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Abstract

Young employees currently face vast work stress in their careers triggering conflict
between work and family. This paper target to examine how work-family conflict affects job
satisfaction and turnover intentions through work stress for younger employees. 450
questionnaires were collected from young dealers who work at six casinos in Macau. The
findings show that work-family conflict (WFC) and family-work conflict (FWC) positively
affect work stress and turnover intention, but do not directly influence job satisfaction. Work
stress negatively affected job satisfaction and positively affected turnover intention, fully
negatively mediated WFC and FWC towards job satisfaction, and part positive mediated
WFC and FWC towards turnover intention. Work stress can directly influence turnover
intention, and job satisfaction partially mediated work stress toward turnover intention.
Finally, WFC and FWC will affect turnover intention through work stress on job satisfaction.
We also proposed suggestions to improve job satisfaction for young dealers in casino
management.

Keywords: Young Employee, Work-Family Conflict, Work Stress, Job Satisfaction,
Turnover Intention, Macau.

A. INTRODUCTION

The rapid expansion of the Macau gambling industry in recent decades has
created a large labor requirement and attracted more students dropping out the
school to work in this sector. A survey disclosed young employment that young
employment intentions in Macau jobs in casinos or gaming-related industries (Lu &
Liu, 2007). One of the characteristics of the gaming industry is that the business is
open 24 hours /365 days a year. Accordingly, the staff needs to work shifts and often
work on weekends and public holidays. Long-standing service during the shift is
also one of the job requirements (Tate, 2001). Working overtime and irregular
schedules have become the norm for the gaming industry staff (Hashimoto et al.,
1996; Kim, et al., 2009). In addition, in the gaming industry, employees are required
to face-to-face communication with the guests and provide their inquiries with quick
responses (Back et al, 2010). This causes the staff to frequently work under stress,
and it brought some issues in family relationships, friendships, and personal health
(Wan & Chan, 2013). In today's fast-paced social environment, the gaming industry
is facing competition from globalization, the problems of employee turnover, tiring
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work, and low job satisfaction (Lv et al., 2017). Therefore, the problem that young
employees are faced with a sharp increase in pressure at work should attract the
attention of social systems (Lv & Liu, 2017).

There is a bundle of extant studies on the relationship between work-family
conflict, work stress, and work satisfaction (Bruck et al., 2002; Boyar et al., 2003).
Among the relationship between work and family studies, Frone et al. (1992) first
proposed a seminal research framework on work-family conflict. Their research is
focused on the effect of work-family conflict on depression. Kossek and Ozeki (1998)
only tested the work-family conflict (WFC) on job satisfaction. Subsequently, Boyar et
al. (2003) argue that it is necessary to distinguish the influence of the WFC from that
of family-work conflict (FWC). Few studies have focused on the mediation role of
work stress between work-family conflict and job satisfaction, turnover intention,
and related paths of the relationship, especially in the gaming industry (Feng, 2018;
Zhou & Zhou, 2013).

Young employees are especially prone to negative impacts on their work in
high-pressure work environments (Noe, 1996). In particular, the problems of job
adaptation, less than average work experience, uncertain career development goals,
and the low level of physical and mental health of young employees result in some
negative effects (d 'Haute Serre, 2000). Particularly in the case of young dealers, lack
of adequate training and experience, and non-recognition of their work by society
and family, become a common problem (Anderson et al., 2002). Work-family conflicts
mostly occur among employees under the age of 35 in casinos (Zhou & Zhou, 2013).
Young employees are prone to a negative impact on their work resulting from
work-family conflict (Zhou & Zhou, 2013). In the current literature on work-family
conflict, only some groups of certain population variables are used, such as
employees who are married with children (Greenhouse et al.,2001), and some studies
only consider employees from dual-career families, and even unmarried employees
and single-parent employees are excluded (Huyghe, 1997). A small amount of
literature focuses on young employees (Mihail, 2008). Hence, there is a research gap
on the relationship between work-family conflict, work stress, and job satisfaction for
young employees in casinos.

Based on the current situation of work-family conflicts among young
employees in the gaming industry, this paper aims to examine the proposed model of
work-family conflict, work stress, job satisfaction, and turnover intention. It also
examines the mediating role of work stress between work-family conflict, job
satisfaction, and turnover intention. And corresponding strategies will propose to
control and improve the conflict level of work-family for young dealers in Macau.
Further, it looks to reduce work stress and increase work efficiency. Its finding will
add one piece the supplement to the theory of organizational management.
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B. LITERATURE REVIEW AND HYPOTHESES
1. Work-Family Conflict and Job Satisfaction and Turnover Intention

A work-family conflict is a form of role conflict. Individuals generally play two
roles each day and it may be hard to cope when one role requires more involvement
than another. The conflict will occur when the two roles in the field of work and
family are in some ways incompatible (Greenhaus & Beutell, 1985). Work-family
conflict is a two-way concept and can be divided into two situations: family
interference with work (FIW), and work interference with family (WIF) (Gutek et al.,
1991; Michel et al., 2011). In general, it can be classified into three main conflicts: time
conflict, stress conflict, and behavior conflict (Greenhaus & Beutell, 1985). Whiston &
Cinamon (2015) further summarize the influencing factors of work-family conflicts
and employees' career development.

Job satisfaction refers to the feeling or emotional reaction of employees to their
role in the organization (Vroom & Yetton, 1973). It is a psychological cognition that
represents the overall attitude of employees toward work (Robbins & Coulter, 2002).
Employees can balance their satisfaction and dissatisfaction at different levels to form
overall job satisfaction (Kalleberg, 1977), which is an important variable affecting
employees' behavioral intention (Cronin et al., 2000). Previous studies have shown
that WFC significantly impacts employees' work and life (Stella et al., 2002; Michelet
al., 2009), and WFC has a negative correlation with job satisfaction, while it has a
positive correlation with depression and physical discomfort (Grandey et al., 2005;
Thomas & Ganster, 1995). Similarly, in a study of a group of college graduates, Wiley
(1987) stated that there is a negative correlation between family-work conflict and job
satisfaction. In addition, Bacharach (1991) also found that the impact of involvement
in work on the family would lead to a decrease in satisfaction. Furthermore, Allen
(2001) proposes that WFC can produce job-related outcomes, which include job
satisfaction. Wright and Abendschein (2014) confirmed that family-work conflict
could significantly predict job satisfaction.

