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Coping Strategies Used by Lodging Managers
to Balance Work and Personal Lives:
An Exploratory Study

YU-CHIN (JERRIE) HSIEH and PEYTON D. EGGERS

Department of Recreation, Tourism, and Hospitality Management at University
of North Carolina Greensboro, Greensboro, North Carolina, USA

The bospitality industry offers services to consumers around the
clock, every day of the year. Lodging managers, in particular, are
required to work long hours in a highly unpredictable and
stressful environment. Consequently, a successful career in hotel
management leaves little time for oultside activities which often
leads managers to leave such positions or the industry altogether.
The purpose of this study is to explore the coping strategies used by
lodging managers who bhave a successful balance between their
work and personal lives. Eight coping strategies are identified by
interviewing 15 lodging managers.

KEYWORDS work and personal life balance, coping strategies,
role conflict

INTRODUCTION

The hospitality industry, unlike most others, expects its employees and
managers to provide products and services to consumers around the clock,
every day of the year. Unlike employees in nonservice occupations,
employees and managers in the lodging industry must work on weekends
and holidays. Telecommuting or working from home is rarely possible.
Lodging managers especially are required to work long hours in a highly
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unpredictable and stressful environment. Consequently, a successful career
in hotel management leaves little time for outside activities, which often
leads managers to leave the position or the industry altogether (Berta,
2002). For example, Marriott International experienced difficulties recruiting
talented people in early 2000, and noticed that some of its best managers
quit their jobs to spend more time with their families (Munck, 2001). The
costs associated with this high turnover affect the industry’s profitability and
reduce its competitive advantages in the market. Many hotel companies
invest excessive time and money to recruit and train qualified managers.

Hsieh’s (2004) study of lodging managers’ perceptions of the balance
of their work and personal lives indicated that many lodging managers
deem it difficult to achieve that balance. Managing challenging demands
from the work and personal life domains represents a source of stress for
many employees. Stress, in turn, can lead to health risks and other adverse
outcomes (Rotondo, Carlson, & Kincaid, 2003). However, many managers
still believe that they can balance their work and personal lives successfully.
None of the studies regarding work-personal life strategies has investigated
the coping skills or strategies that lodging managers use to balance the
demands of their work and personal lives. In addition to examining the
conflicts experienced by the lodging managers from work and nonwork
domains, this study focuses upon the subjects’ adaptations to these con-
flicts—that is, the coping strategies lodging managers use to strike a balance
between their work and personal lives. The primary purposes of this study,
therefore, are (a) to investigate how lodging managers define the concept of
balance between their work and their personal lives; (b) to examine the
types of conflicts that lodging managers experience in their daily lives; and
(o) to identify the skills and strategies lodging managers use to cope with
conflicts that arise between their work and their personal lives.

THEORETICAL FOUNDATION
Role Theory

Role theory provides a social context and structure for many of the work-
family conceptual models. It was proposed in the 1950s by Parsons (1951)
and Merton (1957), but was initially used in the context of work organiza-
tion by Kahn, Wolfe, Quinn, Snoek, and Rosenthal (1964). Role theory is
based upon the premise that an individual’s life is comprised of a number of
roles, both at work and outside of work. Role conflict occurs when two or
more sets of pressures occur at the same time, so that compliance with one
set makes it more difficult to comply with the other. Multiple roles may lead
to psychological conflict if each role cannot be adequately fulfilled (Kahn
et al., 1964). Conflict experienced between one’s work role and one’s role
outside of work is a salient stressor.
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Work and Family Conflict

Work and family conflict has been defined as “a form of inter-role conflict in
which the role pressure from the work and family domain are mutually
incompatible in some respects” (Greenhaus & Beutell, 1985, p. 77). While
conflict is a normal part of life, an increase in the level of work and family
conflict has been linked to negative consequences for each. Family-to-work
conflict was found to be positively correlated with job stress and depression
(Grandey & Cropanzano, 1999). Kossek and Ozeki’s (1998) meta-analysis
reported that work and family outcomes are correlated with job satisfaction
and life satisfaction. Allen, Herst, Bruck, and Sutton (2000) reported that
higher levels of conflict are associated with decreases in job satisfaction, career
satisfaction, organizational commitment, and job performance, as well as
increases in absenteeism and turnover intention. In addition, work and family
conflict was significantly correlated to nonwork-related outcomes, such as dis-
satisfaction with marriage, life, leisure, and family. Some stress-related out-
comes, such as general psychological strain, somatic and physical complaints,
depression, substance abuse, burnout, work-related stress, and family-related
stress were also significantly associated with work and family conflict (Adams,
King, & King, 1996; Allen et al., 2000; Burke, 1988; Frone, Russell, & Cooper,
1992; Greenhaus & Beutell, 1985; Netemeyer, Boles, & McMurrian, 1996).

The number of work and family conflict studies focused on the hospi-
tality industry are indeed very few. Ghiselli, La Lopa, and Bai (2001) investi-
gated the relationship between job satisfaction, life satisfaction and turnover
intent of 1,200 food-service managers. Inter-role conflict was not deter-
mined to be related significantly to manager’s turnover intent. However,
these managers indicated that long working hours created discord in their
lives. Namasivayam and Mount’s (2004) study of 555 hotel employees from
seven hotels in Texas found that work-to-family conflict issues were related
to lower job satisfaction, while family-to-work conflict issues were related to
higher job satisfaction. Some employees who experienced conflict in the
family-to-work area could consider work as a method of escape from
domestic problems and therefore had higher job satisfaction. Hsieh and her
colleagues’ studies of the spillover between the work and personal lives of
lodging managers in Taiwan and the U.S. were consistent. Both studies
found that very few lodging managers had difficulty balancing their work
and personal lives. The results suggested that work interfered with personal
life more frequently than personal life interfered with work (Hsieh, Pearson,
Chang, & Uen, 2004; Hsiech, Kline, & Pearson, 2008).

