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Abstract: The main purpose of this study is to investigate the factors influencing employee well-being among
employees. Specifically, the study is conducted to examine the relationships between workplace spirituality, work-
family conflict, perceived organizational support, and employee well-being among hotel’s employees in Perak,
Malaysia. A total of 140 questionnaires were used for data analysis. Pearson correlation analysis shows that
workplace spirituality and perceived organizational support have positive relationships to employee well-being,
and work-family conflict has a negative relationship to employee well-being. Based on multiple regression
analysis, the study found that two independent variables, which are workplace spirituality and work-family
conflict, have significant relationships with employee well-being among hotel’s employees. Meanwhile, perceived
organizational support have no significant relationship with employee well-being. The implications and
limitations of the study are also presented
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1. Introduction

The implications of employee well-being to organizational performance and success, received a
growing research attention from scholars (De Cuyper, Van der Heijden, & De Witte , 2011; Taris & Schreurs,
2009). This is due to the importance of employees’ well-being for organizational quality, performance,
business effectiveness and profit. Therefore, many organizations have implemented various programs to
gain the benefits from having a high level of employee well-being. When employee feel well-being at work,
they are more committed to their jobs and lead to produce high impact productivity.

In Malaysia, research on employee well-being in hotel’s industry is still scant but there are still
evidences reported constantly the issues of employee well-being among hotel’s employees at Malaysia like
stress of workload. As reported from other country, hotel managers experienced high level of stress, such
as 23% represented the interpersonal tension and 20% stress from work overloads (O’Neill & Davis, 2011).
This can be assumed that hotel managers at Malaysia as well may face the same situations. Undoubtedly,
this may lead to poor quality services and indirectly will affect the organizational effectiveness. In order to
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achieve an excellence quality service, the organization have to focus on their employee well-being.
Therefore, identifying the factors influencing employee well-being among hotel’s employees is needed to
maintain employee performance for advancing hotel’s industry growth in Malaysia.

One of the factors that can influence employee well-being is workplace spirituality (Sheep, 2006). It
has been recommended, influenced on employee well-being as it has “potentially strong relevance to the
well-being of individuals, organizations, and societies” (Sheep, 2006). Vasconcelos (2018) noted that
Malaysia has a research output for workplace spirituality theory with only 2.6%, which one of the research
concerns of the role doubts and it is effectiveness, from 19 countries researched during the period of
analysis. Therefore, inserting workplace spirituality in this research as predictor to enrich the theory within
Malaysia context. Other than that, work-family conflict is widely mentioned in the employee well-being
literature. Previous study has revealed a negative outcome on the quality of work and family and well-
being in a general with these types of stress (Frone, Russell and Cooper, 1992). This is might due to a rise
number of dual-earner households and rise in number of families who with dependent family members
and who with single parent family (José Aurelio, José Maria, & Antonio Rafael, 2017). Furthermore, many
studies also reported the impacts of perceiving organizational support in order to enhance employee well-
being. The importance of perceived organizational support toward employee well-being shows how much
employee is admit and care of their well-being from organization (Al-Homayan, Shamsudin,
Subramaniamn and Islam, 2013). Getting support from people surroundings including, family, friends,
coworkers or even supervisor and organization, make an individual feel being care and love.

Till date, there is limited study that has been conducted precisely to identify the determinants of
employee well-being among hotel’s employees in Malaysia. Hence, this study attempts to examine the
relationships between workplace spirituality, work-family conflict, perceived organizational support, and
employee well-being among employees. This study intends to contribute to the existing knowledge base
from Malaysian perspective.

2. Literature Review
2.1. Workplace Spirituality and Employee Well-Being

Well-being is defined as psychological, social and physical resources gained by an individual in order
to meet their psychological, social and/or physical obstacles (Dodge, Daly, Huyton, & Sanders, 2012). It
means when an individual has sufficient resources from challenges happened, they will get along with the
challenges and diminish it slowly, and vice versa. Furthermore, definition of employee well-being by
Grawitch, Gottschalk, and Munz (2006) in terms of “mental health, physical health, motivation, stress, job
satisfaction, commitment, climate and morale”. This gives a meaning that employee well-being is consisted
of various conditions to represent well-being. Some relate it with meaningful ness of the work (Ahmed,
Majid & Zin, 2016). Although generally well-being is being the basic theory to referred, there is still others
using “affective well-being” to indicate an individual level of well-being, which being composed from three
dimensions, which are anxious-contended, displeased-pleased and depressed-enthusiastic by Warr (1987
& 1990). Most of researchers looking back to Warr (1987) and definition of employee well-being from Grant,
Christianson, and Price (2007) as a whole through their experience and functioning at work.