Turnover intention can explain an employee's psychological motivation to
find another job, without any actual behavior toward leaving the organization.
However, the employees may decide to resign if they take a holistic assessment of
relevant issues before acting (Allen et al., 1999). The main impactors on employee
turnover include job-related, personal, and external issues (Cotton & Tuttle, 1986).
Job-related issues include salary, performance, organizational commitment, and job
satisfaction. Among them, job satisfaction and organizational commitment have
gained the attention of most researchers, because they directly and strongly affect the
turnover rate (Futrell & Parasuraman, 1984). In addition, WFC is also one of the
important factors affecting the turnover intention of employees. When the work led
to conflict with the family role, the most direct consequence is to cause the employee
to leave and find another job to balance the requirements of the WFC (Anderson et al.,
2002). The findings of previous studies show a positive relationship between WFC
and turnover intention, in that there is a significant relationship between WEC, job

satisfaction, and turnover intention. Both WFC and FWC can predict absenteeism,
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sabotage, turnover intention, and work interruptions due to family reasons
(Farquharson et al., 2012; Goff et al., 1990). The findings of hotel employees' studies
demonstrate that if front-line employees experience a high level of WFC, they would
be more willing to leave the organization (Karatepe, 2013; Yavas et al., 2008).

Front-line staff in the gaming industry often face work stress in a demanding
environment, such as long working hours, excessive workload, aggressive customer
behavior, and gamblers' lack of emotional control. Those negative work scenarios
cause various kinds of job insecurity for employees. In addition, dealers are prone to
personal emotional dissonance and exhaustion when faced with long hours, irregular
and inflexible work schedules, and demands to communicate with difficult
customers. A consequence will increase the WFC (Karatepe & Aleshinloye, 2009;
Karatepe & Olugbade, 2009; Karatepe & Uludag, 2008; Wong & Ko, 2009), under such
a situation, the staff may find it hard to balance the conflict between their work and
family roles (Deery, 2008; Karatepe & Ouludag, 2009; Magnini, 2009). Furthermore, a
large number of young people abandon school to join the gaming industry, and
young dealers may face work with inadequate training and lack of experience, as well
as the biased perception of society and their families toward their occupation. Hence,
young dealers are more prone to encountering WFC (Anderson et al., 2002). Based on
the above review, combined with the unique working environment of young dealers,
hypotheses are proposed as below.

H1a: There is a negative relationship between WFC and job satisfaction

H1b: There is a negative relationship between FWC and job satisfaction

H2a: There is a positive relationship between WFC and turnover intention

H2b: There is a positive relationship between FWC and turnover intention

2. WFC and Work Stress

Work stress is a non-specific psychological and physiological response mode,
which is not only expressed as mental stress but also reflects the non-specific
response of people to certain specific needs (Selye, 1956). Work stress has become a
critical issue in the management of many front-line employees (Law et al., 1995).
Once employees face high levels of WFC, they will encounter high levels of work
stress (Netemeyer et al.,, 2004). Stress tolerance is influenced by an individual's
attitude or perception towards stress and fed back by the person's cognitive system.
And the result of this feedback is the individual's cognitive assessment of stress
(Lazarus & Launier, 1978). Therefore, the essence of stress is the result of the
interaction between individual characteristics and environmental requirements,
which leads to the emergence of anxiety, and has physical, behavioral, and
organizational consequences (Blix, 1994; Munz et al., 2001). Previous studies proved
that a high level of WEC results in high psychological burnout and low job
satisfaction (Burke, 1988). Non-standard work hours and irregular work shifts have a
positive association with the WFC (Henly & Lambert, 2014; Mauno et al., 2015).

In a survey of casino employees, 75% of them believe that job dissatisfaction is

caused by job pressure, and 50% of them feel "a lot" to "moderate" work stress, which

1JSOC © 2022
http://ijsoc.goacademica.com

560


http://ijsoc.goacademica.com/

International Journal of Science and Society, Volume 4, Issue 4, 2022

can also lead to alcohol and drug abuse, excessive eating, and gambling behavior
(Wu & Wong, 2008). Therefore, working in casinos, employees need a strong driving
force to restore balance and reduce their attitudes and behavior disorders (Jennifer et
al., 2013). In addition, young employees lack the skills to deal with the related high
level of work stress (Leiter, 1990), they cannot dependently control their emotions in
the face of traumatic work experiences, and thereby they will feel high work stress
and turnover intention (Holloway & Walllnga, 1990).

In general, the above discussion suggests that there is a relationship between
WEC, job satisfaction, and turnover intention. Young employees work in an
environment full of work interference with family conflict. Therefore, hypothesis
three is developed:

H3a: There is a positive relationship between WFC and work stress

H3b: There is a positive relationship between FWC and work stress

3. Work Stress, Job Satisfaction, and Turnover Intention

Most previous studies supported that work stress negatively impacts job
satisfaction. Work stress can be used as one of the predictors of job satisfaction, the
lower the level of work stress, the higher the level of job satisfaction. Work stress is
easy makes employees frustrated, and it thereby produces a feeling of dissatisfaction
(Buonocore & Russo, 2013; Jamal, 1990; Kinicki & Kreitner, 2006; Zhou & Zhou, 2013).

Work stress affects turnover intentions and has also gained researchers'
attention, which has been verified in the aspects of employee type and culture
(Applebaum et al., 2010; Bhutan et al., 2005; Netemeyer et al., 2004). Work stress is
positively related to turnover intention (Zhao et al., 2003; Aliya et al., 2019). There are
various types of work stress, so there must be a significant difference in the
relationship between work stress and job satisfaction. Brough et al. (2005) propose
that emotional exhaustion is one of the main indicators of work stress, which is used
to predict the voluntary resignation of employees. Similarly, in the study of hotel staff,
Applebaum et al. (2010) find that work stress directly affects the turnover intention of
front desk personnel. The greater the work stress, the higher the turnover intention,
and work stress affects the employee's job satisfaction, leading to low efficiency and
leaving the job.

Front-line gaming workers feel more stress than those in other industries. The
work stress of a dealer in the gaming industry comes from their work characteristics,
and the most vital pressure sources come from overtime at festivals and holidays, the
inconsistent pace of work and family life, and the irregular job rotation (Eggers &
Hsieh, 2011). In addition, the aggressive competition in the gaming industry in recent
years forces enterprises to adopt the business model of increasing income and
reducing expenditure, which in return, that raises increases the workload of
employees, which requires them to undertake additional work and responsibilities.
The consequence is an increase in work stress, dissatisfaction, and the turnover rate
of employees (Lv et al., 2017). Therefore, the gaming industry needs to analyze its
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direct and indirect factors for employee turnover (Wong, 2013). Based on the above
literature review, we propose hypotheses four to five as follows:

H4: There is a negative relationship between work stress and job satisfaction

Hb5: There is a positive relationship between work stress and turnover intention

4. Work stress, WFC, and job satisfaction

Work stress is a vital multifaceted concept, acting as an antecedent, mediator,
and dependent variable (Carlson, 1999; Edwards & Rothbard, 2000). In the service
sector, job satisfaction is an available predictor of turnover intention (Hwang & Kuo,
2006). Similarly, McNall et al. (2010) and Valentine et al. (2010) proved that job
satisfaction is the most effective predictor of turnover intention. Zhang et al. (2010)
stated that there is a significant negative correlation between turnover intention and
job satisfaction, the higher the employee's job satisfaction, the lower the turnover
intention. Chen et al. (2011) demonstrated that WFC has progressive effects on
turnover intention through work stress and job satisfaction. The conflict between
work intervention with family is significantly higher than that between family
intervention with work, and the conflict between work intervention and the family
has an indirect effect on job satisfaction through work stress (Lu & Shi, 2002). Work
stress fully mediates WFC toward turnover intention (Chelariu & Stump, 2011; Gao &
Zhao, 2014). Based on the above literature review, hypotheses six to eight are
proposed below:

Hé6a: WFEC decreases job satisfaction toward work stress

Heéb: FWC decreases job satisfaction toward work stress

H7a: WFEC increases turnover intention toward work stress.

H7b: FWC increases turnover intention toward work stress.

H8a: WFC increases work stress toward job satisfaction and negatively affects turnover

intention.

H8b: FWC increases work stress toward job satisfaction and negatively affects turnover

intention.

C. METHODS
1. Scale

The scales of each construct were adopted from previous studies. The six items
of work-family conflict and the six items of family-work conflict were selected from
the studies of Carlson et al. (2000), Netemeyer et al. (1996), Grandey et al. (2005), and
Chelariu and Stump (2011). The scales of work stress and turnover intention were
referred to by Chelariu and Stump (2011). The four job satisfaction items were
referred to in the study of Boonzaier et al. (2001). The 5-point Likert- type scale was
adopted.

2. Data
The non-random convenience sampling method was chosen. The target

sample was young dealers working at casinos from 18 to 35 years old. The pilot test
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was conducted in December 2017 to ensure good reliability and validity of the
questionnaire. The results confirmed that the items of each variable on the
questionnaire were valid and reliable, as each of Cronbach's alpha values was higher
than 0.7 (Creswell & Creswell, 2018). The self-administrate survey was conducted
from January to March 2018 in the six casinos in Macau. A total of 550 questionnaires
were distributed to the target samples, and 450 questionnaires were useable for the
final analysis.

The gaming industry has been expanding rapidly in Macau, and labor is
needed in a short period. The labor force is very scarce. The high salaries attract an
increasing student who withdraws from school to work in the gaming industry. The
demographic information is presented in Table 1.

Table 1 Demographic information of the participants

Gender Percentage % Working companies Percentage %
Male 43.6 SJM Holdings Limited 23.1
Female 56.4 Galaxy Entertainment Group 14.7
Marital status Percentage % Venetian Macau 19.1
Married 59.7 Wynn Palace 15.3
Unmarried 37.6 Melco 14.0
Other 2.7 MGM Macau 13.8
Educational background Percentage % Working experiences Percentage %
Middle school or below 27.8 2 years or below 32.4
High school 51.3 2.1 -4 years 30.7
4-year university 18.7 4.1 - 6 years 19.6
postgraduate or above 22 6.1 years or above 17.3

Various statistical methods were employed to examine the relationships
between the developed constructs. The software IBM SPSS 22 was used to summarize
the demographic information of the samples and test the validity and reliability of the
scales of each construct. A total of 23 scale items were formed in the survey, six items
with low factor loading values were below 0.65 on their corresponding construct and
therefore were discarded during the reliability analysis. Then, the Mplus 7.0 was
applied to conduct confirmatory factor analysis (CFA) and structural equation
modeling (SEM).

D.  RESULTS
1. Confirmatory Factor Analysis

Composite reliability (CR) was used to examine the reliability of constructs, in
which CR is selected rather than Cronbach's Alpha by Peterson and Kim (2013)
when Cronbach's Alpha is explored as “a lower bound” and hence may not be
efficient to demonstrate true reliability in a multi-factor model. Therefore, CR is a
popular alternative coefficient alpha, where it is usually calculated as part of SEM. A
CR value of 0.7 or higher means good reliability (Churchill, 1979; Hair et al., 1998). In
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this study, the CR values ranged from 0.75 to 0.84 (see Table 2), meaning that the
reliability of constructs was high.
Table 2 Confirmatory Factor Analysis for the Measurement Model

Items Factor Loadings AVE CR
WEC 0.474 0.78
The amount of time my job takes up makes it difficult to 0.700
fulfill family responsibilities
Because my work is so demanding when I am irritable at 0.641
home.
I am often so emotionally drained when I get home from 0.734
work that it prevents me from contributing to my family.
After work, I come home too tired to do some of the 0.674
things I'd like to do.
FWC 0.562 0.84
Family-related strain interferes with my ability to 0.702
perform job-related duties.
Due to stress at home, I am often preoccupied with 0.754
family matters at work.
I'm so tired from all the things I have to do at home that 0.818
it’s hard to have the energy to do my job
My home life interferes with my responsibilities at work. 0.720
Work Stress 0.494 0.75
I sometimes feel weak all over 0.693
I often “take my job home with me” in the sense that I 0.692
think about it when doing other things
I feel fidgety or nervous because of my job 0.722
Job Satisfaction 0.579 0.80
Generally speaking, I am satisfied with this job. 0.791
I seldom think of quitting this job. 0.642
I am generally satisfied with this kind of work I do this 0.836
job.
Turnover Intention 0.539 0.78
I frequently think I would like to change my job 0.733
situation
I am constantly searching for a better alternative 0.751
I often think about quitting my present line of work 0.717

Discriminant validity results are presented in Table 3. Discriminant validity
can be constructed when both maximum shared variance (MSV) and average shared
squared variance (ASV) are lower than AVE for all constructs (Hair et al., 2006).
Furthermore, the CFA result showed that the constructs measured are
distinguishable from each other.
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Table 3 Validity Test
CR AVE MSV ASV
WEC 0.782 0.474 0.272 0.065
FWC 0.837 0.562 0.272 0.082
WS 0.745 0.494 0.169 0.125
JS 0.803 0.579 0.299 0.156
TI 0.778 0.539 0.299 0.099

CR - composite reliability; AVE - average variance explained; MSV - maximum shared variance; ASV - average
shared squared variance; WFC —-work-family conflict; FWC—family-work conflict; WS — work stress; JS —job
satisfaction; TI — turnover intention

Table 4 presents the value of the mean, standard deviation, and correlation
coefficient for each variable. As a result, the correlation coefficient means significant
correlations between each construct. WFC is positively related to work stress (r=.37,
p<0.01), and turnover intention (r=.20, p<0.01), and negatively associated with job
satisfaction (r=-.15, p<0.01). FWC is also positively associated with work stress (r=.35,
p<0.01), and turnover intention (r=.14, p<0.01), and negatively related to job
satisfaction (r=-.23, p<0.01). Finally, job satisfaction had a significant negative
correlation with turnover intention (r=-.55, p<0.01).