Coping with Work-Family Conflict

The literature regarding the work and family conflict has established that the
impact of effective coping styles is associated with lower levels of perceived
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work-family conflict. Aryee, Luk, Leung, and Lo (1999) studied the moderat-
ing influence of coping behaviors on employed parents in Hong Kong and
reported that emotion and problem-focused coping were related to job and
family satisfaction. Baltes and Heydens-Gahir (2003) investigated the rela-
tionships between selection, optimization, and compensation behaviors and
work-family conflict and suggested that the use of these adaptive behaviors in
both work and family domains is associated with lower job and family stres-
sors and lower conflict between work and family. Rotondo, Carlson, and
Kincaid (2003), in their study, “Coping with Multiple Dimensions of Work-
Family Conflict,” investigated the efficacy of four coping styles: direct action,
help seeking, positive thinking, and avoidance or resignation. They found that
employees who use help-seeking and direct action coping strategies at home
tend to report lower stress levels with regard to conflict from family to work.
Avoidance or resignation coping was associated with higher conflict levels of
all types. A study of female married professionals in Hong Kong indicates that
their major coping strategy is personal role redefinition and reactive role redef-
inition (Lo, Stone, & Ng, 2003). Somech and Drach-Zahavy (2007) identified
eight coping styles that employed parents used to deal with work- family con-
flict, including super at home, good enough at home, delegation at home, pri-
orities at home, super at work, good enough at work, delegation at work, and
priorities at work. All eight coping styles are negatively related to the level of
work-family conflict. In addition, gender role ideology moderates the relation-
ship between coping behaviors and work-family conflict.

Refining Coping Theory for the Study

«

According to Lazarus and Folkman (1984), coping is defined as “. . . con-
stantly changing cognitive and behavioral efforts to manage specific exter-
nal and/or internal demands that are appraised as taxing or exceeding the
resources of the person” (p. 141). Effective coping is believed to moderate
the effects of a stressor on strain and can eliminate distress (Lazarus, 1991).

Lazarus and Folkman (1984) categorized stress coping strategies by the
focus of the coping: emotion-focused coping and problem-focused coping.
Emotion-focused coping refers to efforts to deal with one’s emotional
response to a stressor by managing feelings and emotions through cognitive
manipulations, such as reframing or positive thinking efforts; while prob-
lem-focused coping refers to dealing with the stressor itself. For example, in
some situations one might define the problem and formulate a plan of
action to alter or eliminate the stressor (Folkman & Lazarus, 1980; Lazarus &
Folkman, 1984). Research on coping with stress has generally found prob-
lem-focused coping to be the most effective than emotion-focused coping
(Bernas & Major, 2000; Rotondo et al., 2003). Hall (1972) studied college-
educated women’s strategies for coping with role conflict and identified
16 strategies which were categorized into a three dimensional model:
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1. Structural role redefinition: This strategy involves altering external, struc-
turally imposed expectations relative to one’s role. These approaches
deal directly with the demands imposed structurally by environmental
transmitters. According to Hall (1972), an example of this type of coping
would be a female employee who negotiates with her employer to finish
work at 3:00 pm so that she can be home when her children return from
school. Six coping strategies generated from the study were: (a) elimina-
tion (or addition) of particular activities within roles; (b) role support
from outside role set; (¢) role support from member of role set; (d) prob-
lem solving with role senders; (e) integrating roles; and (f) changing gen-
eral social expectations instead of the expectations of specific role
senders.

2. Personal role redefinition: This strategy requires changing one’s expecta-
tions and perception of one’s behavior in a given role. Responses in this
category include setting priorities and making sure that certain demands
are always met; taking care of sick children would take priority over
cleaning the house (Hall, 1972). Hall states that this strategy requires
accepting that some role conflict is unavoidable. Seven coping strategies
fall into this category: () establishing priorities for or within roles; (b) par-
titioning and separating roles; (¢) overlooking role demands or reducing
standards; (d) changing attitudes toward roles or developing a new atti-
tude which reduces conflicts; (e) eliminating roles; (f) rotating attention
from one role to another; and (g) developing self and own interests.

3. Reactive role behavior: This strategy searches for ways to meet all role
expectations. Reactive role behavior seeks to improve the quality of role
performance to satisfy all of the demands of one’s role senders. Examples
of this type of coping are planning, scheduling, and organizing to
increase the efficiency of role performance. Three coping strategies
within this category were identified: (a) planning, scheduling, and orga-
nizing better; (b) not having a conscious strategy, not attempting to con-
trol role demands or one’s responses; and (¢) working harder to meet all
role demands (Hall, 1972).

Hall’s study on coping strategies is considered the genesis of coping model
development. It continues to be widely respected and cited by researchers
in the studies of coping theories. Therefore, the researchers adopted Hall’s
model to investigate the coping strategies used by lodging managers to
resolve conflicts between their work and personal lives.

METHODOLOGY

To address the research problem, a qualitative approach using an in-depth,
semi-structured interview method was employed to collect data. This study
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adopted criterion sampling to locate lodging managers who were ultimately
selected based upon the pre-established criteria (Paton, 1990). Potential
interviewees were identified by a snowball method. Lodging managers that
met the following criteria were included in the data analysis: (a) those who
were parents; (b) those who were employed full time; and (¢) whose who
were successful in balancing their work and personal lives. The initial inter-
view list was recommended by the president of a local hotel and restaurant
association as well as the interviewed mangers. Potential lodging managers
were asked to rank themselves on how successfully they were able to
balance their work and personal lives by applying a balance success spec-
trum that ranged from 1 to 10 (the higher the score, the more successful in
balancing work and personal life). Only those managers who achieved a
score of 7 or higher were included in the data analysis.

