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Abstract

Employers in the food and beverage (F&B) industry require many high-skilled and well-trained professionals but workers are often exploited in the industry.
Aiming to answer if personal health, personal time management, and family matters affect the work-life balance (WLB) of F&B employees, which family
matters played a mediator role. The data of 108 responses was analysed through the PROCESS analysis and Sobel's Test. The regression analysis
shows that family matters are a mediator of the relationship between personal health and personal time management and WLB indicating that the variable
is vital in ensuring a healthy WLB among F&B'’s employees.
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1,0 Introduction

1.1 Quality of Life of the Hospitality Employees

This study highlights the quality of life (QOL) of food and beverage (F&B) employees, and how family matters are important to their work-
life balance (WLB). Family matter in this study is conceptualized as any causing factors that arise in everyday life issues such as bully,
dating, violence, and its connection with a matrimonial or familial. The WLB of F&B employees is critical because they are one of the
driving forces of global economic growth, accounting for one in every eleven jobs (UNWTO, 2021). Nevertheless, the International Labour
Organization (ILO) (2021) has reported several challenges to the current employment situation in the hospitality sector. First, since 2008,
average employment growth has slowed by 0.8%. Second, more than 60% of hospitality workers have unstable employment contracts.
The ILO also stated that less than 45% of hospitality workers were employed full-time, and that the percentage is dropping. Due to that, it
was postulated that more than 11 million workers could lose their jobs in 2019. However, according to ILO projections, the hospitality
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sector will need to add 600 million new jobs by 2030. Based on these issues and subsequent literature, there is a call to investigate the
influence of family matters among hospitality employees as the primary objective of this study. Specifically, it highlights the QOL of F&B
employees and how family matters are crucial to their WLB.

2.0 Literature Review

2.1 Personal health and work-life balance

Tourism benefits local communities, but also harms their WLB (Nopiyani & Wirawan, 2021). WLB is a term used to describe the balance
between a person's professional and personal life. WLB, according to Putri (2021), is influenced by time, loyalty, economics, family, salary,
and attitude factors. Flexible work options and health programmes have been proven to help WLB (Rajeshwari & Chandrika, 2019). Several
researchers have examined the factors that influence WLB. Gragnano et al. (2020) examined factors affecting WLB on more than 32
thousand employees of various companies, including hotels and restaurants in 30 countries in Europe. They found that the stability of
WLB was significantly affected by work-health balance (WHB) and work-family balance (WFB). WHB and WFB also have a positive and
significant effect on job satisfaction. Naidoo et al. (2019) studied employees' quality of life working in remote island tourist destinations in
third world countries. They found a close relationship between work-life quality, QOL, and support for millennial tourism workers. The age
of tourism workers has a positive and significant effect on this relationship. The younger the workers are, the better their QOL and the
quality of their work-life will be. Husin et al. (2021a) stated that a healthy lifestyle even matters for elderly people after their retirement. A
recent study on working from home (WFH) during the COVID-19 pandemic showed that home-based work environment had a negative
and significant influence on job satisfaction. A survey of 472 employees revealed that they were happy as WFH brings them closer to their
families (Irawanto et al., 2021). Service-oriented employees often had mental health issues in the workplace and Aifha and Suwarsi (2018)
discovered that mental health and stress had a more significant impact on the employees’ WLB. Hence, the first hypothesis is: (H1)
Personal health has a positive and significant influence on work-life balance.

2.2 Personal Time Management and Work-life Balance
Time management is critical in the hospitality industry because the jobs require efficiency and effectiveness. According to Chansaengsee
(2017), comprehensive time management helps employees work effectively and achieve good WLB. The principle of WLB is to give equal
importance to work and personal life. Therefore, to achieve a stable WLB, it is necessary to manage time to work by paying attention to
work priorities, reducing distractions, taking appropriate actions, adequate rest, and speedy recovery (Jennifer, 2020; Maulana, 2017).
Liu et al. (2021) discovered that female hotel employees depended on the work position to spend more time with their families. Gamor
etal. (2017) looked at the impact of family-related factors on work-family conflict (WFC) among Ghanaian hospitality workers. The findings
revealed that for most respondents under the age of 30, the most critical aspect of the family was spousal support, while the least important
aspect was family demand, which impacted the WLB of the hospitality employees in question. Hence, to improve work time management,
employees must maintain their peak performance time, not delay work, delegate work to the right person, often coordinate tasks, and
refuse if the work given is not by the company's wishes. Thus, an employee must make careful plans to manage their time before starting
work. Thus, the subsequent hypothesis is: (H2) Personal time management has a positive and significant influence on work-life balance.