Table 4 Mean, SD and Correlations?

Mean SD 1 2 3 4 5 6 7 8 9 10
1. Gender 0.56 050 (--)
2. Age 2.03 077 -07 (-)
3. Marital 2.09 »
status 0.94 .02 55 (--)

4.Education 195 074 .00 -33" -28" (-)
5. Tenure 222 108 -.02 43" 31" -19" (-)

6. WEC 331 080 .03 -13" -08 .04 -09 (0.78)

7. FWSC 305 082 -06 -13" -02 -03 -08 527 (0.84)

Work 32 0.

8-Wor 3320 o1 Lo 11 -1 -09 37 35 (0.75)

stress 75

oJob 309069 o o0 a7 -3 00 -15° -23% -28" (0.80)
satisfaction

10-Turnover 344~ 082 .. sge a1+ 05 -12¢ 200 4% 41% -55° (078)
intention

an =450; reliability coefficients for the scales are in parentheses along the diagonal.
"p<0.05"p<0.01

2. Hypotheses Test

To explore the relationships between work-family conflict, family-work
conflict, work stress, job satisfaction, and turnover intention, the SEM method was
used to examine the proposed model, where common method bias was examined
via a common latent factor. We conducted the CFA model with the common latent
factor and calculated the ratio of the common latent factor to the total variance
(Williams et al., 1989). We found the ratio of the common latent factor to total
variance was 2.02%, was less than 25%. Thus, there was no obvious common method
bias in this model.
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CFA results indicated that the hypothesized 5-factor measurement model has
well fit data with x2 (109) =330.91, p<.001, comparative fit index (CFI)=.93,
Tucker-Lewis index (TLI)=.91, root mean square error of approximation
(RMSEA)=.067, standardized root-mean-square residual (SRMR)=0.050. All
indicators loaded significantly on their corresponding factors (P<.001). Furthermore,
to compare this hypothesized 5-factor measurement model, 10 possible 4-factor
models were formed by combining any 2 of the 5 focal factors. The results
demonstrated that the hypothesized measurement model had better fit data than all
4-factor models (92.14< Ax2 [Adf = 4] < 571.48, P<.001) (see Table 5). Thus, these
results provided support for the distinctiveness of the focal constructs.

Table 5 Model Fit Results for Confirmatory Factor Analyses @

Models X2 df Ay*(Adf) CFI TLI RMSEA SRMR
1. Hypothesized 5-factor model 33091 109 — 0.93 0.91 0.067 0.050
2. 4-factor model (combine WFC and FWC) 545.73 113 214.82(4) 0.86 0.83 0.092 0.063
3. 4-factor model (combine WFC and WS) 529.30 113 198.39(4) 0.86 0.83 0.090 0.071
4. 4-factor model (combine WFC and ]S) 855.52 113 524.61(4) 0.75 0.70 0.121 0.122
5. 4-factor model (combine WFC and TI) 858.33 113 527.42(4) 0.75 0.70 0.121 0.113
6. 4-factor model (combine FWC and WS) 588.35 113 257.44(4) 0.84 0.80 0.097 0.083
7. 4-factor model (combine FWC and ]S) 902.39 113 571.48(4) 0.74 0.68 0.125 0.124
8. 4-factor model (combine FWC and TI) 900.64 113 569.73(4) 0.74 0.68 0.124 0.127
9. 4-factor model (combine WS and ]S) 611.54 113 280.63(4) 0.83 0.80 0.099 0.089
10. 4-factor model (combine WS and TI) 573.07 113 242.16(4) 0.85 0.82 0.095 0.086
11. 4-factor model (combine JS and TI) 423.05 113 92.14(4) 0.90 0.88 0.078 0.054

a N = 450. All alternative models were compared with the hypothesized four-factor model. All Ay2’s are
significant at p < .001. Abbreviations: CFI is the comparative fit index. RMSEA is the root-mean-square error of
approximation. SRMR is the standardized root-mean-square residual. TLI is the Tucker-Lewis index.
WEC-work-family conflict; FWC-family-work conflict; WS-work stress; JS —job satisfaction; TI-turnover
intention

The SEM results are presented in Figure 1. The RMSEA value was 0.052 below
the cut-off point (0.08) which indicates a good model fit (Hair et al., 1998). The x2/df
ratio value is 2.217 (x2= 392.48; df = 177) locked between 1 and 3. That indicates a
good adjustment of the sensitivity of the chi-square with a large sample size (Bentler,
1995). CFlis 0.931, and TLI is 0.914, which is higher than the cut-off point (0.9) (Hu &
Bentler, 1999). Therefore, the measurement model presented satisfactory
goodness-of-fit indices.
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" <0.001; "p < 0.01; "p < 0.05; Chi-square = 392.48; p-value = .000; degree of freedom = 177; Chi-square/degree of
freedom = 2.217; CFI = .931; TLI = .914; RMSEA = .052.
WFC —work-family conflict; FWC—family-work conflict; WS — work stress; JS —job satisfaction; Tl — turnover int

Figure 1. Structural Path Coefficients

The hypothesis test results are shown in Table 6, where H1la, H1lb, H2a, and
H2b are not supported and the other 10 hypotheses are statistically significant. As a
result, work stress is fully mediated by both the influence of work-family conflict and
family-work conflict on job satisfaction, but work-family conflict and family-work
conflict do not directly influence job satisfaction. However, job satisfaction is partially
mediated by both the influence of work-family conflict and family-work conflict
toward turnover intention via work stress. Work stress can directly influence
turnover intention. Besides, family-work conflict can influence turnover intention
directly. For the following mediating effects, the ranges of the standardized estimated
value ranged from 0.059 to 0.179 with significant p-values (p < 0.1) that proved the
theorized links between work-family conflict/family-work conflict — work stress —
job satisfaction/turnover intention Based on the results, it is confirmed that there
were mediating effects between these factors. Table 6 also shows the results of the
mediating effect.