Managers were asked five questions: (a) How would you rank your
success in work and personal life balance on a scale from 1 to 10 (1 = very
poor, 10 = outstanding)?; (b) If you have a balance between your work and
personal life, how do you know? If not, why not?; (¢) What kind of conflicts
do you experience from work to your personal life, and vice versa?; (d)
What strategies or methods have you used which have proven effective in
balancing your work and personal life?; and (e) Do you have any other
thoughts/comments about work/life balance? Data collection ended when
no new information was collected during interviews (Esterberg, 2002). A
sample size of 12 was considered adequate for generating themes in explor-
atory analysis (Esterberg, 2002; McCracken, 1988). This study questioned a
total of seventeen lodging managers. Each interview was conducted either
in the manager’s office or via telephone and lasted, on average, 30—40 minutes.
Each interview was tape-recorded with the permission of the interviewee and
transcribed verbatim. Of the 17 lodging managers interviewed, 2 attained
balance success scores lower than 7 and were excluded from the study.

Two trained coders independently reviewed each transcription. The
strategies generated from the interviews were compared to the 16 coping
strategies identified by Hall (1972). Raw responses were analyzed for con-
tent and were inductively sorted into meaningful coping strategy categories
following Hall's model. According to Miles and Huberman (1994), the
reliability of coding equals the number of agreements between coders
divided by the total number of agreements and disagreements. Based upon
this criterion, 95% reliability of coding was achieved. The group consensus
technique was employed to resolve inconsistencies.

RESULTS

Of the 15 lodging managers, 60% were male and 40% female. Their ages
ranged from 28 to 65. Typically, they worked 53 hours per week. This
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sample included 7 general managers, 2 directors of sales and marketing,
1 assistant general manager and director of food and beverage, 1 director of
operations, 1 director of services, 1 sales manager, 1 human resource coor-
dinator, and 1 executive house keeper. Each of them had at least one child
and some had as many as three children. Approximately 67% of the manag-
ers had at least one child living with them. The average age of the children
was 18. All of the interviewees reported an acceptable balance level
between 7 and 9 on a 10-point Likert scale, where 1 = very poor balance
and 10 = outstanding balance, indicating their belief that they are successful
in balancing their work and personal lives.

Indicators of Work-Personal Life Balance

The interviewees reported that their indicators of a balance between work
and personal life included:

1. Having quality time with families where family members are happy
(60%);

2. Having time for self and family after work (54%), which includes partici-
pating in nonwork activities, such as going to church, community service,
exercising, coaching child’s basketball team, and having a social life;

3. Not feeling stressed (20%). “I am free of stress. I do not go home
drinking alcoholic beverages every night”; and

4. Being able to accomplish personal goals (7%). “I was able to accomplish
a triathlon a month.”

Conflicts Between Work and Personal Life

With regard to conflicts that affect work and personal life balance, the inter-
viewees indicated that they experienced conflicts either from work or from
their personal lives. Conflicts arising from work to personal life included: (a)
long working hours (40%); (b) unpredictable schedules (e.g., last-minute
issues occurring at workplace, 33%); (¢) relocation, business travel (20%);
and (d) work consuming too much energy (6.7%). Conflicts arising from
family to work included: (a) young children to care for (20%); (b) house-
hold work responsibilities (13%); and (¢) illness at home (6.7%).

Lodging Managers’ Coping Strategies to Balance Work
and Personal Lives
When asked which coping strategies used at work and home help them

handle the conflicts between work and personal life, respondents cited
eight strategies that are consistent with eight of the strategies from Hall’s
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model: (a) role support from inside role set; (b) role support from outside
role set; (¢) role integration; (d) establishing priorities; (e) partitioning and
separating roles; (f) changing attitudes toward roles; (g) developing self and
own interests; and (h) planning, scheduling, and organizing better. Of the
eight strategies, role support from inside role set, including support from
family (80%) and employees (60%), establishing priorities (73%), and plan-
ning, scheduling, and organizing better (53%) were the most frequent cop-
ing strategies used by the lodging managers. Tables 1, 2, and 3 show the
statements and coping strategies used by the lodging managers based on
Hall’s coping model.

Even though Hall’s 16 strategies were developed based on a sample of
women, male lodging managers adopted strategies similar to females in
handling conflicts between work and personal life. Male managers tend to
use more of the following five strategies than female managers: (a) seeking
support from their family members; (b) seeking support from employees by
training and empowering their subordinates; (¢) establishing priorities; (d)
partitioning and separating their roles; and (e) planning, organizing, and
scheduling better. One possible explanation might be that 90% of the male
managers held a position of general manager or assistant general manager.
Due to the nature of their jobs, they seemed to be involved in employee
training and practiced delegation more than those female managers who
held just a manager position. In addition, 47% of these male managers cred-
ited their wives for taking care of the children and household responsibili-
ties. This could make it easier for the male managers to partition and
separate their roles.

Of the eight strategies identified in this study, none of the female man-
agers adopted the strategy of role partition and separating. The reason
could be attributed to traditional gender roles associated with women.
Women, even with a career, are expected to take on more family and
household responsibilities than men. Therefore, it might be difficult for
female managers to go to work without thinking of their children or things
unfinished at home, and vice versa.

