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Abstract

The purpose of this study is to determine if work family conflict affect to job performance and
job stress. For this purpose, a three-scale questionnaire was prepared. First scale work family conflict
experienced by employees, job performance in the second scale and the third scale measures job stress.
The study was conducted on hotel management employees in the Western Black Sea provinces. The
data obtained at the end of the study were transferred to the computer and analyzed with SPSS 22
packet program. In the analysis phase, frequency analysis, correlation analysis, t test, anova test and
regression analysis were used. When we look at the findings, there is no significant relationship
between work-family conflict and job performance; there is a moderate positive relationship between
work-family conflict and job stress. According to some demographic variables, work family life
conflict, job performance and job stress levels are different.

Keywords : Work Family Life Conflict, Job Performance, Job Stress, Hotel
Employee.
JEL Classification Codes:  M120, M540, Z300.
Oz

Bu ¢alismanin amaci, otel ¢alisanlarinm yasadigi is aile catigsmasinin is performansi ve is
streslerine nasil etki ettigini belirlemektir. Bu amagla {i¢ 6lgekli bir anket formu hazirlanmistir. Birinci
Olcek calisanlarin yasadigi is aile ¢atigmasini, ikinci 6lgek is performansini ve {igiinci 6lgek ise is

1 This article is the revised and extended version of the paper presented in “Second International Annual Meeting
of Sosyoekonomi Society” which was held by Sosyoekonomi Society and CMEE - Center for Market Economics
and Entrepreneurship of Hacettepe University, in Amsterdam/The Netherlands, on October 28-29, 2016.

2 Bu makale Sosyoekonomi Dernegi ile Hacettepe Universitesi Piyasa Ekonomisini ve Girisimciligi Gelistirme
Merkezi tarafindan Hollanda min Amsterdam sehrinde, 28-29 Ekim 2016 tarihlerinde diizenlenen “Ikinci
Uluslararasi Sosyoekonomi Dernegi  Yillik Bulugmasi "nda sunulan ¢alismamn gozden gegirilmis ve
genigletilmig halidir.
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stresini  6lgmektedir. Calisma Bati Karadeniz illerindeki otel isletmesi c¢alisanlar1 tizerinde
gergeklestirilmistir. Calisma sonunda elde edilen veriler bilgisayara aktarilmis ve veriler SPSS 22
paket programu ile analiz edilmistir. Analiz agamasinda, frekans analizi, korelasyon analizi, t testi,
anova testi ve regresyon analizi kullanilmigtir. Bulgulara bakildiginda, is-aile catismasi ile is
performansi arasinda anlamli bir iligki yoktur, is aile ¢atigmast ile is stresi arasinda orta diizeyde olumlu
bir iligki vardir. Baz1 demografik degiskenlere gore is aile yasam ¢atigmasi, is performansi ve is stresi
diizeyleri farklilik gosterdigi tespit edilmistir.

Anahtar Sézciikler . Is Aile Yasam Catigmasi, Is Performansi, Is Stresi, Otel Calisanlar.

1. Introduction

Family concept has been one of the important concepts that continue to exist despite
undergoing various changes up to date. One of the most important values in human life,
family life can conflict with business life which is necessary for sustainability of a quality
life. Complication of the business life and the increase in individuals” work loads affect the
family life negatively. During the conflict in question, the stress is one of the striking factors.