According to Warr, Allan, and Birdi (1999), he noted that higher level of employee well-being is
significant to greater job performance, reduced employee intention to turnover, lower absenteeism, and
more positive behavior exhibit. These supported with Wright and Huang (2012) studied, which employee
well-being is associated with employee retention, sick days, customer engagement, profitability, number
of work outcomes that important, quality defects, performance of job, absenteeism and accidents at
working place. Vasconcelos (2013) defined spirituality as a universal strength that activated that make inner
life of an individual is put into action. In the context of organization, spirituality in the workplace context
giving a meaning that applying virtues and intellectual skills for increasing experience for both oneself and
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people surroundings that rely on individual effort. Moreover, Scholars Dehler and Welsh (1994), define
spirituality is something that will stimulate an action which is, it is a forms of work sensation to an
individual. While, Mitroff and Denton (1999), defined spirituality as an individual’s life goal to search for
and also as to have and create an exclusive relationship with an individual’s personal belief and the
organizational value.

Arnetz, Ventimiglia, Beech, Demarinis, Lokk and Arnetz (2013) stated that employees will undermine
workplace stress and promoting mental well-being when utilized their spiritual in the workplace.
According to Sprung, Sliter and Jex (2012) they noted spirituality might be correlated with benefits in well-
being and work outcomes. In spite of that, Badrinarayanan and Madhavaram (2008) show workplace
spirituality drive spiritual well-being of salespeople that later rise their job satisfaction and commitment,
and the consequences of performing an ethical behavior. Thus, we proposed the following hypothesis:

H1: There is a positive and significant relationship between workplace spirituality and employee well-being.

2.2. Work-Family Conflict and Employee Well-Being

Work-family conflict is defined as a cause of some compliments for career-oriented men that mutually
incomparable for work demand and family which form to inter-role conflict Higgins & Duxbury, 1992).
Inter-role conflict lies whenever two or more roles held by an individual, where conflict can make an
individual do own perceptions to another individual who negatively affected from their work performance
(Robbins & Judge, 2013). Other researcher, giving a definition to work-family conflict as a “form of inter-
role conflict in which the role pressures from work and family domains are mutually incomparable in some
respect. That s, participation in work (family) role is made more difficult by virtue of participation in family
(work) role” (Jeffrey H Greenhaus & Beutell, 1985).

Frone et al., (1992) in their research shows that there is negative outcome from these types of stress,
regarding to work-family conflict, towards work-family quality and well-being in broad. Furthermore,
Carlson, Grzywacz and Zivnuska (2009) analyzed work-family conflict as comprised of employee well-
being, morale and behaviors. Work-family conflict connected to well-being, health and organizational
impact where supportive working environment changes and likeable to work-family relationship, gain a
proactive role of employees with good societal results as well as the employment (Kossek, Lewis, &
Hammer, 2010). Drummond, O’'Driscoll, Brough, Kalliath, Siu, Timms and Lo (2017) noted that there are
diverse kind of support for different kind of people alleviate work-family conflict, and therefore increase
psychological well-being, work attitude and health of employees. Thus, we proposed the following
hypothesis:

H2: There is a negative and significant relationship between work-family conflict and employee well-being.

3. Method

The sample consisted of respondents belonging to few hotels in Perak, Malaysia. Data were collected
by visiting the hotels in person. The convenience sampling technique was adopted to identify the hotels for
this study. The sample includes employees from different departments such as finance, housekeeping,
public area, steward, kitchen, waterpark, retail and recreation. Participation for this study was on voluntary
basis and respondents were asked not to disclose their identities so that their identities are kept anonymous.

The study both adopted and adapted existing validated scales. All items were measured using seven-
point Likert scales, which ranged from ‘strongly disagree’ to ‘strongly agree’. The dependent variable of
this study, employee well-being was measured by adopting seven items from Metcalfe et al., (2008). For
workplace spirituality, we adopted the measurement items used by Ashmos and Duchon (2000). It consists
of 16 items. To assess work-family conflict, a scale developed by Netemeyer et al., (1996) was used which
has a total of ten items. To measure perceived organizational support, we adopted the measurement items
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used by Eisenberger et al., (1986) and Lambert (2000). A total of nine items are operationalized on perceived
organizational support.