2.3 Personal Health and Family Matters

Some personal health indicators show gender differences. Men have more chronic diseases, such as coronary heart disease and mental
health issues, at a younger age. Conversely, atherosclerosis, frequent headaches, and mental issues are more common in women
(affective and anxiety disorders) (Matud, 2017). Risk industries expose workers to physical, chemical, mechanical, biological, and
psychosocial hazards (Amponsah-Tawiah et al., 2016). However, many organisations fail to address employee health, resulting in
occupational illnesses and diseases. Results have also shown a negative correlation between employee preferences and the social context
(Ramakrishnan & Macaveiu, 2019).

Intense conflict (e.g., yelling, rage) and cold and neglectful relationships (e.g., lack of parental emotional support and availability) can
harm one's physical health. Growing evidence suggests that positive family relationships during childhood may influence adult health
outcomes (Miller & Chen, 2010). Studies show a link between personal well-being and family matters, especially for men (Varges-Jimenez
et al., 2020). When men are optimistic about their role in a family, studies show that they experience less stress, anxiety, and have better
mental health. In terms of gender, Mensah and Adjei (2020) discovered work-life conflict effect is different for male and female workers.
The proposed third hypothesis is therefore, (H3) Personal health has a positive and significant influence on family matters.

2.4 Personal Time Management and Family Matters

Time management is the efficient use of time by planning and budgeting daily activities (Afsaneh et al., 2019; Claessens et al., 2015).
According to Chang and Nguhen (2011), time management reduces stress vulnerability and positively predicts job satisfaction and
psychological well-being. Individuals who can manage their time are less likely to have issues with psychological well-being. Personal time
management is strongly associated with family stability (Malatras et al., 2016). Divorce, relocation, and changes in household composition
are examples of family instability. Working parents who can manage their time well may have less work-family conflict, according to Fenner
and Renn (2010). Similarly, Choi (2008) noted that medical staff experience higher levels of WFC when they fail to manage work and
family obligations. Moreover, academics believed that flexibility helped them manage their WFC (Wilton & Ross, 2017). Many studies
showed that academic jobs were flexible and beneficial to family life and parenting (Toffoletti & Starr, 2016). A study among married
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Pakistani women professionals revealed that long work hours and rigid schedules increase the likelihood of female employees having
work-family conflicts (Jostell & Hemlin, 2018; Khursheed et al., 2019). Studies have also shown that time management of service-oriented
positions such as academicians and medical staff may benefit family management. Hence, this study proposes the fourth hypothesis: (H4)
Personal time management has a positive and significant influence on family matters.

2.5 Mediating Role of Family Matters between Personal Health and Personal Time Management, and Work-life Balance

Studies show that good WLB improves employee performance (Bataineh, 2019; Minarika et al., 2020; Runtukahu & Rumukoy, 2018).
Resources such as adequate rest, adequate pay, teamwork, complete facilities, and family recreation programmes increase employee
pride and motivation. Resources, as theorised by discourse on resource theory (COR) by Hobfoll (1998), is the theory of scarcity of
resources and the principle of "spiral of loss of resources" (Mansour & Mohanna, 2018). The theory could be associated with family issues
when family stability and leisure life are absent and impact an individual's well-being.

Family matters have not been subject to much research. The desktop search identified family matters (from the WFC context) in relation
to work-leisure conflict and service quality at work. Mansour and Mohanna (2018) found that hotel employees' work-leisure conflict
mediates the WFC towards job stress. Work demands prevent employees from fulfilling family roles and personal obligations, thus harming
their work-life balance. Earlier, Choi (2008) tested the mediating effect of WFC between work and family demand and life stress among
Chinese employees. As two primary domains of adult life, work and family are known to influence life stress among employees. The stress
levels of 239 employees revealed that work demands appear to be less stressful than family demands. Therefore, WFC fully mediates the
effect of family demands on life stress. Hence, our study was more interested in the determinants of family matters as a mediating role.
Despite its rarity, the arguments could be used to support the following hypothesis: (H5) Family matters have a positive and significant
mediating influence between personal health, time management, and work-life balance.