Table 6 Results of hypothesis tests

Hypotheses (Hs) Standard Regression weight Support
Hla: WEC—]S 0.032 No
H1b: FWC—]JS -.129 No
H2a: WFC—TI 0.026 No
H2b: FWC—TI -0.183 No
H3a: WFC—-WS 0.35™ Yes
H3b: FWC—-WS 0.25" Yes
H4: WS—JS -0.33" Yes
H5: WS—TI 0.28~ Yes
Hé6a: WFC—-WS—]S -0.116° Yes
Hé6b: FWC—WS—]S -0.084+ Yes
H7a: WFC—»WS—TI 0.098" Yes
H7b: FWC—-WS—TI 0.072¢ Yes
H8a: WFC—»WS—]S—TI 0.081 Yes
H8b: FWC—->WS—-]S—TI 0.059t Yes

WEC —work-family conflict; FWC—family-work conflict; WS — work stress; JS —job satisfaction; TI — turnover

intention. *p<0.1, * p<0.05, * p<0.01
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E. DISCUSSION

The research results show that the work-family conflict of young employees
has a significant positive relationship with work stress, which supports the
conclusion of Holloway and Wallonia (1990), indicating that the conflict of the
work-family generates work stress in young employees, and fully proves that the
pressure of young employees comes from the sacrifice of their family and personal
life (Cleveland & Laroche, 2007; Karatepe, 2013). Work stress had a significant
negative impact on job satisfaction, which is consistent with the research conclusions
of Zhou & Zhou (2013), but only a unilateral negative relationship. Work stress had a
significant positive impact on turnover intention, which supports the conclusions of
Netemeyer et al. (2004), Bhutan et al. (2005), and Applebaum et al. (2010). Therefore,
special work stress may cause young employees to choose to quit. The research
results showed that work stress had a mediating role in the work-family conflict
affects individual job satisfaction and turnover intention, in the group of young
employees, work stress can fully mediate the work-family conflict with a negative
impact on job satisfaction, partially mediating the work-family conflict with the
positive impact on turnover intention. This indicates that the greater the work-family
conflict faced by young employees at work, the greater the action stress of
individuals will be, and the lower the job satisfaction and the higher the turnover.

In this study, a new finding showed that there is no significant correlation
between work-family conflict and job satisfaction; without being mediated by work
stress, and there was a negative relationship between work-family conflict and
turnover intention, which does not online with previous studies demonstrated that
work-family conflict has a significant impact on job satisfaction, and positively
correlates the turnover intention. But those previous studies were not distinguished
the employees' age groups in their research (Zhou & Zhou, 2013). As a result of the
above analysis, the current situation of young people in Macao is that they are
leaving school and joining the gambling industry at an early age. This may result in
young employees being satisfied with their jobs with high incomes in the gambling
sectors and ignoring the impact of conflicts between work and family. Part of this
might be explained as follows. Firstly, due to the local protection policy, there is no
competition for the dealer position, because this position is not allowed to provide
non-permanent Macau residents and there are no higher education requirements.
Besides the high salary, casino operators provide sufficient organizational support to
reduce work stress. Furthermore, the mediation of the role of work stress did not
negatively affect the relationship between work-family conflict and turnover
intention. This can be explained as work stress increases turnover intention, but
work-family conflict can weaken turnover intention. Job dissatisfaction is just one
reason for leaving (Karatepe & Sokmen, 2006). In addition, there is a shortage of
manpower to fill the dealer positions in Macau. Therefore, the salary is high for this
position and it attracts more young people. Moreover, work-family conflict can
directly affect the psychological health of employees, so work-family conflict should
be treated as a social problem (Cooklin et al., 2016), and the psychological disturbance
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of employees plays a mediating role between work-family conflict and alcoholism
behavior (Wolff et al., 2013). Other studies have found that group norms and
workplace culture may encourage gambling, and young dealers are more likely to
have gambling problems because gambling can reduce work stress (Hing & Breen,
2008). Work-family conflict may make young employees more willing to work in a
gambling environment to reduce the discomfort caused by such conflict and thus
reduce turnover.

Moreover, the findings presented that the turnover intention of young
employees is very complex, and the work-family conflict can partially buffer
turnover intention, and leave is influenced by other factors. In addition, job
dissatisfaction is not only caused by the working environment but also related to
personal preferences (Sturges, 2002), as well as other organizational factors and the
career plans of young employees (Sturges et al., 2005).

In addition, the work-family conflict had more impact than family-work
conflicts. This indicates that the work impact on family conflict is relatively high,
while the family impact on work conflict is relatively low in the gaming industry.
This finding supports the results of Lu & Shi (2002). The gender, marital status,
educational background, and length of work of the young dealers have no significant
difference in the conflict between working and family, but there is a significant
difference among the age groups.

Young female dealers had a higher level of job satisfaction than young male
dealers, and there is no significant difference between their educational background,
organization, and working experience. In terms of age and marriage, young dealers,
who are married and have children, had higher job satisfaction, which supports the
results of Zhou & Zhou (2013). The young dealers between 21-25 years old had the
lowest job satisfaction, followed by those 26-30 years old group dealers. Due to the
characteristics of young employees' life stages and careers, they were more sensitive
and concerned about issues such as work remuneration and promotion prospect, and
their job satisfaction was more likely to fluctuate under the influence of external
factors.

The younger the age, the stronger the turnover intention, which is consistent
with the results of Cho et al. (2009), and there is no significant difference between
gender and educational background. Among them, 21-25 years old showed the most
significant turnover intention, followed by 26-30 years old. The turnover intention of
unmarried and married without children was higher than that of married ones with
children, and unmarried ones were the most prominent. The turnover intention of
dealers of MGM mirage was significantly higher than that of dealers of Melco. The
left level of 2-4 years of working experience was high, and the turnover intention
decreased with the increase of age, which is consistent with the results of Bluedorn
(1982), and Fochsen et al (2005). The findings of the study were also consistent with
the principle of 2-3-2, which means young employees will leave after working for 2
years. The implication of the results indicates that the more experienced the

employees are, the less willing to leave. The younger employees had a strong
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turnover rate (Mohsin et al, 2013). The young dealers may not have a career plan, so it
is important to cultivate a sense of organizational belonging for the young employees
and establish an appropriate organizational support system (Claes &
Ruis-Quintanilla, 1998).

F. CONCLUSION

The proposed model of work-family conflict, work stress, job satisfaction, and
turnover intention has been examined. Considering the influence of the working
situation on family life, the organization should develop a plan of work-family
balance for young employees at the initial stage of their career, taking appropriate
measures to coordinate the relationship between the individual, family life, and
professional work (Raabe et al., 2007). Reducing work-family conflicts can relieve
work stress, improve job satisfaction, and avoid the turnover rate of employees.

This study only focused on a single dimension of job satisfaction, in the future,
it is better to conduct multi-dimensions of job satisfaction, such as internal
satisfaction and external satisfaction. Similarly, turnover intention was studied as a
single dimension, and personal and external factors could be added in future
research to make the study more comprehensive. In terms of the research scale, this
study adopted the research scale developed by previous researchers and carried out
partial correction. Due to the unique working environment and characteristics of the
gambling industry in Macao, it is suggested that future researchers could consider
the characteristics of the research object and develop a more appropriate research
scale.