With regard to the three dimensions of Hall’s model, female and male
managers tended to use more of the strategies related to redefining struc-
tural roles, followed by redefining personal roles and adopting reactive role
behavior. Of the six strategies identified in Hall’s first dimension (structural
role definition), lodging managers did not use strategies such as eliminating
role activities, problem solving with role senders, and changing general
social expectations. This could be because the managerial positions they
hold in the company permit them access to more resources to deal with
problems arising from work or their personal lives. Therefore, they tended
not to alleviate the work-family conflict by eliminating their role activities.
Moreover, these managers were more or less involved in decision making,
which might give them the advantage of resolving conflicts between their



(ponuguoD)

L Ioy10 oeD
uoddns om * * * sqol 2AISUSIUT oW AJOA UT IO 2I8 dM OS ‘SULIdED UT OS[E ST oJim AN,

«~Addey st SunpAioas ‘Addey 1oy dooy "ojim In0OA Jo 21BD 3B O3 ST UBW
Aue 0] 901APE 159 * * WOy Ik 10] B INO d[oy 01 9[qE SI OYS JIOM JOU S0P oJim AN,

. JOOUDS PalIeIs 9 [1UN SB[ 1B ‘UOS JNO ISIEI 0 PAULM 2M MOY SJBY],

“WOW WO e ABIS B 9 O IoU PaIUEM M SN 18] oI SSUTY) pPUE SodUEBUly

Ino pauonisod om pue ‘Afuuej € 103 ueld 01 palrels om udy], 'sqol 108 pue 939[[0d

JO INO SWED OS ‘JAUI50]1 23I[[0D 01 JU2M A\ "PILIBW 10T oM ‘PIUIEIS ISIJ oM Udym
SI92IED PeY YIOq 94\ "SUIPUEISIOPUN AIDA ST OUS "WOW dWOY JE ABIS © SI (2fim Awr) 2US,,

. soniiqrsuodsar
proyasnoy yum sdjoy o ‘st A[[ea1 oY ‘puegsnyasnoy Jeaid e st pueqsny AN,

219y 19y 2aey 01 djoy 38Iq E st
1IN ‘SUIjO0d Ay} JO 9486 NOA [[a1 [Iim [ ‘Afrewnid op [ -auop saysip a3 [[e sdoay]
puE AIpune] 241 [[E S20P 2US ‘SN IM DAI] S0P JAYIOW AW 2SNEII( ILUNMIOJ WE [,

oantoddns
st pueqgsny AN sdjoy 1eq) os ‘ur 10j Aed 01 9A®Y 1,UOP T "9ABY ] JBY) 2IBIPIIYD
o) 10J 21BUNIIOJ AIoA We | * * * siuated Ino Je sABIS (JoIySnep plo-iuow-¢1) ays,,

Ino wow d[ay ‘SaysIp ysem ‘Ino Ysen oY) ael ‘DI9y] UI 198 SIomawoy
2ABY L,UOP Ao JT ‘Ao Ing S[oom o) Suunp ow 03 Juelodw 2J0W ST JIOMIWOY
2SN ‘PUII2M JY) UO $2IOYD Op UIP[IYD AN "DWOY I8 S2I0YD N0 IPIAIP Op I,

. Op 01 JUEM JOU OP NOA 1B S2IOYD P[OYaSNOY oY) M
101 € d[joy 01 Sulim pue 9[qea213e ST oYM pueqsny & ALY 01 Y3NOua 21euniioj we |,

‘ol Jn0A U0 21enU20U0d ukd NOA 1B 0s 1oddns Afrwie] aaey 03 St 3 593831 2 398 901
«qot I Uo 2JENua0uod U JE] OS 1 [fWe] oA€Y O) St SUI) 189601] 92U, opIsur wouy
ss1oquiow Afnuuey wioty poddng %08 yas 71 1uoddns 10y 1
STUSWIDIEIS o3ejuadIod  OBN:OEWR  Adouanbarg so13o1en8
Iopuon Surdon

uonIuIjepay ooy [eImonng :sarsarens Surdo) T ATV

47



Jutod urelrod e o1 dn suonenyis o[puey Ued Ao} MOU] A3} 21oUM SoUl]
oping uonesuaodwod aaey am Jey], "sAnS Aw s Ad1jod Juswromodwid 10MIS € dALY I,

/oW 10J 1B} Op UED A31]) PUY "WALJ) JO dWOS 2B} UED | ‘PEO[SIOM [BWLIOU UBY)
19318 B 9ABY USPPNS ) [[B A1)} J] "BSIOA 9JIA PUE pul( B Ul 193 | J1 ow d[oy ued £ay],
“8uomns 2 01 WAyl J0J puk [[om pauren 2q 01 a1y | a[doad oyl ‘sAemJe 01 st [e0S AN,

. OUE[E( B urejurewt sdjoy A[eal [[om pauren st eyl geis odoid ayy Suiaey,

. SUunpAIoAd 1noqe A110M 0) 9ABY J,UOP NOA 0§ waty) Jaomodwo pue J[qisuodsar
woyl e ‘Apadord sajeurpioqns pue Jjels InoA Sururen ‘Sururen) Aes pjnom I,

. AOUDSIOWD JO 2SED UT Op 0] PAaU A3Y) 1By Op O) punoIre ApoqAIaAd uren o) A1l

P o[0yM o) SEIEY, o1t
wolj AEME 9ABY NOA W 2IJ0W 1) ‘NOA PUNOIE SIDSEUBW 9] U]l NOA 2IOW 3,

.~ oouereq yim sd[oy Jeyl pue jjels pouren [[om
aaey T 'noA dppy ued nok 103 Sursprom Jjels 1eyy os ‘ooerd ur Sururen 1ySu o) SuiaeH,