Figure 1 illustrates the overall research framework and hypothesis of this study.

H1

Personal Health

H3 !
Family Matters H5 Work-life Balance
/ 1T

Personal Time

Management H4 T

H2

Figure 1: Theoretical Framework

3.0 Research Methodology

According to Creswell (2014), quantitative analysis is suitable for this study because this study intends to explore the mediating effect of
Family Matters on the relationship of Personal Health and Personal Time Management toward WLB. The researchers decided to use the
Krejcie and Morgan (1970) formula because the total number of F&B employees is unknown. Thus, 384 participants were targeted using
purposive convenience sampling, and this study managed to collect 108 respondents through the web-based questionnaire design (Google
forms) due to limitation of data collection procedure. All items were scored on a 6-point Likert scale:"1" for strongly disagree, and "6"
strongly agree. All questions were adopted and adapted from Husin et al. (2018b), and the pre-testing revealed changes in a few questions.

3.1 Goodness of Data

Exploratory Factor Analysis (i.e., EFA) measures the validity of the items used from factor loading and communalities values and grouped
items. Since the sample size can be considered relatively small (n = 108), the values of factor loading and communalities above 0.40 can
be considered to significantly contribute to respective variables for a practical purpose (Field, 2009). Cronbach's Alpha reliability test
measured the internal consistency of items grouped by the EFA analysis as suggested by Field (2009). Cronbach's Alpha reliability test
value above 0.70 is acceptable (Hair et al., 2010).

As for accessing the mediating effect, three regression analysis models were employed in this study, as suggested by Baron and Kenny
(1986). The first regression model should be about independent variables' effect on dependent variables (i.e. Personal Health and Personal
Time Management — WLB). The second model should be independent variables toward mediator variables (i.e. Personal Health and
Personal Time Management — Family Matters). The last model combined independent and mediator variables on the dependent variable
(i.e. Personal Health, Personal Time Management, and Family Matters — WLB). This study performed a bootstrapping analysis for each
regression coefficient in the regression model since the sample size can be considered small. The reason is to validate the findings from
the regression analysis from the aspect of regression coefficient by using 95% confidence interval of the Bias Corrected method (i.e. 95%
BCa Confidence Interval). However, to validate the mediating effect from the Baron and Kenny (1986) approach, Hayes (2009) suggested
using the PROCESS analysis. The PROCESS analysis is a combination of Bootstrapping analysis used to access the mediator variable's
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indirect effect. Hair et al. (2014) supported that where the indirect effect of bootstrapping works well for the mediator analysis, this approach
does not make any assumptions about the data distribution. One limitation of our methodology, the selected type of analysis was not SEM-
PLS, which could possibly gain more interest of researchers due to its popularity.

4.0 Results

4.1 Descriptive Analysis

This study surveyed a total of 108 participants from the F&B sectors. Females (70%) were predominant, were mainly under the age of 24
(71%), and still single (83%). Their tenure is one year or less (58%), and the majority work in low-wage positions such as waiters (30%)
and cashiers (24%). The majority worked approximately 20 hours or less (32%), and 55% agreed to work overtime. Overtime work is
motivated by self-interest (51%), followed by organisational requirements (37%).

4.2 Assessment of Validity and Reliability Analysis

Table 1 shows the results of multiple criteria, which were extracted from twenty items of study variables, namely Personal Time
Management, Family Matters, Personal Health, and Work-life Balance. The study found that only four variables should be grouped since
the first four of Kaiser's eigenvalues (i.e. 7.348, 2.167, 1.710, and 1.201) were above one, and were also higher than the first four of
simulation eigenvalues (i.e. 1.386, 1.297, 1.234, and 1.197) that were obtained from the parallel analysis of Monte-Carlo simulation
analysis. Besides that, these four extracted variables exceed 60% of the cumulative percentage of variance explained (i.e., 61.13%). Thus,
out of the twenty items, only four variables should be extracted.

