, and Study 2: N = 93. WIF = work interfering with family; FIW = family interfering
with work; CPM = chronic promotion focus; CPV = chronic prevention focus; CST = challenge stress; HST =
hindrance stress.
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5.1. Work–Family Conflict
Work–family conflict was measured with eleven items [87]. Six items measured work interfering
with family (WIF; e.g., my job keeps me from spending time with my family members); five items
measured family interfering with work (FIW; e.g., my family demands make it hard for me to do my
job well). We selected six typical questions among those items (see Table 3). Responses were collected
on a seven-point Likert scale anchored with 1 = strongly disagree and 7 = strongly agree.
5.2. Chronic Regulatory Focus
The general regulatory focus measure (GRFM; [88]) identified the individual’s preferred regulatory
focus mode. The GRFM inventory had eighteen items (nine to measure chronic promotion focus
and nine for chronic prevention focus). For example, a question measuring chronic promotion focus
is “in general, I am focused on achieving positive outcomes in my life”; chronic prevention focus
was measured by questions such as: “I frequently think about how I can prevent failures in my
life.” We selected six typical questions among those items (see Table 3). Responses were collected on
a seven-point Likert scale from 1 = strongly disagree to 7 = strongly agree.
5.3. Challenge/Hindrance Stress
The participant’s perceptions of challenge/hindrance stress were measured with eleven items
adapted to the context of work–family issues [70]. Six questions measured the individual’s challenge
stress (e.g., “dealing with a large amount of workload and family responsibilities can inspire my full
potential”) and five items assessed the individual’s hindrance stress (e.g., “incompatible issues between
my work and family prevent me from doing job well”). We selected five typical questions among those
items (see Table 3). Responses to questions about challenge stress were measured on a scale anchored
by 1 = least or very little and 7 = most or very much, and responses to questions about hindrance stress
were measured on a scale anchored by 1 = impossible in my job and 7 = very possible in my job.
First, psychometric properties including convergent and discriminant validity of all multi-item
constructs were evaluated using a confirmatory factor analysis. Hierarchical regression analyses (HRA)
then tested the moderation effects of chronic promotion and prevention foci on the relationships between
WIF/FIW and challenge/hindrance stress. Following Aiken and West [89], simple slope analyses (SSA)
were conducted to examine the moderation role of chronic promotion or prevention-focus in more detail;
compared to a traditional graphical approach, this procedure improves the power of the statistical
tests [90].
6. Results
6.1. Descriptive Statistics and Manipulation Check
Table 4 presents the correlation matrix with means and standard deviations. Consistent with
previous research [57,91,92], the employee’s average level of WIF (M = 4.15, SD = 1.42) was greater
than that of FIW (M = 2.39, SD = 1.14), and WIF and FIW were correlated (r = 0.13, p = 0.05). WIF
positively relates to both challenge (r = 0.16, p = 0.01) and hindrance stress (r = 0.11, p = 0.09), but
FIW did not. At the same time, the bi-variate correlations support the proposed notion that chronic
promotion and prevention foci have various patterns of moderation. Chronic promotion-focus relates
negatively to FIW (r = −0.19, p < 0.01), but not WIF (r = −0.03, p > 0.10), while chronic prevention-focus
relates positively to both FIW (r = 0.24, p < 0.01) and WIF (r = 0.16, p = 0.02). Chronic promotion-focus
relates positively to challenge stress (r = 0.26, p < 0.01); chronic prevention focus, conversely, relates to
hindrance stress (r = 0.14, p = 0.04).
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Table 4. Descriptive statistics.
Study 1
Variable
1.
2.
3.
4.
5.
6.