As to the studies previously completed; in the study of Aras and Karakiraz (2013),
the relation of work-family conflict with low success feeling and job satisfaction based on
time was analysed regarding the researchers doktora yapan, and a negative relation was
determined between the variables. In the study of Turung and Celik (2010), the effects of
perceived organizational support in defense sector on work-family and family-business
conflict, organizational 6zdeslesme and the resignation intention were analysed, and
consequently it was detemined that perceived organization support decreases significantly
the work-family conflict, family-work confllict and resignation intention and increases the
organizational identification. Efeoglu and Ozgen (2007) analysed the relation of work-
family life conflict with the job stress in medicine sector, job satisfaction and organizational
commitment and concluded that there is a positive effect of work-family life and work-
family conflict on the job stress and there isn’t any sigficant effect of family-work conflict
on job stress. Ozdevecioglu and Cakmak Doruk (2009) analysed the relation of work-family
and family-work conflicts with the life and job satisfaction levels of workers and concluded
that there is positive relation between work-family conflict and family-work conflict, and
similarly there is a positive relation between life satisfaction and job satisfaction. Celik and
Turung (2010) analysed the effect of work-family conflict, job stress and organizational
commitment on the job performance in defence sector and concluded that the family-work
conflict levels of workers affect job performance negatively and organizational commitment
affects job performance positively. Eren Guimiistekin and Giiltekin (2009) analysed the
effect of stress causes on career management and focused on the effects of stress causes on
career life of the individual in their study. Eren Giimiistekin and Oztemiz (2015) analysed
the interaction between the stress and the efficiency and performance in organizations,
focused on stress concept and symptoms of stress in people in the study, analysed factors
determining efficiency and performance in businesses, mentioned organizational stress
concept and presented the effects of stress on organizations. In the consequence of stress
management study on hotel businesses conducted by Akova and Isik (2008), it was
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determined that the most important factors that put stress on hotel workers arise from
organization structure and policy, and the reactions to the stress were described as the factors
that affect the performance and efficiency negatively in general. Because of their study on
the effects of motivating factors of workers on job performance and resignation intention,
Yildiz, Savci and Kapu (2014) concluded that salary, work conditions and cooperation of
the workers among the motivationg factors affect the resignation intention negatively while
the work itself, salary and work conditions affect job performance positively. In the
consequence of the study conducted by Giil (2007) on the relation between job stress,
organizational health and performance, it was presented that there is a relation between job
stress, job performance and organizational health. In this study, unlike the other studies, the
relation between work-family life, job stress nad job performance was tried to be analysed
in another study field and in another area. The study is limited to a pre-determined area.

The purpose of this study is to determine if work family conflict affect to employee
performance and stress. Also in line with the demographic features, the determination of the
variance between the work family conflict, job stress and job performance is one of the other
aims of the study. The main aim of the study is to present the relation between the variables.

2. Job Stress

It is generally hard to force the stress, a frequently used concept in our daily life, into
a description. If this concept, which established itself in the life to such an extent, is to be
described, it can be said that stress is the state of the body in which it gets into action with
its mental and physical structure by creating special bio-chemical secretions to adapt to the
conditions because of the individuals being affected by the environment and work conditions
they experience (Eren, 2012: 292). In other descriptions, what stress is not being mentioned
rather than what it is. For example, with descriptions such as “stress is not a simple concern”
or “on the contrary, it is not a neural tension”, it is tried to be explained what stress is not.
In the descriptions, there are mostly the negative effects and implications on people,
negativity and uncontentment at the forefront. Like the positive aspects of the stress, some
of its negative aspects can also be subject to some studies (Soysal, 2009: 18).

Starting from the descriptions of stress, job stress can be described as the stress that
workers encounter in the work environment. Variances between the expected performance
and real performance in work environment are some of the factors that play a role in the
emergence of stress.

Job stress is important for all, whether it be workers or directors in a workplace. As
the causes of this stress related to the work environment, working conditions and hardness
of the job, organization disorder, defects in role-task delegation, workplace distance, fast
changes and the most importantly, salary insufficiency can be shown (Eren, 2012: 295).

Job stress arising from the organizational structure has negative effects on job
satisfaction levels of workers as well (Kusluvan & Kusluvan, 2006). Primarily, this kind of
stress relates to one’s perception of work and work environment. While a specific job
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becomes a stress factorr for a specific worker, it can be simple and unimportant for another
worker. Some causes of this stress can be described as role in the organization, career
development applications, interaction in the organization and becoming a part of the
organization. The part in relation to our study covers the “work-family relation” under non-
organizational conflict (Demir, 2007: 137).

There are many effects of stress. These effects can be analysed as two groups,
including individual and organizational effects.

Individual effects of the stress are classified as psychological and behavioral effects
(Ornek & Aydin, 2011: 203).

Stress factor in the individual can also have an indirect effect on the organization.
Direct effects on the success and sustainability of the organization are stated below.