4. Results
4.1. Respondents’ profile

Out of 220 survey questionnaires distributed, 175 responses were received. Finally, responses from
140 questionnaires were used for the data analysis. Out of these 140 questionnaires, 57.10 percent were
female respondents and the rest were male respondents (42.90 percent); 98.6 percent were Malay; and
majority of the respondents (50 percent) were aged group of 18-30 years. In total, 27.1 percent correspond
to the SPM and Diploma, 25 percent to the undergraduate degree, 9.3 percent and 11.4 percent to the
postgraduate degree and others. Respondents’ current work position is also obtained, where 45
respondents were from non-management position, 25 respondents were managerial management, 36
respondents were lower management, and six respondents were from top management. While, majority
of the respondents have been working with current organization and had working experience from 1-10
years. Table 1 shows the demographic information of the respondents

Table 1: Respondent’s Profile

Respondent’s Profile Frequency  Percentage (%)
Gender Male 60 42.90
Female 80 57.10
Race Malay 138 98.60
Chinese 1 0.70
Indian 0 0.00
Others 1 0.70
Marital status Single 68 48.60
Married 71 50.70
Divorced 1 0.70
Others 0 0.00
Age 18 — 30 years old 70 50.00
31 - 40 years old 46 32.90
41 - 50 years old 21 15.00
More 50 years old 3 2.10
Degree or level of education SPM 38 27.10
Diploma 38 27.10
Undergraduate 35 25.00
Postgraduate 13 9.30
Others 16 11.40
Current work position Top Management 6 4.30
Middle Management 36 25.70
Lower Management 28 20.00
Managerial Management 25 17.90
Non-Management 45 32.10
Years with current organization 1-10 years 117 83.60
11 -20 years 12 8.60
21 -30 years 10 7.10
More than 30 years 1 0.70
Years working experience 1-10 years 99 70.70
11 - 20 years 28 20.00
21 -30 years 11 7.90
More than 30 years 2 1.40
N =140
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4.2. Descriptive analysis

The Statistical Package for Social Sciences (SPSS) was used for data analysis. Table 2 presents the mean
and standard deviation for all the variables. The idea of obtain mean and standard deviation in descriptive
statistics is to identify the central value of each variables and also spreading the values approximately at
central tendency. Martey (2014) noted the value of both mean and standard deviation is important because
it will include to significance of construct that being assessed. Before the result is obtained, all reverse code
questions have been reversed in order to achieve one positive direction of that variable. Workplace
spirituality with mean value of 5.49, perceived organizational support with mean value of 5.12, and
employee well-being with mean value of 5.48. But for work-family conflict, the value of mean is the lowest
among other variables and the value only at moderate level in seven-point Likert Scale.

Table 2: Descriptive Analysis

Variable Mean Standard Deviation
Workplace Spirituality 5.49 0.60
Work-Family Conflict 3.08 1.21
Perceived Organizational Support 5.12 0.75
Employee Well-Being 5.48 0.63
N=140

Independent Variables: Workplace Spirituality, Work-Family Conflict and Perceived Organizational Support

Dependent Variable: Employee Well-Being

Sekaran and Bougie (2010), noted that reliability analysis is done to identify the goodness of measures.
Table 3 shown that work-family conflict has an excellent reliability coefficient of 0.94 for this study.
Workplace spirituality and perceived organizational support relatively high reliability coefficient of 0.89
and 0.79 respectively. However, employee well-being is a relatively moderate reliability coefficient of 0.62.

Table 3: Results of Reliability Analysis

Variable Number of Items Cronbach’s Alpha Level of Reliability
Workplace Spirituality 16 0.89 High reliability
Work-Family Conflict 10 0.94 Excellent reliability
Perceived Organizational Support 9 0.79 High reliability
Employee Well-Being 7 0.62 Moderate reliability

Independent Variables: Workplace Spirituality, Work-Family Conflict and Perceived Organizational Support
Dependent Variable: Employee Well-Being

4.3. Pearson Correlation

To examine the direction of relationship between variables, Pearson’s correlation analysis is employed.
Table 4, show the correlation analysis outputs of variables varied out in this study. It shown that
independent variable of workplace spirituality has correlation with dependent variable of r=0.28. While
independent variable of work-family conflict with dependent variable has a correlation of r=-0.27.

Table 4: Pearson Correlation Analysis

WS WEC POS EWB
Workplace Spirituality (WS) 1
Work-Family Conflict (WFC) -0.17* 1
Perceived Organizational Support (POS) 0.39** -0.06 1
Employee Well-Being (EWB) 0.28** -0.27** 0.14 1

**Correlation is significant at the 0.01 level (2-tailed)
*Correlation is significant at the 0.05 level (2-tailed)
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Lastly the independent variable of perceived organizational support has correlation with employee
well-being with r=0.14. The findings also revealed that all variables have a weak relationship with
dependent variable according to Davis (1971) interpretation. Further, the results also reported a negative
relationship between work-family conflict and employee well-being.