WIF
FIW
CST
HST
CPM
CPV

Study 2

M

SD

α

CR

AVE

Sq-AVE

M

SD

α

CR

AVE

Sq-AVE

1

2

3

4

5

6

4.15
2.39
5.01
3.91
5.64
3.76

1.42
1.14
1.02
1.08
1.17
1.55

0.81
0.82
0.83
0.75
0.73
0.73

0.82
0.82
0.82
0.76
0.82
0.71

0.60
0.61
0.65
0.63
0.73
0.55

0.77
0.78
0.82
0.79
0.86
0.74

3.80
2.57
4.95
2.64
5.62
3.48

1.78
1.39
1.05
1.34
1.03
1.44

0.86
0.78
0.83
0.65
0.71
0.70

0.90
0.86
0.90
0.85
0.81
0.88

0.76
0.67
0.74
0.74
0.59
0.71

0.87
0.82
0.86
0.86
0.77
0.84

—
0.13 *
0.16 *
0.11 +
−0.03
0.16 *

0.42 **
—
−0.04
0.10
−0.19 **
0.24 **

0.26 *
0.11
—
0.03
0.26 **
0.05

0.20
0.43 **
0.09
—
0.05
0.14 *

0.07
−0.07
0.19
−0.01
—
0.01

0.23 *
0.26 *
−0.08
0.29 **
0.09
—

Note. Study 1: N = 287, and Study 2: N = 93. M: mean; SD: standard deviation; CR: composite reliability; AVE: average variance extracted; Sq-AVE: the square root of the average variance
extracted; WIF = work interfering with family; FIW = family interfering with work; CPM = chronic promotion-focus; CPV = chronic prevention-focus; CST = challenge stress; HST =
hindrance stress. Correlation coefficients of Study 1 (survey) are below diagonal, and those of Study 2 (manager experiment) are above diagonal. + p < 0.10; * p < 0.05; ** p < 0.01.
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The descriptive findings of Study 2 are reported in Table 1. They resemble those of Study 1,
however, with greater coefficient values and a significant relationship between FIW and hindrance
stress (r = 0.43, p < 0.01). Similar reported mean values for chronic promotion and prevention foci in
both studies indicated that respondents in both groups exhibited similar deep-level characteristics
and were homogeneous. One-way ANOVAs (IV: scenario type; DVs: WFC perceptions, work–family
balance perceptions, and realism) were conducted to check manipulations (F = 9.81, p < 0.01; F = 5.88,
p < 0.02). High WFC condition participants responded with higher conflict scores (M = 3.97, SD = 1.87)
and lower balance scores (M = 4.53, SD = 1.60) compared to participants in low WFC context (conflict:
M = 2.79, SD = 1.74 and balance: M = 5.30, SD = 1.46). The mean rating on the scenario realism was
4.86 (SD = 1.12). These results demonstrate that the scenarios effectively framed the participants’ levels
of WFC.
6.2. Measurement Tests
Scale reliabilities (Cronbach’s α) of Study 1 and 2 (see Table 1) were adequate, ranging from 0.70
to 0.86, except for a slightly low, but acceptable value (0.65) of hindrance stress in Study 2 [93,94]. For
all scales, the composite scale reliability (CR) values (ranging from 0.73 to 0.90) were above the cut-off
of 0.70 and the average variance extracted (AVE) values (ranging from 0.55 to 0.76) exceeded the 0.50
cut-off [95]. As shown in Table 1, the partial correlations were lower than the square root of the AVE,
demonstrating adequate discriminant validity [96]. The CFA results of the two six-factor measurement
model confirmed that the measurements fit the sample adequately (Study 1: χ2 (696) = 939.71, GFI = 0.92,
AGFI = 0.89, CFI = 0.94, IFI = 0.94, RMSEA = 0.04; and Study 2: χ2 (104) = 136.38, GFI = 0.93, AGFI =
0.90, CFI = 0.94, IFI = 0.94, RMSEA = 0.06).
6.3. Testing Moderation Effects
Table 5 presents the hierarchical regression analysis (HRA) results. At the first step, testing only
the main effects, the influence of chronic promotion-focus (CPM) (Study 1: B = 0.23, p < 0.01; Study 2:
B = 0.20, p < 0.01) and of WIF (Study 1: B = 0.12, p = 0.01; Study 2: B = 0.15, p = 0.02) on challenge
stress were significant in both Study 1 and 2; no other main effects were found. Both FIW (Study 1:
B = 0.08, p = 0.26; Study 2: B = 0.37, p < 0.01) and chronic prevention-focus (CPV) (Study 1: B = 0.07,
p = 0.12; Study 2: B = 0.18, p = 0.06) influenced hindrance stress significantly only in the experiment,
but not in the field survey, while the main effects of WIF and CPM were insignificant in both studies.
Next, the two-way interaction terms (i.e., WIF × CPM, WIF × CPV, FIW × CPM and FIW × CPV)
were tested. To create the interaction terms, the variables were first centered to their means and then
were multiplied with corresponding ones. FIW × CPV had a significant influence on challenge stress
in both studies (Study 1: B = 0.10, p < 0.01; Study 2: B = 0.11, p = 0.04). Surprisingly, WIF × CPV had
a significant impact on challenge stress in Study 1, but not in Study 2 (Study 1: B = −0.07, p < 0.01;
Study 2: B = 0.05, p = 0.23). Other interaction terms were insignificant.
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Table 5. Regression analysis.
Study 1

Study 2

DV = CST

DV = HST

DV = CST

DV = HST

Step 1
B(S.E.)

Step 2
B(S.E.)

Step 1
B(S.E.)

Step 2
B(S.E.)

Step 1
B(S.E.)

Step 2
B(S.E.)

Step 1
B(S.E.)

Step 2
B(S.E.)

Main effects

WIF
FIW
CPM
CPV

0.12(0.05) *
−0.02(0.06)
0.23(0.06) **
0.02(0.04)

0.07(0.23)
−0.12(0.29)
0.10(0.19)
0.11(0.13)

0.07(.05)
0.08(0.07)
0.06(0.06)
0.07(0.05)

0.11(0.26)
0.25(0.32)
0.14(0.22)
0.12(0.15)

0.15(.07) *
0.05(.09)
0.20(.10) *
−0.13(.08)

0.47(0.45)
-0.10(.53)
0.64(0.23) **
−0.65(0.19) **

−0.01(0.08)
0.37(0.10) **
<0.01(0.12)
0.18(0.09) *

−0.04(0.58)
0.48(0.69)
0.14(0.30)
−0.01(0.24)

Interaction
terms

WIF × CPM
WIF × CPV
FIW × CPM
FIW × CPV

—
—
—
—

0.06(0.04)
−0.07(0.03) **
−0.05(0.04)
0.10(0.04) **

—
—
—
—

0.00(0.04)
-0.02(0.03)
−0.04(0.05)
0.01(0.04)

—
—
—
—

−0.08(0.08)
0.05(0.04)
−0.06(0.09)
0.11(0.05) *

—
—
—
—

−0.01(0.10)
0.03(0.06)
−0.04(0.12)
0.02(0.07)