Stress can create negative effects on organizations such as decrease in organizational
commitment, dissatisfaction feeling for the job, decrease in the quality level of properties
and services owned, decrease in efficiency, decrease in the effectiveness of decisions,
increase in workforce change, cold organizational atmosphere, continuous increase in
personnel complaints and demands, continuous increase in customer complaints, decrease
in cooperation between departments, accidents at work, increase in warnings and fines,
increase in insurance payments, increase in the number of lawsuits aganist, increase in
irregular attendance at work, tension in work relations, weakness of organizational
communication, longer pauses for tea and meals, unexpected time losses, increase in
compensations paid to personnel and weakening in organizational image (Uzun & Yigit,
2011: 183).

To minimize the effects of the stress, balance between business life and private life
should be established. When this balance is established, individual’s life and psychological
state can be kept at a much better level.

The balance between private life and business life is ensured if the individual
minimizes the conflict between the roles in business life and private life. Individuals should
ensure the harmony between demands arising from their family needs and working field and
their personal needs, and estabish a balance between them. When family, business life, the
aim of the individual, target and demands do not limit the time spent for others, the balance
will be established (Dogrul & Tekeli, 2010: 13).

3. Work Family Life Conflict

There are some roles and characteristics that individuals have in the community.
These roles have important effects on the the manner of life.

The number of roles that individual has is determined by the simplicity or the
complexity of social structure. While there are less roles in a simple social structure, the
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number of roles is higher in a complex social structure. In the community, individuals have
many roles such as lecturer in a university, a family member, father, mother, child or brother
and a member of a sendika. Sometimes positions of these roles can be confused and the
concept of role conflict can come about. This concept is the adaptation of an individual, who
has to carry more than one role, to one of the roles more than others. So as not to face up
with this conflict, the individual should adopt the role behaviour that his/her statutes require
well (Giiney, 2015: 179).

Work family conflict is a special type of the stated role conflict. Work-family conflict
and family-business conflict is ¢ift yonlil (Aras & Karakiraz, 2013: 2). Therefore, while the
family life of the individual can affect the work life, his/her work life can also affect the
family life to a large extent (Turung & Celik, 2010: 212). This conflict results from the
discrepancy between the role adopted as a member of an organization and the role adopted
as a family member (Efeoglu & Ozgen, 2007: 238).

Work-family life conflict can be analysed in two categories, which are work-family
conflict and family-work conflict. Sometimes these two concepts can be used for each other.
Work-family conflict is conflict resulting from the tension and insufficient time in which the
roles individuals adopt related to their jobs obstruct the responsibilities they have for their
families. On the other hand, family-work conflict is a role conflict resulting from insufficient
time and tension, and that can also emerge between job expectations and family
expectations. This type of conflict can be described as the family responsibilities obstructing
the job requirements to be fulfilled. The studies conducted show that there is a relation
between these two types of conflict (Celik & Turung, 2011: 229).

There is a significant relation between work-family conflict and stress and depression
health problems of individals. A stress cause in one area of life can also affect the other areas
of life that an individual has. The states of individuals such as stress, tension, concern,
sadness and weariness arising from their jobs or families make their roles in other areas even
harder to be fulfilled (Celik & Turung, 2010: 22).

Work-family conflict is classified into three categories in terms of basic
characteristics and structural variances that cause the conflict. These categories are work-
family conflict based on time, work-family conflict based on tension and work-family
conflict based on attitude (Ozdevecioglu & Cakmak Doruk, 2009: 72). We are now
explaining these types of conflict in detail.

Work-Family Conflict Based on Time: the main cause of this type of work-family
conflict is the time constraint. The individual doesn’t have enough time to fulfill the roles
required. The time spent by an individual to fulfill only one of the roles can obstruct all other
tasks. As a result, the individual face with the work-family conflict. Variables related to this
are excessive working hours, frequent overtime, irregular working hours and whether the
working hours are flexible (Aras & Karakiraz, 2013: 3). This is inevitable if individuals use
the time that they should spend for their family in order to compensate for their jobs.
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Work-Family Conflict Based on Tension: this type of conflict results from the fact
that individuals reflect their weariness, state of touchiness, anger, concern and tension
caused by their jobs on their families. The main causes of this conflict can be described as
undetermined roles in organization, excessive work load of the individual, work demands
higher than that can be met, defect in the interaction between the leader and colleagues (Aras
& Karakiraz, 2013: 3).

Work-Family Conflict Based on Attitude: this type of conflict emerges when an
attitude required by a role obstructs the attitudes of other roles. Individuals should show
attitudes in accordance with the roles they have. While fulfilling these attitudes, the roles
should be confused with each other (Ozdevecioglu & Cakmak Doruk, 2009: 73). When roles
in family and work life are confused with each other, naturally there will be various
problems.