4.4. Multiple Regression

Table 5 shows the R square of 13 percent. It means that only 13 percent variance of employee well-
being can be explained by the variables of the study and 87 percent from other that are not included in this
study. To examine the relationship between workplace spirituality, work-family conflict and perceived
organizational support to employee well-being, multiple regression analysis is used. In Table 6, there are
two independent variables that have significant relationships with dependent variable, which are
workplace spirituality with p-value of 0.02 (p<0.05) and work-family conflict with p-value of 0.01 (p<0.05).
While perceived organizational support has no significant relationship with dependent variable (p>0.05).
Therefore, H1 and H2 were accepted.

Table 5: Model Summary
R R Square (R?) Adjusted R Square Std. Error of the Estimate
0.362 0.13 0.11 0.59

Predictors: (Constant), Workplace Spirituality, Work-Family Conflict, Perceived Organizational Support
Dependent Variable: Employee Well-Being

Table 6: Multiple Linear Regression Analysis

Unstandardized Coefficients Standardized
Coefficients t Sig.
B Std. Error Beta
(Constant) 4.40 0.54 8.16 0.00
Workplace Spirituality 0.23 0.09 0.22 2.47 0.02
Work-Family Conflict -0.12 0.04 -0.23 -2.83 0.01
Perceived Organizational Support 0.03 0.07 0.04 -0.51 0.61

Dependent Variable: Employee Well-Being

5. Discussion and Conclusion

The main objective of the study is to examine the relationships between workplace spirituality, work-
family conflict, perceived organizational support, and employee well-being. The results show that
workplace spirituality and work-family conflict have significant relationships with employee well-being.
While, no significant relationship was found between perceived organizational support, and employee
well-being.

Undoubtedly, workplace spirituality can boost up the well-being of employee at work place
(Badrinarayan, 2016 & Sheep, 2006). For the sake of communities and organizations, Krishnakumar and
Neck, (2002) insisted that spirituality’s assistance for employee well-being is important to increased joy,
satisfaction of job and responsibility (Fry, 2005; Paloutzian, Emmons, & Keortge, 2003; Reave, 2005). At
hotel industry, workplace spirituality is important to enhance employee well-being to satisfied employee
with needs provided, later they performed at their best and increasing organization performance.
Employee at hotel experience community at work because they meet people most every time, which needs
of affection and recognition brings joy and happiness for them. Experiencing meaning at work is important
as well, not only in hotel industry. Feels of meaning at work making an individual to set their own goals
for a better future. Setting the goals is the consequences after employee experience a positive meaning at
work. This will lead to an individual feeling ease and increasing their well-being too.
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Furthermore, work-family conflict may lead to conflict due to workloads, less supportive working
environment, low salary and others. These factors are all triggered the works role, effecting conflict rise at
home. Simultaneously, when family matters such as childcare, household or financial stability, may
influence the rise of conflict at work place. At hotel industry, not all employees are capable to handle
conflict at both roles, roles at workplace and roles in a family at the same time. As hotel employees are busy
with their tasks, due to services provided to customer whole time, they do not have much time to recover
the roles in short time and this later influence another domain. Hence, it influenced an individual well-
being’s level that created either positive or negative outcome of their well-being such as increase
absenteeism in reasons of tired playing both roles in the same time. Therefore, work-family conflict
influenced hotel employee well-being.

Theoretically, this study offered useful knowledge for future research. The results show that there are
two factors that influence employee well-being, there are workplace spirituality and work-family conflict.
It can be concluded that the impacts of these two factors on employee well-being indirectly will increase
employee’s performance and motivation, and further will enhance overall organizational performance and
effectiveness.

Practically, management of hotel industry should focus on the issues of workplace spirituality and
work-family conflict among employees and take appropriate actions to overcome these two problems. For
example, organization should implement a flexible working environment that meets employees need, to
increase the workplace spirituality of an employee. Other than that, management would look into a family-
friendly program such as, provide nursery to their employees’ child at workplace, so the employees can
look their child when Iunch time and this might influence employee well-being.

The main limitation of the study is about sample size. Due to the time constraint, the researchers only
can access few hotels operating in Perak, Malaysia. A diverse sample of employee’s hotel from different
state could provide better understanding of the research model. The scope of this research can be further
extended in future. More research using other variables including moderating and mediating variables is
recommended.
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