Table 1: Multiple Criterion for Variables to be Extracted

Component Number Kaiser's Eigenvalue Simulation Eigenvalue CP of Variance Explained
1 7.348 1.386 17.52
2 2.167 1.297 34.10
3 1.710 1.234 48.28
4 1.201 1.197 61.13
5 1.085 1.156 -
6 0.875 1.065 -

Note: CP = Cumulative Percentage; Component Number = Number of items in a questionnaire; Only six out of twenty components reported.

Table 2 shows the summary results of loading and communalities values for each group according to their variable's group. Items.
Besides that, all twenty items were also suitable for performing this EFA analysis since the KMO index was above 0.60 (KMO = 0.83) and
Bartlett's Test of Sphericity was significantly large (x? (190) = 1125.82, p <.01.). Hence, the results of the loading and communalities
values reported in Table 2 are valid.

In addition, all twenty items were grouped in their respective variables and aligned with Husin et al. (2018b). Hence, the name of each
variable was maintained as Personal Time Management, Family Matters, Personal Health, and WLB. Besides that, the result of internal
reliability also concludes that a reliability level for each extracted variable was at an acceptable level of above 0.70. Therefore, all twenty
items can be considered valid and reliable for measuring the targeted variables in this study.

Table 2: Summary Results of Loading and Communalities Values

Variables and ltems Loading Communalities
Personal Time Management

| can work well from home 0.569 0.515

| can work best at my flexible hours 0.827 0.737

| can always come and go at my convenient time 0.740 0.617

The flexible hours make me a better employee 0.770 0.719

| am more responsible individual as | practice flexible working hours 0.839 0.743

Eigenvalue = 7.348, Variance Explained Percentage = 17.52%, Cronbach’s Alpha = 0.849
Family Matters

The conditions of my family-life are excellent 0.656 0.682
| am satisfied with my family life 0.720 0.676
So far | have gotten the important things that | want in my family-life 0.778 0.691
If I could live my family-life over, | would change almost nothing 0.727 0.653
My family can be considered as exemplary family Mithali 0.661 0.564

Eigenvalue = 2.167, Variance Explained Percentage = 16.58%, Cronbach’s Alpha = 0.816
Personal Health

| have enough sleep 0.711 0.586
| have sufficient exercise 0.718 0.614
| do regular medical check-up 0.818 0.701
At my age, my health is satisfactory 0.619 0.519
At my age, | am able to control my emotion well 0.697 0.615

Eigenvalue = 1.710, Variance Explained Percentage = 14.18%, Cronbach’s Alpha = 0.768
Work-life Balance
| enjoyed my life 0.586 0.610
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| love my work 0.677 0.623
| am committed to my work 0.590 0.631
| do have leisure time while working 0.453 0.504
My work stress is bearable 0.441 0.425
Eigenvalue = 1.201, Variance Explained Percentage = 13.85%, Cronbach'’s Alpha = 0.821

Note: KMO Index = 0.83; Bartlett's Test of Sphericity, x? (190) = 1125.82, p <.01.

4.3 Assessment of Mediating Analysis using Regression Analysis

Three regression models were performed for examining the effect of the Family Matters mediator variable on the relationship of Personal
Health and Personal Time Management toward WLB variables by using the Baron and Kenny (1986) property. Referring to Table 3, the
first regression model analysis indicates that Personal Health (8 = 0.418, t=6.177, p <0.01) and Personal Time Management (f = 0.383,
t=6.097, p <0.01) has a positive significant effect toward WLB. It is also supported by the 95% confidence interval of the BCa bootstrapping
analysis, where the confidence interval for the regression coefficient does not include zero (i.e. PH =(0.281, 0.555); PTM = (0.239, 0.551)).
Hence, when the average level of Personal Health or Personal Time Management increases, the average level of WLB also increases by
controlling another variable. This model also reveals that Personal Health and Personal Time Management were able to explain about
51.9% (R? = 0.519) of variance explained toward WLB, and the data fit the regression model (F (2,105) = 56.64, p <.01).