4. Job Performance

A benefit will come about as a result of a work completed. For this benefit to be
realized, there should be a performance individuals must fulfill. The individual performance
shown in the organization is an important concept for the consistency of both individuals in
the organizations and businesses.

Performance concept has become a concept we encounter often today. This is because
whether and to which extent individuals fulfil the tasks given to them have become more
important. It can be said that individuals have a high performance after they fulfill the tasks
given to them correctly while they have a low performance in the event that they cannot
fulfill their obligations or tasks and they get insufficient results (Ozgen & Oztiirk & Yalgin,
2005: 227).

The same performance cannot be expected from all workers in a business. This
situation may be caused by inherent characteristics of individuals or other characteristics
acquired later.

Job performance concept is the level of success individuals reach as a result of their
efforts. If individuals are awarded for the success they reach, then their success level and
satisfaction in their jobs increase. And this indicates a higher success (Yildiz & Savel &
Kapu, 2014: 236).

After explaining basic concepts of performance, giving information about the
performance measurement will be beneficial. Evaluation of the workers’ performances can
give an opinion about whether the tasks are carried out correctly or not in the businesses. In
order to have an opinion about to which extent workers are successful at their tasks,
performance evaluation is used.
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Performance evaluation can be described as the evaluation of the individuals in all
perspectives such as works, activities, their defects, their extra abilities whatever tasks they
have in an organization (Findik¢1, 2009: 296).

In performance evaluation, it must be remembered that the measurement is not the
work itself, but the personnel performing the work, their success or failure at the work
(Ozgen & Oztiirk & Yalgin, 2005: 227).

Some of the aims of this evaluation are to determine the success level, show the
individuals their own values and successes, give them the positions at which they are most
efficient by determining personal features, organize various training activities for individuals
incompetent at their jobs, determine the salary level that workers deserve and determine the
personnel to be unemployed in the most correct way (Yilmazer, 2013: 109).

In employee performance evaluation performed up to date, many different methods
were tried and developed. In order to have workers that have efficient and effective
performances, each organization should develop a performance evaliation system suitable
for itself. One of the most important reasons of developing a suitable performance evaluation
system for each organization is very different worker characteristics and variance of each
organization. These variances make the use of same method in different organizations
harder. The evaluation methods used should comply with the structure of the business and
be dynamic (Unsalan & Simseker, 2010: 125).

In this process, businesses undergo some various phases. Firstly, a plan is created for
performance evaluation and aims are determined. Performance standards are determined.
Current success of the business is measured, evaluated and compared with the expected
success level. Various analyses are performed. Design and development of the current
information is actualised. Success evaluation is performed and sustainable success in the
business is planned in line with the data acquired (Y1lmazer, 2013: 109).

Generally employee performance is of great importance in businesses. Each director
wants to know abilities of workers under his/her control, the ratio of the works that should
be performed by them to the works performed and whether they work according to the
targets. Even when being accepted to the job, workers are accepted considering their
performances. Therefore, their performances continue to be monitored afterwards. In order
to reach the maximum efficiency in the businesses, employee performance should be
monitored closely and continuous progress should be provided in line with the success
(Sabuncuoglu, 2009: 184).

5. Materials and Methods
Questionnaire form method was used in the study to acquire the data. Quintile likert
scale was used. In order to determine to which extent the participants in the questionnaire

agree on the expressions in from, the answer options consisted of “I absolutely agree”, “I
agree”, “Partially agree”, “I don’t agree” and “T absolutely don’t agree”. In line with the data
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acquired, work-family and family life conflict, job stress and job performance levels of the
hotel workers will be presented. Also there are 11 expressions used for determining the
demographic features of the participants in the questionnaire.

In order to evalute the work-family life conflict, a scales composed of 10 questions,
which was developed by Netenmeyer, Boles and McMurrian (1996), and reliably adapted to
Turkish by Efeoglu (2006), was used. In order to evaluate job stress, a scale composed of 7
questions, which was developed by Huselid and Day (1991), and reliable adapted to Turkish
by Efeoglu (2006), was used. In order to evaluate job performance, a scale composed of 13
questions, which was developed by Choo (1986), and reliably adapted to Turkish by Yildiz,
Savci and Kapu (2014), was used.