ACKNOWLEDGMENTS

This paper is supported by the Macao Polytechnic Institute Foundation
(RP/CJT-03/2021) and the Higher Education Fund of the Macao SAR Government
(HSS-IPM-2021-02).

REFERENCES

1. Aliya, A.,, & Muhammad, A. (2019). Relationship between job satisfaction and
turnover intention. International Journal of Human Resource Studies, 9, (2), 163-194.

2. Allen, D. G, & Griffeth, R.W. (1999). Job performance and turnover: a review and
integrative multi-route model. Human Resource Management Review, 9, 525-48.

3. Allen, T. D. (2001). Family-supportive work environments: The role of
organizational perceptions. Journal of Vocational Behavior, 58, 414-435.

4. Anderson, S. E., Coffey, B. S., & Byerly, R. T. (2002). Formal organizational
initiatives and informal workplace practices. Journal of Management, 28, 787-810.

5. Applebaum, D., Fowler, S., Fiedler, N., Osinubi, O. & Robson, M. (2010). The
impact of environmental factors on nursing stress job satisfaction and turnover
intention. Journal of Nursing Administration, 40,323-328.

1JSOC © 2022
http://ijsoc.goacademica.com

570


http://ijsoc.goacademica.com/

International Journal of Science and Society, Volume 4, Issue 4, 2022

10.

11

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

Bacharach,S.B., Bamberger,P., & Sharon, C. (1991). Work-home conflict among
nurses and engineers: Mediating the impact of role stress on burnout and
satisfaction at work. Journal of Organizational Behavior, 12, 39-53.

Back, K. J., Lee, C. K., & Abbott, J. (2010). Internal relationship marketing: Korean
casino employees' job satisfaction and organizational commitment. Cornell
Hospitality Quarterly, 52(2), 111-124.

Blix, A.G. (1994). Occupational stress among university teachers. Educational
Research, 36,157-169.

Bluedorn, A. C. (1982). A unified model of turnover from organizations. Human
Relations, 35, 135-153.

Boonzaier, B., Ficker, B., & Rust, B. (2001). A review of research on the job
characteristics model and the attendant job diagnostic survey. South African
Journal of Business Management, 32, 11-34.

.Boyar, S. L., Maertz Jr, C. P., Pearson, A. W., & Keough, S. (2003). Work-family

conflict: A model of linkages between work and family domain variables and
turnover intentions. Journal of Managerial Issues, 175-190.

Bruck, C.S., Allen, T. D., & Spector, P. E. (2002). The relation between work-family
conflict and job satisfaction: A finer-grained analysis. Journal of vocational behavior,
60(3), 336-353.

Buonocore, F., & Russo, M. (2013). Reducing the effects of work-family conflict on
job satisfaction: the kind of commitment matters. Human Resource Management
Journal, (1): 91-108.

Burke, R.J. (1998) Work and non-work stressors and well-being among police
officers: The role of coping. Anxiety, Stress and Coping, 11(4): 345-62.

Carlson, D. (1999). Personality and role variables as predictors of three forms of
work-family conflict. Journal of Vocational Behavior, (2): 236- 253.

Carlson, D. S., Kacmar, K. M., & Williams, L. J. (2000). Construction and initial
validation of a multidimensional measure of work-family conflict. Journal of
Vocational Behavior, 56(2), 249-276.

Chelariu, C., & Stump, R. (2011). A study of work-family conflict, family-work
conflict and the contingent effect of self-efficacy of retail salespeople in a
transitional economy. European Journal of Marketing, 45(11-12), 1660-1679.

Chen, M. F,, Lin, C. P,, & Lien, G. Y. (2011). Modeling job stress as a mediating role
in predicting turnover intention. The Service Industries Journal, 31(8), 1327-1345.
Cho, S., Johanson, M.M., & Guchait, P. (2009). Employee’s intent to leave: A
comparison of determinants of intent to leave versus intent to stay. International
Journal of Hospitality Management, 28, 374-381.

Claes,R., & Ruis-Quintanilla, S. A. (1998). Influences of early career experiences
occupational group and national culture on proactive career behavior. Journal of
Vocational Behavior, 52:357-378

Cleveland, M., & Laroche, M. (2007). Acculturation to the global consumer culture:
Scale development and research paradigm. Journal of Business Research, 60,
249-259.

1JSOC © 2022
http://ijsoc.goacademica.com

571


http://ijsoc.goacademica.com/

International Journal of Science and Society, Volume 4, Issue 4, 2022

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

Cooklin, A., Westrupp, E., Strazdins, L., Giallo R, & Martin. A. (2016). Nicholson J.
M., Fathers at work: work-family conflict, work-family enrichment, and parenting
in an Australian Cohort. Journal of Family Issues, (11): 1611-1635.

Cotton, J., & Tuttle, J. (1986). Employee turnover: a meta-analysis and review with
implications for research. Academy of Management Review, 11, 50-70.

Creswell, J. W, & Creswell, J. D. (2018). Research Design: Qualitative,
Quantitative, and Mixed Methods Approaches (5th ed.). SAGE Publications.
Cronin, J., Brady, M. K., & Hult, G. T. M. (2000). Assessing the effects of quality,
value and customer satisfaction on consumer behavioral intentions in service
environments. Journal of Retailing, 76, 193-218.

Deery, M. (2008). Talent management, work-life balance, and retention strategies.
International Journal of Contemporary Hospitality Management, 20, 792-806.

Edwards, T, & Rothbard, N. (2000). Mechanisms linking work and family:
clarifying the relationship heaven work and family constructs. Academy of
Management Review, (1): 178-199.

Eggers, P. D., & Hsieh, Y. C. (2011). Coping strategies used by lodging managers
to balance work and personal lives: An exploratory study. International Journal of
Hospitality & Tourism Administration, 11, 39-58.

Farquharson B., Allan ], Johnston D, Johnston M, Choudhary C & Jones M. (2012).
Stress amongst nurses working in a healthcare telephone-advice service:
relationship with job satisfaction, Intention to Leave, Sickness Absence and
Performance. Journal of Advance Nursing, (68):1624-1635.

Feng, L.W. (2018). Research situation of work-family conflict in foreign countries:
based on bibliometric analysis. Business Management Journal, 4:187-202.

Fochsen G.; K. Sjogren, M. Joseephson & M. Largertom (2005). Factors
contributing to the decision to leave nursing care: A study among Swedish
nursing personnel. Journal of Nursing Management, 13: 338-344.