:$9Nn3ea[[0d pauren woly woddng

 JOU19801 UMOP s A[IWUEJ 21U S SABY O] SIUEA PUE ()¢9 1B JYSIU AI0Ad 1sOWe
J[qe) o) UO Apeal JouUIp Sy ayS 18213 ST 9US NP ) [[B (fim AW) 19y 2AES3 T,

. Mouy 01 paau Aoy ‘U ur dn maI3 Aoy ‘pueisIopun spiy AW puy ‘qol Aw yim
uo 3UTO8 Sem Jeym JO BOPI poo3 [eal € pey ays * - aangoddns A1oa st (oJim Awr) oyg,,

L Op 1 1eym jo aanioddns A1oa ST oys pue s3yiom oJim AN “diysuonelar

JO SwIa} Ul 9s[o SUIIDWOS JOPISUOD O} dwh SI 1 uay) ‘Joulied INOA WOIJ pasu NOA

woddns a3 108 1,ULd NOA pue UONENIIS € UT o NOA JT puk $00S 2dUL[e( OJI] SIOM SE
IeJ S ‘MOUY NOX "9 [[IA SOSUD[TBYD 2} JO dWOS Ty SpuLISIOpun AJrue) INoA Jeyl * -,

. 2TEDAED 1O QWO AI9SINU B UT JOU UOS INO JSIBI PINOD dM Os ‘A[IUE) SWOdUT dUO
B 2¢ 0 JUSUNIWWOD ) SPEW I\ "MIOM JOU PIP 2Jim AW ‘SUNOA sem uos Aw USYA,

%09

81

198 9[01
o) opISUT WOIJ
6 uoddns ooy

SJUaWAEIS

a3ejuooIog

O[eN:o[BWD]
Iopuan

Aouanbaiyg sa1391enS
Surdop

(ponunuo)) T ATIIV.L

oe]
A



«JBU) SeM JBY] PUE QU
sem SUIyIAIoAD MOUY SN 19] 01 dPOD B U I9JUD P[Nod A3} pue ‘s1oded pey op 'sn Jo
10q [[ed 01 pey AU, "A[2Jes QWO 21om A1) MOUY SN 193] 01 JIOM Je Jim AW JO oW
T80 01 sem Suturen o ‘souoyd [[90 2AeY L, UPIP PUE JOFUNOA dIoM UIP[IYD AW UYM,,,

. SYToM 11 e 1) SJeY) PUE JEPUSIED INO
o [y om ‘souue[d Aep InoA 1o {1y noA oy “uoydIR| o) ur dn 11 Suey oM ‘Op om
PUV “Aep Uyoe2 SUIOP 1B SN JO 2AY [[B JBUM SEY JEY) UUDNY SYl Ul JEPUDED B DABY I\,

. POOS oIt SIoYIE]
JO s1ajow ‘pood st puegsny ‘poos st Aqeq 2Ins axewr 03 1snf 210y Aep € 201M] IO
20UO WAY) [[Bd Aew T “A[Twe] AW A 2JEDTUNWIWIOD | "2IEdMUNWWOD | pue pueqsny AN,

. o[doad aso Suraey pue IomIoU Jey) SUIp[Ing JO IoNeW
e asnf st ey, 'sdoip pue sdn-3pid 10J sjuared 19130 UO £[21 01 dARY NOA SOWNDWOS,,

Aze] wre 1 10 01 91 1,UOpP ] 2GABW [[oM ‘UL
0] 2WN 2ABY L, UOP [ 2SNELID( MOU U0 FUMIST o WYSIW | "JOUBI[D 2SNOY € 2ABY PIP [,

. suruopresd yua djay o1 1ouapies e pany |,

«Aeme s208 ssons 1eyl Jo 10] B ‘NOA 10j Sunsjiom
ordoad ysur a1 aary NoA JT 'noA 10y Sunyiom oidoad Y31 o) aABY 03 ST A9y oYL,

T[oMm S sIoxIom Aoy o) Wolj INg ‘Uren} NoA s1odeuew o) Wolj
Auo jou poddns y3nous 2ABY NOA 2INS I3eW 0 ST 20UL[eq d[oym o1} jo ued sury I,

919y 2 01 2aey J,uop T 21oym ‘Ojdoad swos padojoadp 2aBY [ PUY NOA punore
ordoad o) se poo3 st A[uo 218 NOA MOUN NOX "2I9Y Jjels pooT A1oA e 103 oaey I,

%0¢

%0¢

UoneI3NUI

43 ¢ olod
198 9[01

SpISINO WOIJ

1:C ¢ uoddns ooy

49



'SSUIY) UTelIad noqe ssams 01 Jou noA sdjay
[2A9] 20ouanadxa JNOA a1oyM Jutod B 01 398 NO X "SUO[ OS ssaulsng AU} Ul Uaa( 2AeY |,

N0 s310M ] “Sutop ur aw suoddns Afwuey Awr SunIDWOS ST 31 PUE Op 0)

oYI] T SunIoWOS ST 1 puk ‘sown 1e SUISUS[[EYD 2I0W o UEBD ] “JUSIDHIP g 211 & Isnl

ore sonuond Awr MouU *  * JIOM 1 9w JO S10] puE S10] Surpuads Y sansst ou pey
pue o[3UIs sem T J[ey ISIJ o) ‘93 SJ9] PUE SsIedA (g 10j [osnods Awi] Yim uaoq 2AeY [,

« A[TWIeJ 911 IIM ISUUIP 9ABY 0} dWOY YOkq 108

o1 Ayuond doy Aw st je) pue ‘Nqey Aw st ey ], jomroded moA op 1,ued pue J100[j oy}