Structural Equation Model (SEM) to test the validity of all scalles using confirmatory
factor analysis (CFA) made and internal consistency were evaluated. CFA results are
acceptable levels of goodness of fit values are obtained.

Table: 1
Confirmatory Factor Analysis Results
Factor Ay? df Ay*/df=1,96 GFI CFI IF1 RMSEA
Work Family Life Conflict 78,188 33 2,369 ,95 97 97 0,06
Job Stress 16,812 13 1,293 ,98 ,99 ,99 ,029
Job Performance 197,011 63 3,127 ,91 ,92 ,92 ,07

Population and Sample: Participants were accepted as the accomodation sector
workers in Karabiik, Bartin and Zonguldak provinces in Western Blacksea Region. 347
questionnaires were acquired from 57 accomodation businesses reached in this population.

Data acquired by means of the questionnaires was transfered to computer and
analysed with the help of IBM SPSS 22 packaged software. Frequence analysis, reliability
analysis, correlation analysis, regression analysis, T test and Anova test was applied to the
data acquired.

6. Findings and Comments

6.1. Demographic Features Related to Study Sample

As seen in the table 2, the sample of the study consists of males and females in the
profession. 56,4% of the population consists of males and 43,6% of the population consists
of females. When the marital status examined, we see that 44,2% are single and 55,8% are
married. When classified according to the age, 24,9% range between 0-25, 36,7% range
between 26-35, 28,3% range between 36-45 and ages of 10,1% are 46 or higher. 71,4% of
the study, the majority of the sample, consists of workers, 7,2% consists of low level
directors, 13% consists of mid level directors and 7,2% consists of high level directors.
When the position in the business examined; it is seen that 23,1% consists of reception
personnel, 19,4% consists of housekeeping personnel, 15,6% consists of service personnel,
14,5% consists of kitchen personnel, 15,3% consists of administrative units personnel and
12,1% consists of peripheral services personnel. When the number of children possessed by
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the workers examined; it is seen that 48%, the majority, consists of those who don’t have
any children, 15,6% consists of those who have only one child, 26,3% consists of those who
have two children, 8,1% consists of those who have three children, 1,7% consists of those
who have four children and 0,3% consists of those who have five children. When the
education level of workers examined; it is seen that 26% are at the level of primary
education, 38,4% are at the level of high school, 28% are at the level of bachelor’s degree,
6,6% are at the level of master degree and 0,9% are at the level of doctorate. When income
levels examined; it is seen that 66,2%, the majority, consists of those whose income levels
are between 1000-1499 TL, namely minimum wage level. On the other hand, 25,7% are
between 1500-2499, 4% are between 2500-3499 and 4% are at the level of 3500 TL or more.
When working hours examined; it is seen that 37,3% have regular working hours, 29,8%
work in shifts and 32,9% have irregular working hours. When the working time in the last
organization examined; it is seen that 33,8% have worked for one year or less in the same
organization, 31,5% have worked for 13-48 months, 12,1% have worked for 49-72 months

and 22,5% have worked for 6 years or more.

Table: 2

Demographic Features Related to Study Sample

Gender Person Percentage (%) Marital Status Person Percentage (%)
Male 195 56,4 Single 153 44,2

Female 151 43,6 Married 193 55,8

Age Person Percentage (%) Title Person Title

25 or lower 86 24,9 Worker 247 714

Between 26-35 127 36,7 Low Level Director 25 7.2

Between 36-45 98 28,3 Mid Level Director 45 13,0

46 or higher 35 10,1 High Level Director 29 8.4

Number of Children Person Percentage (%) Position Person Percentage (%)
0 166 48,0 Reception 80 23,1

1 54 15,6 Housekeeping 67 19,4

2 91 26,3 Service 54 15,6

3 28 81 Kitchen 50 14,5

4 6 1,7 Administrative Units 53 15,3

5 1 0,3 Peripheral Services 52 12,1

Education Person Percentage (%) Income Person Percentage (%)
Primary Education 90 26,0 Between 1000-1499 229 66,2