As for the second regression model, the regression analysis indicates that Personal Health (8 = 0.195, t = 2.199, p <0.05) and Personal
Time Management (8 = 0.379, t = 4.592, p <0.01) gave a positive significant effect toward Family Matters. This is also supported by the
result of 95% confidence interval of the BCa bootstrapping analysis for the regression coefficient since the confidence interval does not
include zero (i.e. PH = (0.012, 0.372); PTM = (0.209, 0.560)). The findings show that increasing the average level of Personal Health or
Personal Time Management increases the average level of Family Matters. The regression study also shows that these two sets of
independent variables were able to explain around 26% (R? = 0.260) of variance explains toward Family Matters, and the model was fit
to the data (F (2,105) = 18.41, p <.01).

The last regression model (Model 3) indicates the Family Matters is a mediator variable (B = 0.306, t = 4.471, p <0.01). Also, the
independent variables (Personal Health = 0.358, t = 5.624, p <0.01; Personal Time Management = 0.267, t = 4.218, p <0.01) positively
and significantly affected WLB. These findings are also aligned with the 95% confidence interval of the BCa bootstrapping analysis where
all the confidence intervals for the regression coefficient do not include zero (i.e. FM = (0.165, 0.437); PH = (0.234, 0.484); PTM = (0.124,
0.433)). The outcomes reveal that the average level of Family Matters of Personal Health or Personal Time Management increased when
the average level of WLB increased by controlling another variable. The coefficient of determination analysis indicates that the combination
of Family Matters, Personal Health, and Personal Time Management variables was able to give 59.7% (R? = 0.597) of variance explains
toward WLB, and the model was significantly fit to the data (F (3,104) = 51.26, p <.01).

Table 3: Summary results of Mediating Analysis using Baron and Kenny (1986) Regression Approach

B | tstatisc | TOL, VIF | BCa 95% Confidence Interval for B
Model 1
DV: WLB
IV: PH 0.418 6.177* 0.888, 1.126 (0.281, 0.555)
IV: PTM 0.383 6.097* 0.888, 1.126 (0.239, 0.551)
Summary for Model 1: R? = 0.519, F (2,105) = 56.64, p <.01.
Model 2
DV: FM
IV: PH 0.195 2.199* 0.888,1.126 (0.012,0.372)
IV: PTM 0.379 4.592** 0.888, 1.126 (0.209, 0.560)
Summary for Model 2: R? = 0.260, F (2,105) = 18.41, p <.01.
Model 3
DV: WLB
MV: FM 0.306 4.471* 0.740, 1.351 (0.165, 0.437)
IV: PH 0.358 5.624* 0.849,1.178 (0.234,0.484)
IV: PTM 0.267 4218 0.739, 1.353 (0.124,0.433)
Summary for Model 3: R? = 0.597, F (3,104) = 51.26, p <.01.

Note: DV = Dependent Variable; MV = Mediator Variable; IV = Independent Variable; PH = Personal Health; PTM = Personal Time Management; FM = Family Matters; WLB
= Work-life Balance; TOL = Tolerance; VIF = Variance Inflation Factor; BCa = Bias Corrected and Accelerated Bootstrap Method; Number of bootstraps resamples is 5000;
B = Regression Coefficient; *p <0.05; **p <0.01.

The distribution of the residual model's normality was assumed for each regression model, as reported in Table 4. Figure 2 to Figure 4

reveal that the Normal Probability Plot for the model's residual indicates that the residual of each regression model has normal distribution,
since the majority of the residual values (i.e., small dots) lie on a diagonal line.
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Regression results of Model 2 and Model 3 conclude that Family Matters significantly mediate the relationship between Personal Health
toward WLB and the relationship between Personal Time Management toward WLB. The findings are validated, which Table 4 summarises
the results of indirect coefficient analysis using PROCESS analysis, including the bootstrapping analysis and Sobel's Test for the indirect
coefficient.

Table 4: Indirect Coefficient Analysis using PROCESS Analysis

Indirect Path B Sobel's Test BCa 95% Confidence Interval for B
PH — FM — WLB 0.060 3121 (0.019,0.107)
PTM — FM — WLB 0.116 3.719* (0.085, 0.276)

Note: PH = Personal Health; PTM = Personal Time Management; FM = Family Matters; WLB = WLB; BCa = Bias Corrected and Accelerated Bootstrap Method; Number of
bootstraps resamples is 5000; § = Indirect Regression Coefficient; *p <0.05; **p <0.01.