UO 03 PUE SISWOISND 198 NOA SHEBIS ABP 2} 20UO 2snedI( Suruiow o) ul spomraded

AW Op pUE JIOM O] JWOD [ UYL, "MOUY NOA ‘AT, 241 J& joo[ pue 1adedsmau 2y 18
ool I 'we ¥ punore dn 3103 1 * - - Ayuourd doj st jey], "spy AW yim IoUUIp oAy SABM[E [,

«Aep 1eU1 Ystulj L,UpIp [ 18yl INOCE INO SS2MS 0 JOU JBYM MOUY
op I uawysdWOddE JO 2SUIS B oUW SIAIS II PUE JJO WAY) JOD [ AP 2 JO pud
oyl Je pue Jowm Aep Aw oaey [ms [ * * aznuoud 01 moy uo sador o) Surures] [[ns we I,

. QWODUT INOA ST 1B} 2SNBd2q
Aoud ySiy € oq 01 sey 192180 INOX ‘sonuold oA 19s 03 ST ddue[eq Ul A3 24 UIy} [,

. JOJ OAT] NOA TeyM ST 127} ‘MOUI NOA 2sNEIA] WAL
s own puadg -owr Aifenb ey woy 2AIS 03 aIns axew ‘i INOA UT SPIY| 2ABY NOA JI,,

< %00T 9213% T yoIym
Aquaey st 1 ojdoad 1sow Y pue ‘a1 sanuond INOA a19ym puEBISIOpUN 01 dABY NOZ,

U0 PUE UO PUE UO JIOM PINOD [ 3SNEI(
Aeme yem pue s)y31y oy1 Jo wim ‘dn puels isnf 01 * * + aznuoud 01 9[qe 2 01 dABY NOA,,

. Op T Sunpowos isnf st 1] "paxe[al sI 1 Ing Asuow yonwr oo) puads [ "Surddoys o3
pUE JJO Aep J[Bey © o3E] ] PISSONS WE [ UdUM SOWIOWOS * * * PIBY SEMA JI SOWTIWOS puk
‘urea 01 aAey PIp I 'noA 01 Jueuodwr st 1eym Mouy pue sonuold 19s 01 9ABY Op NOA,,

SOOI UTYNIM
10 $9[01 10

SIUDWIN LIS

sonuond
%EL LYy T ysrqeisg
o3ejuadI9d O[BN:OEWS Aduanbaig so13o1en8
Iopuon Surdon

UONIUIJOPaY O[O0y [EUO0SID :sa18ajens Surdo) g ATIVIL

50



«'SUOUIBLI) OP ] "9SIOI9Xd YA 9DUE[E] B JO 2JOW 198 01 SUIIoM WE [,

Burysy Ayj st uorssed AN © - Aospoy
jnpe Aeid 1 ° * - paloq 198 1,uop noA 9J1 INoA ur uo 3urtod s3uryy Joylo Surdoay Aq v,

. Suruopiresd o Sunredar Jo yromasnoy ‘owoy e ysiidwoooe | s[eod are s3uryl Joyi0
‘qiuow € ut uoryien e paysiidwodoe pue dn paudis aaey | ‘Jowwins siyl Surpnjout
UDAD ‘01 9[(B U] ALY [ "YOB2I O] [BOS JWOD SE [[oM SB 2ANOE JosAw doay o1 pain [,

«Aem IoU10 oY) JOUYIINJ UDAD 9gArw JO UMOP 3de(q 2oueeq oay3 ysnd [iim [ uado
SI 31 90UO puk 23UBYD puk ddUE[eq ) Pa1doddE 2ABY [ JB2A ) JO PUD ) JB JUOP 2
[[IA 1 PUE MO3S B UO WeE [ Jey) Aouy pue ysiidwoode o) Suidn we | [eoS jeym mouy| |,

/01 10U S2UO UOIYM PUE JNOJE SS2JIS 0 SUONBNIIS YOIy MOoUy ] 0§ 's9AT[ s,o1doad yim
3ureap j0u a1e om (ANfedsor)) Ansnpur SIy) Ul JSea] 1y "SISINU PUE SI0100P INOJE YUY,

«Aoud doy moA jou aqhewr st ‘9oe[d ur s1 SUIYIAIOAD pue UBd

pue ssapods 3ureq asnoy 9y, 03 sSUIyl aWOos 193] 01 ALY NOA Jey) 10U PIp [ Yorym

‘uo A[Tea pue 1009q UIed] 0) ALY AJ[BUlj NOA YUTY) | "9ABY O} 1) poO3 € JOU ST oIym
“T U BUEY I OP [ SS9[UN 1091100 SUIYIAUE SOOP SUO OU ‘0§ "1Ieay 1k Istuondagad e we I,

< JJnas Aqrwrey 01 yz0M BULIq JUOP [ “MIOM JB JOU WE | JIOM JB JOU WE | UdYAM,

«'SIE2A (T JOJ oWoOY JoMm JYSNoIq ,udAeYy | * * * Xe[o1 03 2oe[d © ST QWOoH
"t 3pJoMm 1B 2uop S3UTy) 108 01 SINOY ¢—7 BNIXD U ABIS JOUIEI ‘OWOY JIOM 3] JOAIN,

L uorsia puuny 128 [im nok ‘Sury) ouo uo dn paddeim

198 noK J1 1et) unt SUo[ ) Ul SUIMOUY ‘OS[V "Y3noyl Jonaq s1938 1 ‘9due[eq 1Byl

QADIDE 01 JOPIEY SI J1 INO 1IBIS 18I NOA Uy sd[ay] aouaLadxo * * * pawnsuod 198 10
PIBY 001 JIOM L, UED NOA 0s ‘SUIUNSUOD 9 UBD A1ISNPUT SIY) B} AMOUY O] DABY OS[E NOA,,