Model F
Total R2
Adjusted R2
∆R2

5.87 **
0.10
0.08
—

0.15
0.12
0.05 **

2.03 +
0.04
0.02
—

1.09
0.04
0.00
0.00

3.14 *
0.13
0.09
—

3.67 **
0.26
0.19
0.13 **

6.22 **
0.22
0.19
—

3.12 **
0.23
0.16
0.01

Note: The abbreviations follow those in Table 4. + p < 0.10; * p < 0.05; ** p < 0.01.
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6.4. Follow-Up Examinations of Moderation Effects
As noted earlier, simple slope analyses were conducted (see Table 6). First, WIF related significantly
to challenge stress for individuals with high and low levels of chronic promotion-focus. That is,
for individuals with chronic promotion-focus, greater WIF leads to stronger challenge stress. Thus,
Hypothesis 1a is supported.
Table 6. Simple slope analysis.
Study 1
Y

X

Moderator
CPM

WIF
CPV
CST
CPM
FIW
CPV

CPM
WIF
CPV
HST
CPM
FIW
CPV

Study 2

Level

(X’s) B

p

(X’s) B

p

High

−0.05

0.08 +

0.88

0.03 *

Low

−0.14

0.60

0.65

0.02 *

High

0.26

<0.01 **

−0.26

0.18

Low

0.46

<0.01**

<0.01

0.99

High

0.16

0.49

0.75

0.13

Low

0.24

0.44

0.54

0.12

*

-0.56

0.04 *

High

−0.48

0.03

Low

−0.24

0.03 *

−0.20

0.17

High

0.13

0.50

0.59

0.27

Low

0.16

0.60

0.46

0.22

High

0.10

0.23

−0.06

0.83

Low

0.15

0.38

0.04

0.74

High

0.25

0.28

0.70

0.23

Low

0.33

0.34

0.61

0.14

High

0.06

0.61

0.17

0.61

Low

0.05

0.83

0.27

0.11

Note. The abbreviations follow those in Table 4. The regression coefficients of predictors (Xs) with p-values are
given in the table. + p < 0.10; * p < 0.05; ** p < 0.01.