Frone, M. R., Russell, M., & Cooper, M. L. (1992). Antecedents and outcomes of
work-family conflict: Testing a model of the work-family interface. Journal of
Applied Psychology, 77, 65-78.

Futrell, C. M., & Parasuraman, A. (1984). The relationship of satisfaction and
performance to salesforce turnover. Journal of Marketing, 48, 33-40.

Gao, Z., & Zhao, C. (2014). Why is it difficult to balance work and family? An
analysis based on work-family boundary theory. Acta Psychologica Sinica, 46(4),
552-568

Goff, S. J., Mount, M. K., & Jamison, R. L. (1990). Employer supported child care,
work/family conflict, and absenteeism: A field study. Personnel Psychology,
43,793-809.

Grandey, A.A., Cordeiro, B. L., & Crouter, A. C. (2005). A longitudinal and
multi-source test of the work-family conflict and job satisfaction relationship.
Journal of Occupational and Organizational Psychology, 78, 305-323.

Greenhaus, J. H.,, & Beute, N. J. (1985). Sources of conflict between work and
family roles. Academy of Management Review, 10, 76-88.

1JSOC © 2022
http://ijsoc.goacademica.com

572


http://ijsoc.goacademica.com/

International Journal of Science and Society, Volume 4, Issue 4, 2022

38.

39.

40.

41.

42.

43.

44.

45.

46.

47.

48.

49.

50.

51

52.

Gutek, B. A., Searle, S., & Klepa, L. (1991). Rational versus gender role
explanations for work-family conflict. Journal of Applied Psychology, 76, 560-568.
Hashimoto, K., Kline, S. F., & Fenich, G. G. (1996). Casino management for the “90s.
Kendall/Hunt Publishing Company

Huyghe, H. (1997). Developments in women’s labor force participation. Monthly
Labor Review, 120, 41-46.

Henly, J., Lambert, S. (2014). Unpredictable work timing in retail jobs:
Implications for employee work-life conflict. Internal Labor Markets and Manpower
Analysis, (3): 986-1016.

Hing, N., & Breen, H. (2008). How working in a gaming venue can lead to
problem gambling: The experiences of six gaming venue staff. Journal of Gambling
Issues, 21, 11-29.

Holloway, D., & Walllnga, C. R. (1990). Burnout in child life specialists: The
relation of role stress. Children’s Health Care, 19, 10-18.

Hu, L., & Bentler, P. M. (1999) Cutoff criteria for fit indexes in covariance structure
analysis: Conventional criteria versus new alternatives, Structural Equation
Modeling. A Multidisciplinary Journal, 6:1, 1-55

Hwang, 1S, & Kuo, J.H. (2006). Effects of job satisfaction and perceived
alternative employment opportunities on turnover intentions: an examination of
public sector organizations. The Journal of American Academy of Business, 8, 1-7.
Jamal, M. (1990). Relationship of work stress and type-A behavior to employees'
job satisfaction, organizational commitment, psychosomatic health problems, and
turnover motivation. Human Relations, 43, 727-738.

Jennifer, Y. M. L., Chan, K. W., & Lam, L.W. (2013). Defining who you are not: The
roles of moral dirtiness and occupational and organizational disidentification in
affecting casino employee turnover intention. Journal of Business Research, 66,
1659-1666.

Kalleberg, A. L., (1977). Work value and job rewards, a theory of job satisfaction.
American Sociological Review, 42, 124-143.

Karatepe, O. M. (2013). The Effects of work overload and work-family conflict on
job embeddedness and Job performance the mediation of emotional exhaustion,
International Journal of Contemporary Hospitality Management, (4): 614-634.
Karatepe, O. M., & Aleshinloye, K. D. (2009). Emotional dissonance and emotional
exhaustion among hotel employees in Nigeria. International Journal of Hospitality
Management, 28, 349-358.

. Karatepe, O. M., & Olugbade, O.A. (2009). The effects of job and personal

resources on hotel employees' work engagement. International Journal of Hospitality
Management, 28, 504-512.

Karatepe, O. M., & Sokmen, A. (2006). The effects of work role and family role
variables on psychological and behavioral outcomes of frontline employees.
Tourism Management, 27, 255-268.

1JSOC © 2022
http://ijsoc.goacademica.com

573


http://ijsoc.goacademica.com/

International Journal of Science and Society, Volume 4, Issue 4, 2022

53.

54.

55.

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

Karatepe, O. M., & Uludag, O. (2008). Affectivity conflicts in the work-family
interface and hotel employee outcomes. International Journal of Hospitality
Management, 27, 30-41.

Kim, B. P.,, Murrmann, S. K., & Lee, G. 2009. Moderating effects of gender and
organizational level between role stress and job satisfaction among hotel
employees. International Journal of Hospitality Management 28, 612-619.

Kinicki, A., & Kreitner,R. (2006). Organizational behavior. Boston, MA:
McGraw-Hill Irwin.

Kossek, E. E., & Ozeki, C. (1998). Work-family conflict, policies, and the job-life
satisfaction relationship: A review and directions for organizational
behavior-human resources research. Journal of Applied Psychology, 83(2), 139-149.
Law, J., Pearce, P. L., & Woods, B. A. (1995). Stress and coping in tourist attraction
employees. Tourism Management, 16, 277-284.

Lazarus, R.S., & Launier, R. (1978). Stress-related transactions between person and
environment. In: Pervin, L.A.; & Lewis, M., Eds., Perspectives in Interactional
Psychology, Plenum, New York, 287-327.

Leiter, M. P. (1990). Coping patterns as predictors of burnout: The functions of
control and escapist coping patterns. Journal of Organizational Behavior, 12, 121-147.
Lu K. Y, & Liu D.Y A survey of young people’s opinions on the impact of
gambling rights on Macau. Macau Youth Research Association, 2007
http://www.myra.org.mo/wp-content/uploads/2009/03/2007-10-16.pdf

Lu, J. F.,, & Shi, K. (2002). A study on work-family conflict. Chinese Journal of
Applied Psychology, 2:45-50.

Lv, K., & Liu, D. M. (2017). Impact on Macau after gambling rights opening -
young opinion survey. Macau: Macau Young Research Association.
http://www.myra.org.mo/wp-content/uploads/2009/03/2007-10-16.pdf

Magnini, V. P. (2009). Understanding and reducing work-family conflict in the
hospitality industry. Journal of Human Resources in Hospitality and Tourism, 8,
119-136.

Mauno, S., Cuyper, N.D., Kinnunen, U., & Ruokolainen, M. (2015). The
prospective effects of work-family conflict and enrichment on job exhaustion and
turnover intentions: Comparing long-term temporary vs permanent workers

across Three Waves. Work and Stress, (1): 75-94.