10U SOUO YOIYM PUE JNOJE S$O1IS O] SUONENIS YOIym
MOUY ] OS ‘YIedp JO oI A SUI[edp 10U WeE | PUE ‘JOIDOP B 10U Wk [ 1By st 10211 AN,

%0¢

%0¢C

%ET

S)soIoIUT
UMO pUE

[ ¢ Jios dopaaag

S970I PIEMO)
sopmime
1:C ¢ a8ueyD

$9101
Suneredas

z:0 z pue uonnieq



JouuIp ayew 03 A1) pue dwoY 03 O} 9ABY 1,UOP | ‘ABm Jey],
“Yoom ) SULINp POOJ JABY 2M JBY) OS SPUINI2M 1) UO SUL{OO0D JO 10] B OPp [,

. S[IeWw-2 pue
rowm Aep Awr ur A891ens Aw jo spen doax[ 1 * * * Juawysidwoode JO 9sUs B oW
SOAIS 11 pUE JJO W) 2D [ Aep 2} JO pud 2y} Je pue Jown Aep Aw 2AeY [0S I,

. 'S3UTY) 989U [[E 2dUE[eq 0} (e WE | Juowadeuew awn pue aurdosip
YA IUSWOAOAUT ATUNWIWIOD ISYIO PUE UONEIODI O sadouanodxa juesea[d
ur 08e8ud 01 A os[e [ 1o Isnl uey) IO SSUIY) Yim Asnq Aels 01 An I,

Jromraded

INOA Op 1,UEd PUE ‘JOO[J Y3 UO OF PUE SI2WOISND 123 NOA sirels Aep oy

20UO 2sNed2q FutuIow ) Ul A[1ed sppomiaded Awr Oop pue s[Iom 0} dWOD ] Uy,
"mouy noA ‘AT, oy e 3oo[ pue rodedsmau oy Je ool [ ‘we ¥ punore dn 193 1,

«Aep yoea wd 9 IO ¢ PUNOIE SABI] UED [ 1BY) OS A[IED Ul SWED ],

«'S[PayM oA Suruurds ore noA ‘O[qeydEaI J0U JIE 19S 0] JueA NOA JBy)
S[eos a1 Jo 1ySrens sonuond InoA 19s 10 own INOA 93BUBW 1,UOP NOA JI UBAW ],

«JBUY O] SSUIY) PUE JUSUNIWIWOD J[NPAYDS
Aq ap1qe 01 a1doad Awr 102dx2 1 pue o[npayds YN € Ared 1 *  * (spods s,uos s
Surpuone) eyl 91epOWWOdOE 0] [NPaYds AW Funjiom jo qol poos Anoid e op 1,

« " 'SAnd noA woIj pasu | jeym
SI SIY) PUE ‘YD0[2,0 £ ISEI[ 1B [HUN SWOY 2 1,UOM [ JBY] SAEP ¢ 1SBI 1B 2IB 219
1yl Mouy Aiwej Aw 19] [ pPUE PEayE MooM B 1k YOO | "A[osim Jepuafed Aw osn [,

Ioneq
9z1uesdIo pue
%ES G¢ 8 QInpayds ‘ueld

STUSWDIEIS

o8vIUaDIDJ  OeNOPWR  Aduanbaig sar3a1ens surdon
Iopuon

JOTARYOg o]0y 2ANOEaY :sardojens Surdo) € ATIVIL

52



Lodging Managers’ Work Life Balance Coping Strategies 53

work and personal lives by using their authority without seeking help from
their role senders. With regard to Hall's second dimension (personal role
redefinition), lodging managers did not use strategies such as overlooking
role demands, withdrawing from an entire role, or rotating attention among
roles. They faced the conflicts and dealt with them. As to the third dimen-
sion of Hall’'s model (reactive role behavior), none of the lodging managers
adopted the no conscious strategy. In other words, they rejected the belief
that there was no way to cope with the conflicts; instead, they would prefer
to take the initiative to solve the problems. In addition, none of the lodging
managers adopted the strategy of working harder to meet all role demands.
This was because many of them had learned from their past experience the
importance of maintaining a balance between their work and personal lives.
Therefore, they set limits at work to avoid burnout instead of working
harder to meet all role demands.

CONCLUSION

A further analysis of the role of lodging managers’ coping strategies using
Hall’s model revealed that the interviewees deployed mixed strategies to
cope with role conflicts. The lodging managers seemed to use more cop-
ing strategies that require the redefinition of structural roles. They were
not afraid to alter their external structures. They empowered their subordi-
nates and authorized them to make decisions. They communicated with
their family to help them understand the characteristics of the hospitality
industry and won their support. They trained their children to help with
household chores. Few of them hired gardeners or house cleaners. They
integrated roles so that each could contribute to the other. As a result,
managers were released from some work, which allowed them extra time
to spend on their personal lives. With regard to personal role redefinition,
several interviewees established priorities for roles. Some partitioned roles
and separated their work and personal lives to maintain balance. Some
developed hobbies to relieve stress. By redefining their personal roles,
these lodging managers were able to maintain an effective balance
between their work and nonwork domains. In terms of reactive role
behavior, most of the managers understood that conflicts between work
and personal lives are unavoidable. They tackled this fact aggressively.
For example, they planned, scheduled, and organized to increase effi-
ciency in performing their roles.

Through the interviews, the researchers also discovered that most of
the lodging managers have a strong personal belief in work and personal
life balance, and they do not want to sacrifice their family or personal lives
for work. Examples from the interviewees were:
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A long time ago, I said to myself that it wasn’t worth the disruption of
that balance.