Second, individuals with high, compared with low, chronic prevention-focus reported a greater
negative relationship of FIW to challenge stress. That is, individuals with high chronic prevention
focus are less likely to perceive FIW as hindrance stress rather than challenge stress. Thus, Hypothesis
2b is supported.
Third, individuals with low prevention-focus rather than those with high prevention-focus
reported stronger positive relationship of WIF to challenge stress. That is, employees with low chronic
prevention-focus are more likely to perceive WIF as challenge stress. However, this finding was not
supported in Study 2. Finally, the insignificant results of HRA and SSA analyses indicate that chronic
promotion- and prevention-focus have no moderating role when hindrance stress was the dependent
variable. Therefore, Hypotheses 1b and 2a were not supported.
7. Discussion
Overall, Hypothesis 1a and 2b were supported but Hypotheses 1b and 2a were not. As stated,
studies have found ambivalent results for the relationships between WFC and stress. We attempted to
clarify the relationships by adopting a two-dimensional—challenge and hindrance—view of stress.
The results of this study indicate that the individual’s stress perceptions differ depending on the two
dimensions of WFC. Individuals in this study regarded interferences from work to family (WIF) as
a personal challenge, perhaps affording them an opportunity to balance work and life and to refine
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their abilities, but interferences from family to work (FIW) as a barrier prevented them from achieving
career success. These different relationships between stress type and the two dimensions of WFC may
result from how individuals interpret WFC and its consequences. For example, increased work to
family interference may require individuals to allocate more time and effort to work such as working
overtime. As breadwinners, individuals need to hold on to a job to ensure quality of life and well-being.
When an individual’s family role demands exceed their time, effort, and other personal resources,
individuals may perceive higher levels of hindrance stress caused by the work role.
The study also revealed that when two-way interactions between WIF/FIW and chronic
promotion/prevention foci were taken into consideration, the WIF/FIW main effects on
challenge/hindrance stress became insignificant, suggesting that chronic self-regulation fully moderates
the relationship. Individuals chronically prone to adopting promotion-focused self-regulation strategies
as well as those with low levels of chronic prevention-focus, report WIF as challenge stress; individuals
with high levels of chronic prevention focus are less likely to identify FIW as challenge stress.
The findings permitted us to unpack the individual’s stress evaluation processes and consequent
attitudinal outcomes. When family roles and demands interfere with their work roles, the individual’s
self-regulatory strategies come into operation. This may be because family roles are non-negotiable
and individuals focus on work roles to interpret and appraise the conflict landscape. Self-regulation
may be important in this case because it may be considered illegitimate by the organization to
allow family roles to interfere with work roles [46] and individuals may need to find behavioral
remedies. Individuals with high levels of chronic promotion-focus and low levels of prevention-focus
may, accordingly, consider WIF a personal challenge, providing an opportunity to actively and
creatively solve the conflicts. In contrast, individuals with high levels of prevention-focus may respond
with apprehension to the family–work demands and negatively evaluate their jobs, since, as noted,
individuals tend to ‘blame’ their jobs for any discomfort. We can speculate from these results that
the individual’s performance and organizational outcomes depend on self-regulatory processes. More
research detailing the cognitive pathways and strategies individuals adopt is required to fully account
for the antecedents of stress, for example WFC, on organizational outcomes.
Some research has noted that there is little variance in patterns of work and family demands
between the USA and China (e.g., [85]). In contrast to study results in Western contexts, participants
perceived negative work–family spillover as challenge stress rather than hindrance stress. Chronic
self-regulation may be considered a proactive psychological coping mechanism and it will be interesting
to see if the elicitation of self-regulatory processes depends on the relative importance of work and
family demands. For example, compared to the USA, China represents an Oriental culture with
Confucianism as the basis of social values [84]. Chinese employees may worry that family role
interference can influence their job performance, eliciting greater attention to self-regulatory processes
to reduce conflicts. Future research can examine how culture influences self-regulation in a WFC context.
Responding to calls in the literature, WFC was examined in the hotel industry. High
customer-contact services influence organizational mandates on employee emotional/behavioral
displays. The effect of such organizationally mandated behavior is an interesting research pursuit
as it connects to notions of self-regulation and emotional labor [97,98]. Such research may also help
resolve whether individuals in certain industries are more prone to adopting distinct patterns in their
challenge/hindrance stressor appraisals, irrespective of their self-regulatory focus.
Previous studies have seldom discussed the moderating role of chronic self-regulatory focus on
the relationships between work–family conflict (WFC) and challenge/hindrance strain. Experiments in
the study have found that chronic promotion-focused individuals perceive WFC as challenge-type
strain, while chronic prevention-focused individuals view WFC as a hindrance-type strain.
8. Practical Implications
This study provides inspiration for organizations to help guide employees to coordinate WFC.
Human resource management should establish policies and benefit programs that take individual
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differences into account. Family-friendly benefits are offered by organizations, but they are not
always utilized by employees [99,100]. This study revealed that many individuals value their jobs
and regard WFC as a challenge stress, using self-regulation to reduce interference between work and
family [101]. This may be one reason why organizational benefits are under-utilized. To remedy
this, employee assistance policies can provide assistance to individuals on the use of self-regulation
strategies. For example, organizations can reward and recognize employees who successfully fulfill
work and family responsibilities, widely disseminate such experiences in the organization, and establish
those employees as behavioral role models. Organizations can provide time-management training to
strengthen employee efficacy in successfully managing their work and life domains.
Organizations should consider the HRM system, work practices, and organizational culture to
reduce WFC [61]. Organizations can provide more work resources (e.g., telework), family-related
instrumental support (e.g., assistance with child-care responsibilities), and resources for individuals to
fulfill family obligations (e.g., paid leave for taking their children to the hospital) [78]. These social
supportive efforts may serve to increase the individual’s work engagement and job satisfaction.
9. Limitations
With respect to the experimental design, although realism and manipulation checks were
conducted, it is possible that a discrepancy exists between the actual and experimental experiences of
WFC and work stress. Second, the interference between work and family domains of hotel employees
or the WFC perceptions of college student samples may be different than those of individuals in other
industries. Finally, this study was conducted in China. Cultural differences may account for some of
these results; further research in other cultural settings will help validate the findings of this study.
10. Conclusions
This study examined the effect of individual level differences (i.e., chronic promotion vs.
prevention-focus) on the relationship between WFC and the individual’s perceptions of stress. We first
extended existing WFC research by examining the moderation role of the individual’s self-regulatory
focus. Our findings suggest that individuals use self-regulation strategically: in work domains, they
regulate themselves so that family does not interfere with work. We then discussed a two-dimensional
view (challenge/hindrance stress) of stress appraisal. Next, responding to the call to extend WFC
research across different occupations and non-Western cultural backgrounds, this study was conducted
in China and in the hospitality industry. Finally, a mixed method data collection strengthened the study.
Author Contributions: Research design and manuscript development: X.Z., and K.N.; Conceptualization, revision
suggestions, and editing: N.J.B.; Investigation: J.L. and F.W. All authors have read and agreed to the published
version of the manuscript.
Funding: This research was funded by the National Science Foundation of China (grant number: 71872191),
the Chinese Ministry of Education (grant number: 18YJA630151), and the Natural Science Foundation of
Guangdong (grant number: 2018A030313502).
Conflicts of Interest: The authors declare no conflicts of interest.

References
1.
2.
3.
4.
5.
6.

Gray, J.A. The psychophysiological basis of introversion-extraversion. Behav. Res. Ther. 1970, 8, 249–266.
[CrossRef]
Gray, J.A. The Neuropsychology of Anxiety: An Enquiry into the Functions of the Septo-Hippocampal System;
Clarendon Press/Oxford University Press: New York, NY, USA, 1982.
Gray, J.A. The Psychology of Fear and Stress, 2nd ed.; Cambridge University Press: New York, NY, USA, 1987.
Gray, J.A. Brain systems that mediate both emotion and cognition. Cogn. Emot. 1990, 4, 269–288. [CrossRef]
Higgins, E.T. Beyond pleasure and pain. Am. Psychol. 1997, 52, 1280–1300. [CrossRef] [PubMed]
Higgins, E.T. Making a good decision: Value from fit. Am. Psychol. 2000, 55, 1217–1230. [CrossRef]

Int. J. Environ. Res. Public Health 2020, 17, 4526

7.
8.
9.
10.

11.
12.
13.
14.
15.

16.
17.
18.
19.

20.
21.

22.
23.
24.
25.
26.
27.

28.
29.