McNall, L. A., Masuda, A. D., & Nicklin, J. M. (2009). Flexible work arrangements,
job satisfaction, and turnover intentions: The mediating role of work-to-family
enrichment. The Journal of Psychology, 144, 61-81.

Michel, J., Kotrba, L., Deuling, JK., & Clark, M. A. (2011). Antecedents of
work-family conflict: A meta-analytic review. Journal of Organizational Behavior, (5):
689-725.

Michel, J., Mitchelson, J., Deuling,].K.,LeBreton, J.M. (2009).A comparative test of
work-family conflict models and critical examination of work-family linkages.

Journal of Vocational Behavior, (2): 199-218,

1JSOC © 2022
http://ijsoc.goacademica.com

574


http://ijsoc.goacademica.com/

International Journal of Science and Society, Volume 4, Issue 4, 2022

69.

70.

71.

72.

73.

74.

75.

76.

77.

78.

79.

80.

81.

82.
83.

84.

85.

Mihail, D.M. (2008). Proactivity and work experience as predictors of
career-enhancing strategies. Human Resource Development International, 11:523-537
Mohsin, A., Lengler, J., & Kumar, B. (2013). Exploring the antecedents of
intentions to leave the job: The case of the luxury hotel staff. International Journal of
Hospitality Management, 35, 48-58.

Munz, D. C., Kohler, J. M., & Greenberg, C. 1. (2001). Effectiveness of a
comprehensive worksite stress management program: Combining organizational
and individual interventions. International Journal of Stress Management, 8, 49-62.
Netemeyer, R. G., Boles, J. S. & McMurrian, R. (1996). Development and
validation of work-family conflict and family-work conflict scales. Journal of
Applied Psychology, 81, 400-410.

Netemeyer, R. G., Brashear-Alejandro, T., & Boles, J. S. (2004). A cross-national
model of job-related outcomes of work role and family role variables: A retail
sales context. Journal of the Academy of Marketing Science, 32, 49-60.

Noe, R. A. (1996). Is career management related to employee development and
performance? Journal of Organizational Behavior, 17:119-133

Peterson, R. A., & Kim, Y. (2013). On the relationship between coefficient alpha
and composite reliability. Journal of Applied Psychology, 98(1), 194-198.

Raabe, B., Frese, M., Beehr, T. A. (2007). Action regulation theory and career
self-management. Journal of Vocational Behavior, 70:297-311.

Robbins, S. P., & Coulter, M. (2002). Management. Taibei: Tsinghua University
Pres.

Selye, H. (1956). The stress of life. New York: McGraw-Hill

Stella, E. A., Betty, S. C., & Robin, T. B. (2002). Formal organizational initiatives
and informal workplace practices: links to work-family conflict and job-related
outcomes. Journal of Management, 28, 787-810.

Sturges, J., Conway, N., Guest, D., Liefooghe, A. (2005). Managing the career deal:
the psychological contract as a framework for understanding career management.
Organizational Commitment and Work Behavior, 26: 821-838.

Sturges, J., Guest, D., Conway, N., Davey, K. M. (2002). A longitudinal study of
the relationship between career management and organizational commitment
among graduates in the first ten years at work. Journal of Organizational Behavior,
23:731-748.

Tate, P. (2001). Casino gaming. Occupational Outlook Quarterly Summer, 24-29.
Thomas, L. T.,, & Ganster, D. C. (1995). Impact of family-supportive work
variables on work-family and strain: a control perspective. Journal of Applied
Psychology, 80, 6-15.

Valentine, S., Lynn, G., Gary, M.F., & Roland, K. (2010). Corporate ethical values,
group creativity, job satisfaction, and turnover intention: The impact of work
context on work response. Journal of Business Ethics, 98, 353-372.

Vroom, V. H., & Yetton, P. W. (1973). Leadership and decision-making. Pittsburgh,
PA: University of Pittsburgh Press.

1JSOC © 2022
http://ijsoc.goacademica.com

575


http://ijsoc.goacademica.com/

International Journal of Science and Society, Volume 4, Issue 4, 2022

86.

87.

88.

89.

90.

91.

92.

93.

94.

95.

96.

97.

98.

Wan, Y. K. P.,, & Chan, S. H. J. (2013). Casino employees' perceptions of their
quality of work life. International. Journal of Hospitality Management, 34, 348-358.
Whiston, S. C., Cinamon R., G. (2015). The work-family interface: Integrating
research and career counseling practice. The Career Development Quarterly, 63(1),
2-95.

Wiley, D. L. (1987). The relationship between work/non-work role conflict and
job-related outcomes: Some unanticipated findings. Journal of Management, 13,
467-472

Williams, L. J., Cote, J. A., & Buckley, R. M. (1989). Lack of method variance in
self-reported effect and perceptions at work: Reality or artifact? Journal of Applied
Psychology, 74, 462-468.

Wolff, J., Rospenda, K., Richman, J. A., Liu, L., & Milner, L.A. (2013). Work-family
conflict and alcohol use: Examination of a moderated mediation model. Journal of
Addictive Diseases, (1): 85-98.

Wong, I.A. (2013). Exploring customer equity and the role of the casino service
encounter. International Journal of Hospitality Management. (32). 91-101.

Wong, S.C, & Ko, A. (2009). An exploratory study of understanding hotel
employees' perceptions on work-life balance issues. International Journal of
Hospitality Management, 28, 195-203.

Wright, K., Abendschein, B, Wombacher, K. & O'Connor, M. (2014).
Work-related communication technology use outside of regular work hours and
work-life conflict: The influence of communication technologies on perceived
work-life conflict, Burnout, Job Satisfaction and turnover intentions. Management
Communication Quarterly, (4): 507-530.

Wu, A. M., & Wong, E. M. (2008). Disordered gambling among Chinese casino
employees. Journal of Gambling Studies, 24, 207.

Yavas, U., Babakus, E., & Karatepe, O.M. (2008). Attitudinal and behavioral
consequences of work-family conflict and family-work conflict: Does gender
matter? International Journal of Service Industry management, (1): 731.

Zhang, F.C, Long, Y., Zhang, R.H. $ Pan, H.H. (2010). Survey on job satisfaction
and propensity to leave financial institutions. China Young Study, 2:47-50.

Zhao, X. P, Liu, L., & Zhang, C. Z. (2003). A multi-variables analysis on factors
influencing turnover intention. China Soft Science, 18, 71-73.

Zhou, ].Q., & Zhou., S. L. (2013). Table dealer's work stress and job satisfaction in
Macau casino based on the work-family conflicts. Journal of Macau University of
Science and Technology, 7: 91-102

1JSOC © 2022
http://ijsoc.goacademica.com

576


http://ijsoc.goacademica.com/