Keeping things going on in life is more important than making more
money.

I know what goal I am trying to accomplish and know that I am on a
skew, and it will be done at the end of the year. I have accepted the bal-
ance and change, and, once it (new hotel) is open, it is open. I will
push the balance back down or maybe even further the other way.

their subordinates to have a balanced life:

I take my vacation and I encourage all my people to take theirs, too.
Because I know what burnout can do, and I don’t want that. We all have
friends and family and have things we want to do; whether it be a project
at home, a family reunion or wedding or whatever, I want them . . . you
know this is our life, and I want them to enjoy that.

I even try to monitor those people, so they don’t work too many hours,
because you get tired when you work that many hours. They get
stressed from being tired and start barking at the employees, and that is
when you have a problem. In my job, you know, I have to make sure
not only that I find that balance, but my managers find that balance, so
the employees don’t get abused.

I have to set a standard for my employees. They are going to watch
my work habits, and adopt my same habits, especially my managers.
I encourage them to leave sometimes. At the same time, I know people.
I can’t speak for them, but to me it seems they work too much and don’t
have a personal life.

Another interesting finding from this study is that many managers indi-
cated that the support from their company with regard to work and per-
sonal life balance issues enhances the balance. Examples of the responses

included:

I love this company. They are very understanding. I can call and say that
it is 2 o’clock and I am leaving, they say “good for you.”

I am very active in church and a political party, those along with my
grandkids are very important to me. I am also on different boards here.
The company does approve of these things and wants us to be involved
and have a life outside the hotel.
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[the company] places a lot of emphasis on having a balance with life
and work. I have been with the company seven and a half years. I have
grown with the company. I have had a management position. I have
taken that next step. I have gotten married with the company. I have
had a child with the company, and I am still here. I think it is great.

Three managers indicated that the low employee turn-over rate of the com-
pany also contributes to their work and personal life balance:

Whenever you have a low turn-over ratio in a hotel, you have a stable
staff. You aren’t going to find a lot of stressful managers here.

If you have a stable workforce that understands the complexities of our
business, then it is a lot less to worry about.

In addition to the support from the company in work and personal life
balance, support from the family also plays an important role in helping
these lodging managers have a successful balance. All of the interviewees
credited their spouses and children for their support and understanding.
Examples of the responses were:

My wife is also in catering, and we have a good understanding between
the two of us on what we are going to do, and be on the same page, as
far as home life goes.

My kids understand, they grew up in it. And the biggest thing is, going
into it, they need to know, because it is going to change (the unpredict-
able work schedule of their father).

It is worth noting that some of the managers believed that employees
might have different priorities at different stages of their lives. When they
were younger, they were willing to sacrifice their personal lives to develop
their careers. Only when they reached a managerial position did they have
more control of their schedule. To a certain extent, they began to realize that
their personal lives had suffered and that the quality of life had been dam-
aged. They learned to balance their work and personal lives the hard way.

Another interesting observation from the interviews is that, when asked
about the strategies used at home to deal with the work-personal life con-
flict, all of the married interviewees, regardless of gender, credited their
spouses for their support and for taking care of children and household
chores. It seems that the support from spouses helps to relieve the tension
between work and personal life and helps these managers to achieve a bet-
ter balance. When asked about the conflicts from work and home, female
interviewees appeared to face more conflicts from home to work than male
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interviewees. They seem to assume more family responsibilities than the
male interviewees.

The eight coping strategies identified in this study can serve as a refer-
ence to help those lodging managers who are still striving to maintain a bal-
ance between work and personal lives. The conflicts identified in this study
can help hotel companies and human resources directors develop work-life
balance policies or cultures to enhance their managers’ quality of life and
increase the retention and loyalty of their managers.

LIMITATIONS OF THE STUDY AND FUTURE STUDIES

Although this study discovers the coping strategies used by lodging manag-
ers to deal with their work and personal lives, some limitations are inherent
in the design of the present study. First, since this was an exploratory study
focused upon managers working in a small sample of hotels, the results
cannot easily be generalized. Second, this study used only one global self-
report question to determine how successfully the managers balanced their
work and personal lives. This question was related to the self-identity of
these managers, and they might have been reluctant to answer truthfully
unless there was a serious imbalance present. Sometimes, the managers’
families may sense an imbalance that the managers themselves do not
notice. A stakeholder analysis that includes the perceptions of the respon-
dents’ spouses or family might more accurately reflect the presence of the
balance or imbalance. Third, even though Hall’s coping models were widely
used by researchers in the field of coping theories, the models were based
on a group of married women who were college graduates. Due to the
small sample size, this study was not able to establish coping models, espe-
cially for the lodging managers in the hospitality industry. Future studies
can use the findings of this exploratory study to validate Hall’s coping mod-
els and develop those suitable for the managers working in the hospitality
industry. Fourth, due to the focus of collecting responses from the lodging
managers who were successful in balancing their work and personal lives,
we were not able to test empirically the causal relationship among the vari-
ables, such as company work and personal life policy, company culture,
autonomy, seniority, and demographic factors, and the level of work and
personal life balance. Fifth, due to the design of the study, we were not able
to conclude which coping strategies are more effective for which type of
work and personal life conflict. Future studies should consider adapting a
qualitative approach to answer these questions. Sixth, we observed that all
the interviewees had a strong belief in the value of a balanced life. They
loved their work and valued the time with their family. However, we could
not determine the extent to which their outlooks were related to their per-
sonal characteristics or other variables. Further studies might explore this
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area and add knowledge to the body of coping theories and work-personal
life literature.
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