15 of 18

Ehrhart, M.G.; Klein, K.J. Predicting followers’ preferences for charismatic leadership: The influence of
follower values and personality. Leadersh. Q. 2001, 12, 153. [CrossRef]
Greenhaus, J.H.; Powell, G.N. The family-relatedness of work decisions: A framework and agenda for theory
and research. J. Vocat. Behav. 2012, 80, 246–255. [CrossRef]
Powell, G.N.; Greenhaus, J.H. When family considerations influence work decisions: Decision-making
processes. J. Vocat. Behav. 2012, 81, 322–329. [CrossRef]
Siegel, P.A.; Post, C.; Brockner, J.; Fisherman, A.Y.; Garden, C. The moderating influence of procedural
fairness on the relationship between work-life conflict and organizational commitment. J. Appl. Psychol.
2005, 90, 13–24. [CrossRef]
Zhang, M.; Griffeth, R.W.; Fried, D.D. Work-family conflict and individual consequences. J. Manag. Psychol.
2012, 27, 696–713. [CrossRef]
Selvarajan, T.T.; Cloninger, P.A.; Singh, B. Social support and work–family conflict: A test of an indirect
effects model. J. Vocat. Behav. 2013, 83, 486–499. [CrossRef]
ten Brummelhuis, L.L.; Bakker, A.B. A Resource Perspective on the Work-Home Interface: The Work-Home
Resources Model. Am. Psychol. 2012, 67, 545–556. [CrossRef] [PubMed]
Shockley, K.M.; Singla, N. Reconsidering work—Family interactions and satisfaction: A meta-analysis. J.
Manag. 2011, 37, 861–886. [CrossRef]
Tziner, A.; Sharoni, G. Organizational citizenship behavior, organizational justice, job stress, and work-family
conflict: Examination of their interrelationships with respondents from a non-Western culture. Conducta
Cívica Organ. Justicia Organ. Estrés Labor. Y Confl. Entre Fam. Y Trab. Análisis De Sus Interrelaciones En Una
Muestra De Cult. No Occident. 2014, 30, 35–42. [CrossRef]
Dong, X.; Zhao, C.; Yin, H.; Chen, G. Work–family conflict affects job insecurity: The mediating role of core
self-evaluation. Soc. Behav. Personal. Int. J. 2020, 48, 1–10. [CrossRef]
Matthews, R.A.; Winkel, D.E.; Wayne, J.H. A longitudinal examination of role overload and work-family
conflict: The mediating role of interdomain transitions. J. Organ. Behav. 2014, 35, 72–91. [CrossRef]
Nohe, C.; Meier, L.L.; Sonntag, K.; Michel, A. The chicken or the egg? A meta-analysis of panel studies of
the relationship between work–family conflict and strain. J. Appl. Psychol. 2015, 100, 522–536. [CrossRef]
Swimberghe, K.; Jones, R.P.; Darrat, M. Deviant behavior in retail, when sales associates “Go Bad”! Examining
the relationship between the work–family interface, job stress, and salesperson deviance. J. Retail. Consum.
Serv. 2014, 21, 424–431. [CrossRef]
Buyens, D.; Van Dijk, H.; Dewilde, T.; De Vos, A. The aging workforce: Perceptions of career ending. J.
Manag. Psychol. 2009, 24, 102–117. [CrossRef]
Witt, L.A.; Carlson, D.S. The work-family interface and job performance: Moderating effects of
conscientiousness and perceived organizational support. J. Occup. Health Psychol. 2006, 11, 343–357.
[CrossRef]
Karatepe, O.M. The effects of work overload and work-family conflict on job embeddedness and job
performance. Int. J. Contemp. Hosp. Manag. 2013, 25, 614–634. [CrossRef]
Kossek, E.E.; Ozeki, C. Work-family conflict, policies, and the job-life satisfaction relationship: A review and
directions for organizational-human resources research. J. Appl. Psychol. 1998, 83, 139–149. [CrossRef]
Allen, T.D.; Johnson, R.C.; Saboe, K.N.; Cho, E.; Dumani, S.; Evans, S. Dispositional variables and work–family
conflict: A meta-analysis. J. Vocat. Behav. 2012, 80, 17–26. [CrossRef]
Cho, E.; Tay, L.; Allen, T.D.; Stark, S. Identification of a dispositional tendency to experience work-family
conflict. J. Vocat. Behav. 2013, 82, 188–198. [CrossRef]
Eby, L.T.; Casper, W.J.; Lockwood, A.; Bordeaux, C.; Brinley, A. Work and family research in IO/OB: Content
analysis and review of the literature (1980-2002). J. Vocat. Behav. 2005, 66, 124–197. [CrossRef]
Michel, J.S.; Clark, M.A.; Jaramillo, D. The role of the five factor model of personality in the perceptions of
negative and positive forms of work-nonwork spillover: A meta-analytic review. J. Vocat. Behav. 2011, 79,
191–203. [CrossRef]
Casper, W.J.; Eby, L.T.; Bordeaux, C.; Lockwood, A.; Lambert, D. A review of research methods in IO/OB
work-family research. J. Appl. Psychol. 2007, 92, 28–43. [CrossRef]
Gorman, C.A.; Meriac, J.P.; Overstreet, B.L.; Apodaca, S.; McIntyre, A.L.; Park, P.; Godbey, J.N. A meta-analysis
of the regulatory focus nomological network: Work-related antecedents and consequences. J. Vocat. Behav.
2012, 80, 160–172. [CrossRef]

Int. J. Environ. Res. Public Health 2020, 17, 4526

30.
31.
32.
33.

34.
35.
36.
37.
38.
39.

40.
41.

42.
43.
44.

45.
46.
47.
48.
49.
50.
51.
52.
53.