Table 4 indicates that Family Matters mediate the relationship between Personal Health and WLB since the 95% of Bias Corrected and
Accelerated bootstraps confidence interval for the indirect regression coefficient was not zero (BCa 95% Confidence Interval = (0.019,
0.107)). The significant result of Sobel's Test (8 = 0.060, Z = 3.121, p <0.01) support this study. The same scenario applies to the mediating
effect of Family Matters toward the relationship of Personal Time Management and WLB. The result shows that the 95% of Bias Corrected
and Accelerated bootstraps confidence interval for the indirect regression coefficient was not zero (BCa 95% Confidence Interval = (0.085,
0.276)). It was further supported by the significant result of Sobel's Test (8 = 0.116, Z = 3.719, p <0.01). Hence, it also confirms that Family
Matters mediate the relationship between Personal Time Management and WLB. Figures 8 and 9 show the summary results of regression
analysis models based on Baron and Kenny’s (1986) mediating analysis.

Personal Health B =0.418** RZ =

Work-life Balance

Personal Time Management

B =0.383**

**p <0.01

Figure 8: Summary results of regression analysis for Model 1
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R?=0.597

Personal Health B =0.358**

A

Work-life Balance

B =0.267**

B =0.306**

Personal Time
Management

B =0.195*

R?=0.260

B =0.379**
Family Matters
*p <0.05; **p

Figure 9: Summary results of regression analysis for Model 2 and Model 3

5.0 Discussion, Conclusion and Recommendations

Itis imperative to have QOL practices in an organisation to support employees to ensure their well-being, thus increasing their engagement
in both their personal and professional lives. Thus, to balance a personal and professional life, family stability must be promoted through
opportunities to learn time management, stay healthy, conflict resolution, and daily life organisation skills, resulting in a more stable home
environment. The findings have some managerial and theoretical implications. Firstly, organisations may need to give special attention to
employees' when they have problems relating to their families. The younger generation mainly represent the findings from the current
study. In this study, personal health and time management were proven to have helped the WLB of employees, which is in line with the
previous studies (i.e. Gragnano et al., 2020; Mensah & Adjei, 2020; Rajeshwari & Chandrika, 2019). Millennials, particularly single
employees, are renowned for their organisational abilities. While their incomes are insecure, this group of employees is mainly self-
sufficient due to the absence of family obligations. The positive result on time management of the WLB's millennial groups was aligned to
Malatras et al. (2016).

This generation felt that good family affairs, support from family and the stability of other family members would give them an advantage
in dealing with daily life. The concerns of family members are aligned with Miller and Chen (2010). Although they are healthy and able to
manage their time wisely, if their family matters are taken care of, they will be prepared to show higher levels of WLB. Having WLB means
the employee can also perform at their best in the workplace. The mediating role implies this connotation, and also suggests some crucial
theoretical implications. The arguments are in line with previous studies (e.g. Choi (2008); Fenner & Renn (2010); Malatras et al. (2016);
Mansour & Mohanna (2018)) that family matters importance stems from its impact as a critical mediation variable in determining WLB
outcomes. In line with COR, the tests in this study imply that we must resolve any family matters because it aids employees' health and
time management towards a greater WLB. Since high workloads in the workplace can be considered as a stressful situation that threatens
to deplete resources such as time and energy, family matters should act as a buffer between personal health and time management. The
employees should employ defensive strategies to safeguard their resources and avoid falling into malaise at work. Among the strategies
is disengagement, which results in decreased performance at work and time for themselves.

Employers need to realise the importance of conducive working conditions, create social policies and counselling programmes at the
workplace as platforms for employees to communicate their problems and seek advice. The present study recommends that staff care
programmes be implemented, including free family/psychological problems consultations to aid employees with difficulty getting access to
medical and professional counselling to help them cope with their problems. Our findings imply that achieving SDG-8 requires prioritising
job creation in economic policy and development plans to promote sustainable development. In addition, the hospitality sector must
develop and implement sustainable tourism that creates jobs and promotes indigenous culture and products by 2030.

Third limitation, other than type of respondent and small data, the data collection for this study was conducted before the coronavirus
disease (COVID-19) struck the world. Studies during the recovery movement control order (RMCO) may therefore reveal different results
due to the severe collapse of the hospitality sector. However, in achieving a comprehensive idea of WLB, future researchers may broaden
their research and enlarge the study's scope.
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