16 of 18

Shi, Y.; Xu, F.; She, Z.; Xiang, P.; Zhang, H. Role of regulatory focus in the asymmetric perception of gains
versus nonlosses and of losses versus nongains. Soc. Behav. Personal. Int. J. 2019, 47, 1–14. [CrossRef]
Chen, Z.; Powell, G.N. No pain, no gain? A resource-based model of work-to-family enrichment and conflict.
J. Vocat. Behav. 2012, 81, 89–98. [CrossRef]
Zhao, X.; Namasivayam, K. The relationship of chronic regulatory focus to work-family conflict and job
satisfaction. Int. J. Hosp. Manag. 2012, 31, 458–467. [CrossRef]
Summers, T.P.; DeCotiis, T.A.; DeNisi, A.S. A field study of some antecedents and consequences of felt job
stress. In Occupational Stress: A Handbook; Crandall, R., Perrewé, P.L., Eds.; Taylor & Francis: Philadelphia,
PA, USA, 1995; pp. 113–128.
Kim, B.P.; Murrmann, S.K.; Lee, G. Moderating effects of gender and organizational level between role stress
and job satisfaction among hotel employees. Int. J. Hosp. Manag. 2009, 28, 612–619. [CrossRef]
Ng, T.W.H.; Feldman, D.C. Employee voice behavior: A meta-analytic test of the conservation of resources
framework. J. Organ. Behav. 2012, 33, 216–234. [CrossRef]
Pines, A.; Maslach, C. Characteristics of staff burnout in mental health settings. Hosp. Community Psychiatry
1978, 29, 233–237. [CrossRef] [PubMed]
Wetzels, M.; Odekerken-Schröder, G.; van Oppen, C. Using PLS path modeling for assessing hierarchical
construct models: Guidelines and empirical illustration. Mis. Q. 2009, 33, 177–195. [CrossRef]
Hoefsmit, N.; Cleef, K. If it isn’t finished at five, then I’ll continue until it is. A qualitative study of work
pressure among employees in vocational education. Work 2018, 61, 69–80. [CrossRef] [PubMed]
Chen, S.; Westman, M.; Eden, D. Impact of enhanced resources on anticipatory stress and adjustment to
new information technology: A field-experimental test of conservation of resources theory. J. Occup. Health
Psychol. 2009, 14, 219–230. [CrossRef]
Kalshoven, K.; Den Hartog, D.N.; De Hoogh, A.H.B. Ethical leadership at work questionnaire (ELW):
Development and validation of a multidimensional measure. Leadersh. Q. 2011, 22, 51–69. [CrossRef]
Podsakoff, N.P.; LePine, J.A.; LePine, M.A. Differential challenge stressor-hindrance stressor relationships
with job attitudes, turnover intentions, turnover, and withdrawal behavior: A meta-analysis. J. Appl. Psychol.
2007, 92, 438–454. [CrossRef]
Webster, J.R.; Beehr, T.A.; Christiansen, N.D. Toward a better understanding of the effects of hindrance and
challenge stressors on work behavior. J. Vocat. Behav. 2010, 76, 68–77. [CrossRef]
Webster, J.R.; Beehr, T.A.; Love, K. Extending the challenge-hindrance model of occupational stress: The role
of appraisal. J. Vocat. Behav. 2011, 79, 505–516. [CrossRef]
Widmer, P.S.; Semmer, N.K.; Kalin, W.; Jacobshagen, N.; Meier, L.L. The ambivalence of challenge stressors:
Time pressure associated with both negative and positive well-being. J. Vocat. Behav. 2012, 80, 422–433.
[CrossRef]
Yiwen, Z.; Lepine, J.A.; Buckman, B.R.; Feng, W.E.I. It’s not fair...or is it? The role of justice and leadership in
explaining work stressor-job performance relationships. Acad. Manag. J. 2014, 57, 675–679. [CrossRef]
Gilboa, S.; Shirom, A.; Fried, Y.; Cooper, C. A meta-analysis of work demand stressors and job performance:
Examining main and moderating effects. Pers. Psychol. 2008, 61, 227–271. [CrossRef]
Aryee, S.; Fields, D.; Luk, V. A cross-cultural test of a model of the work-family interface. J. Manag. 1999, 25,
491–511. [CrossRef]
Lu, C.-q.; Siu, O.-l.; Chen, W.-q.; Wang, H.-j. Family mastery enhances work engagement in Chinese nurses:
A cross-lagged analysis. J. Vocat. Behav. 2011, 78, 100–109. [CrossRef]
Chen, C.-H. A study of critical factors of the job involvement for hotel employees - Taking hotels in Taiwan
as an example. Int. J. Hosp. Manag. 2011, 30, 990–996. [CrossRef]
Wharton, A.S.; Blair-Loy, M. Long work hours and family life: A cross-national study of employees’ concerns.
J. Fam. Issues 2006, 27, 415–436. [CrossRef]
Hill, E.J.; Yang, C.; Hawkins, A.J.; Ferris, M. A cross-cultural test of the work-family interface in 48 countries.
J. Marriage Fam. 2004, 66, 1300–1316. [CrossRef]
Chen, C.-F.; Kao, Y.-L. Investigating the antecedents and consequences of burnout and isolation among flight
attendants. Tour. Manag. 2012, 33, 868–874. [CrossRef]
Wong, S.C.-k.; Ko, A. Exploratory study of understanding hotel employees’ perceptions on work-life balance
issues. Int. J. Hosp. Manag. 2009, 28, 195–203. [CrossRef]

Int. J. Environ. Res. Public Health 2020, 17, 4526

54.
55.
56.
57.
58.
59.
60.
61.
62.
63.
64.
65.
66.
67.
68.
69.
70.
71.
72.
73.

74.
75.
76.
77.
78.
79.

17 of 18

Ferguson, M.; Carlson, D.; Hunter, E.M.; Whitten, D. A two-study examination of work-family conflict,
production deviance and gender. J. Vocat. Behav. 2012, 81, 245–258. [CrossRef]
Shadish, W.R.; Cook, T.D.; Campbell, D.T. Experimental and Quasi-Experimental Designs for Generalized Causal
Inference; Houghton Mifflin Company: Boston, MA, USA, 2002.
Greenhaus, J.H.; Beutell, N.J. Sources of conflict between work and family roles. Acad. Manag. Rev. 1985, 10,
76–88. [CrossRef]
Frone, M.R.; Russell, M.; Cooper, M.L. Antecedents and outcomes of work-family conflict: Testing a model
of the work-family interface. J. Appl. Psychol. 1992, 77, 65–78. [CrossRef] [PubMed]
Grandey, A.A.; Dickter, D.N.; Sin, H.-P. The customer is not always right: Customer aggression and emotion
regulation of service employees. J. Organ. Behav. 2004, 25, 397–418. [CrossRef]
Motowidlo, S.J.; Packard, J.S.; Manning, M.R. Occupational stress: Its causes and consequences for job
performance. J. Appl. Psychol. 1986, 71, 618–629. [CrossRef]
Bolino, M.C.; Turnley, W.H. The personal costs of citizenship behavior: The relationship between individual
initiative and role overload, job stress, and work-family conflict. J. Appl. Psychol. 2005, 90, 740–748. [CrossRef]
Allen, T.D.; Herst, D.E.L.; Bruck, C.S.; Sutton, M. Consequences associated with work-to-family conflict:
A review and agenda for future research. J. Occup. Health Psychol. 2000, 5, 278–308. [CrossRef]
Cooke, R.A.; Rousseau, D.M. Stress and strain from family roles and work-role expectations. J. Appl. Psychol.
1984, 69, 252–260. [CrossRef]
Judge, T.A.; Colquitt, J.A. Organizational justice and stress: The mediating role of work-family conflict. J.
Appl. Psychol. 2004, 89, 395–404. [CrossRef]
Byron, K. A meta-analytic review of work-family conflict and its antecedents. J. Vocat. Behav. 2005, 67,
169–198. [CrossRef]
Ashforth, B.E.; Kreiner, G.E.; Fugate, M. All in a day’s work: Boundaries and micro role transitions. Acad.
Manag. Rev. 2000, 25, 472–491. [CrossRef]
Hobfoll, S.E. The influence of culture, community, and the nested-self in the stress process: Advancing
Conservation of Resources theory. Appl. Psychol. Int. Rev. 2001, 50, 337–370. [CrossRef]
Michel, J.S.; Kotrba, L.M.; Mitchelson, J.K.; Clark, M.A.; Baltes, B.B. Antecedents of work-family conflict:
A meta-analytic review. J. Organ. Behav. 2011, 32, 689–725. [CrossRef]
Major, V.S.; Klein, K.J.; Ehrhart, M.G. Work time, work interference with family, and psychological distress. J.
Appl. Psychol. 2002, 87, 427–436. [CrossRef]
Frone, M.R.; Russell, M.; Cooper, M.L. Relation of work-family conflict to health outcomes: A four-year
longitudinal study of employed parents. J. Occup. Organ. Psychol. 1997, 70, 325–335. [CrossRef]
Cavanaugh, M.A.; Boswell, W.R.; Roehling, M.V.; Boudreau, J.W. An empirical examination of self-reported
work stress among U. S. managers. J. Appl. Psychol. 2000, 85, 65–74. [CrossRef]
Wallace, J.C.; Edwards, B.D.; Arnold, T.J.; Frazier, M.L.; Finch, D.M. Work stressors, role-based performance,
and the moderating influence of organizational support. J. Appl. Psychol. 2009, 94, 254–262. [CrossRef]
Boswell, W.R.; Olson-Buchanan, J.B.; LePine, M.A. Relations between stress and work outcomes: The role of
felt challenge, job control, and psychological strain. J. Vocat. Behav. 2004, 64, 165–181. [CrossRef]
LePine, J.A.; Podsakoff, N.P.; LePine, M.A. A meta-analytic test of the challenge stressor-hinderance stressor
framework: An explanation for inconsistent relationships among stressors and performance. Acad. Manag. J.
2005, 48, 764–775. [CrossRef]
Markovits, Y.; Ullrich, J.; van Dick, R.; Davis, A.J. Regulatory foci and organizational commitment. J. Vocat.
Behav. 2008, 73, 485–489. [CrossRef]
Shah, J.; Higgins, E.T. Regulatory concerns and appraisal efficiency: The general impact of promotion and
prevention. J. Personal. Soc. Psychol. 2001, 80, 693–705. [CrossRef]
Aryee, S.; Srinivas, E.S.; Tan, H.H. Rhythms of life: Antecedents and outcomes of work-family balance in
employed parents. J. Appl. Psychol. 2005, 90, 132–146. [CrossRef] [PubMed]
Edwards, J.R.; Rothbard, N.P. Mechanisms linking work and family: Clarifying the relationship between
work and family constructs. Acad. Manag. Rev. 2000, 25, 178–199. [CrossRef]
Ford, M.T.; Heinen, B.A.; Langkamer, K.L. Work and family satisfaction and conflict: A meta-analysis of
cross-domain relations. J. Appl. Psychol. 2007, 92, 57–80. [CrossRef]
Lazarus, R.S.; Folkman, S. Stress, Appraisal and Coping; Springer: New York, NY, USA, 1984.

Int. J. Environ. Res. Public Health 2020, 17, 4526

18 of 18

Higgins, E.T. Promotion and prevention: Regulatory focus as a motivation principle. In Advances in
Experimental Social Psychology; Zanna, M.P., Ed.; Academic Press: New York, NY, USA, 1998; Volume 30,
pp. 1–46.
81. Jex, S.M.; Bliese, P.D.; Buzzell, S.; Primen, J. The impact of self-efficacy on stressor-strain relations: Coping
style as an explanatory mechanism. J. Appl. Psychol. 2001, 80, 401–409. [CrossRef] [PubMed]
82. Karatepe, O.M.; Uludag, O. Affectivity, conflicts in the work-family interface, and hotel employee outcomes.
Int. J. Hosp. Manag. 2008, 27, 30–41. [CrossRef]
83. Boyar, S.L.; Maertz, C.P.J.; Pearson, A.W.; Keough, S. Work-family conflict: A model of linkages between
work and family domain variables and turnover intentions. J. Manag. Issues 2003, 15, 175–190.
84. Ling, Y.; Powell, G.N. Work-family conflict in contemporary China: Beyond an American-based model. Int.
J. Cross Cult. Manag. 2001, 1, 357–373. [CrossRef]
85. Yang, N.; Chen, C.C.; Choi, J.; Zou, Y. Sources of work-family conflict: A Sino-U.S. comparison of the effects
of work and family demands. Acad. Manag. J. 2000, 43, 113–123.
86. Chen, C.Y.; Rossignac-Milon, M.; Higgins, E.T. Feeling distressed from making decisions: Assessors’ need to
be right. J. Personal. Soc. Psychol. 2018, 115, 743–761. [CrossRef]
87. Grandey, A.A.; Cordeiro, B.L.; Crouter, A.C. A longitudinal and multi-source test of the work-family conflict
and job satisfaction relationship. J. Occup. Organ. Psychol. 2005, 78, 305–323. [CrossRef]
88. Lockwood, P.; Jordan, C.H.; Kunda, Z. Motivation by positive or negative role models: Regulatory focus
determines who will best inspire us. J. Personal. Soc. Psychol. 2002, 83, 854–864. [CrossRef]
89. Aiken, L.S.; West, S.G. Multiple Regression: Testing and Interpreting Interactions; SAGE Publications, Inc.:
Newbury Park, CA, USA, 1991.
90. Cohen, J.; Cohen, P. Applied Multiple Regression/Correlation Analysis for the Behavioral Sciences, 2nd ed.; Lawrence
Erlbaum Associates: Hillsdale, NJ, USA, 1983.
91. Adams, G.A.; King, L.A.; King, D.W. Relationships of job and family involvement, family social support, and
work-family conflict with job and life satisfaction. J. Appl. Psychol. 1996, 81, 411–420. [CrossRef]
92. Frone, M.R.; Russell, M.; Cooper, M.L. Prevalence of work-family conflict: Are work and family boundaries
asymmetrically permeable. J. Organ. Behav. 1992, 13, 723–729. [CrossRef]
93. Hair, J.F., Jr.; Black, W.C.; Babin, B.J.; Anderson, R.E.; Tatham, R.L. Multivariate Data Analysis, 6th ed.; Pearson
Prentice Hall: Upper Saddle River, NJ, USA, 2006.
94. Nunnally, J.C.; Bernstein, I.H. Psychometric Theory, 3rd ed.; McGraw-Hill, Inc.: New York, NY, USA, 1994.
95. Fornell, C.; Larcker, D.F. Evaluating structural equation models with unobservable variables and measurement
error. J. Mark. Res. 1981, 18, 39–50. [CrossRef]
96. Kleijnen, M.; Ruyter, K.d.; Wetzels, M. An assessment of value creation in mobile service delivery and
the moderating role of time consciousness. J. Retail. 2007, 83, 33–46. [CrossRef]
97. Grandey, A.A. Emotional regulation in the workplace: A new way to conceptualize emotional labor. J. Occup.
Health Psychol. 2000, 5, 95–110. [CrossRef]
98. Grandey, A.A.; Brauburger, A.L. The emotion regulation behind the customer service smile. In Emotions
in the Workplace: Understanding the Structure and Role of Emotions in Organizational Behavior; Lord, R.G.,
Klimoski, R.J., Kanfer, R., Eds.; Jossey-Bass: San Francisco, CA, USA, 2002; pp. 260–294.
99. Kossek, E.E.; Colquitt, J.A.; Noe, R.A. Caregiving decisions, well-being, and performance: The effects of
place and provider as a function of dependent type and work-family climates. Acad. Manag. J. 2001, 44,
29–44. [CrossRef]
100. Thompson, C.A.; Beauvais, L.L.; Lyness, K.S. When work-family benefits are not enough: The influence of
work-family culture on benefit utilization, organizational attachment, and work-family conflict. J. Vocat.
Behav. 1999, 54, 392–415. [CrossRef]
101. Greenhaus, J.H.; Powell, G.N. When work and family are allies: A theory of work-family enrichment. Acad.
Manag. Rev. 2006, 31, 72–92. [CrossRef]
80.

© 2020 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons Attribution
(CC BY) license (http://creativecommons.org/licenses/by/4.0/).