High School 133 38,4 Between 1500-2499 89 25,7

Bachelor’s Degree 97 28,0 Between 2500-3499 14 4,0

Master Degree 23 6,6 3500 or more 14 4,0

Doctorate 3 0.9 Working in Organization Person Percentage (%)
Working Hours Person Percentage (%) 12 months or less 117 338

Regular 129 373 Between 13-48 109 31,5

In Shifts 103 29,8 Between 49-72 42 12,1

Irregular 114 32,9 73 months or more 78 22,5

6.2. Correlation Analysis

Table: 3

Descriptive Statistics Related to Scale Questions

Average Standard Deviation N
Conflict Average 2,56 0,885 346
Work-Family Conflict 2,73 1,23 346
Family-Work Conflict 2,39 0,95 346
Job Stress Average 2,46 0,880 346
Job Performance Average 3,87 0,655 346
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It is seen that averages of variables related to work-family life conflict is 2,56,
average of variables related to job stress is 2,46 and the average of variables related to job
performance is 3,47.

When looked at the values, it is seen that their perceptions of job performance is high,
their perceptions of conflict and stress have relatively lower values.

Table: 4
Correlation Analysis
1 2 3 4
Pearson Correlation 1
1)Work Family Conflict Sig. (2-tailed)
N 346
Pearson Correlation ,609™
2)Family Work Conflict Sig. (2-tailed) ,000
N 346
Pearson Correlation ,905™ ,889™
3)Work Family Life Conflict Sig. (2-tailed) ,000 ,000
N 346 346
Pearson Correlation ,549™ 467 ,568™
4)Job Stress Sig. (2-tailed) ,000 ,000 ,000
N 346 346 346
Pearson Correlation ,050 -,027 ,015 ,019
5)Job Performance Sig. (2-tailed) ,351 ,623 ,784 ,728
N 346 346 346 346

Correlation is significant at the 0.01 level (2-tailed).««

As a result of correlation analysis, when the relation between work-family conflict,
job stress and job performance examined; because the relation between conflict and stress is
P<0,05, it can be said that there is a significant relation and there is positive relation of 56%
between work family life conflict and stress. When work family life conflict increases, stress
also increases.

Because the relation between conflict and performance is P>0,05, it can be said that
there is a significant relation between performance and stress. It is seen that this relation is
at the level of 1% and this is not a significant relation.

6.3. Regression Analysis

Table: 5
Regression Analysis Anova Test

ANOVA?
Model Sum of Squares \ df Mean Square F Sig.

[ Regression ,033 [1 ,033 ,076 7840
1 | Residual 148,350 | 344 431

| Total 148,383 | 345

| Regression ,056 [2 ,028 ,065 ,937¢
2 | Residual 148,327 | 343 432

| Total 148,383 | 345

a. Dependent Variable: Job performance
b. Predictors: (Constant), Work-family conflict
c. Predictors: (Constant), Work-family conflict and job stress

It is seen that because the model in which we examined job stress and job
performance explanation levels of work-family conflict is P>0,05, the model is not
significant. It is seen that conflict and stress cannot explain the performance significantly.
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Table: 6

Regression Analysis
Model Summary®

R Adjusted R Std. Error Change Statistics - Durbin-
Model R Square Square of the Estimate R Square F dfl df2 Sig. F Watson
Change Change Change
1 ,015° ,000 -,003 ,65670 ,000 ,076 1 344 784
2 ,019° ,000 -,005 ,65760 ,000 ,054 1 343 ,816 1,426

a. Predictors: (Constant), Work-family conflict
b. Predictors: (Constant), Work-family conflict and Job stress
c. Dependent Variable: Job performance

In the analysis performed to examine the job performance explanation level, which
is a dependent variable, of work-family conflict and job stress which are independent
variables; when R? value examined; it is seen that there isn’t a significant relation regarding
the performance explanation of conflict and stress. Namely, conflict and stress cannot
explain performance significantly.

6.4. Reliability Tests

Table: 7
Work-family Conflict, Job Stress, Job Performance Reliability Statistics

Cronbach’s Alpha Cronbach’s Alpha Based on Standard Factors N
Work-family Life Conflict ,902 ,902 10
Work Family Conflict ,883 ,883 5
Family Work Conflict ,858 ,859 5
Job Stress ,845 ,846 7
Job Performance ,864 ,867 13

The value of 0,902 arising from the reliability test performed for the work-family life
conflict scale indicates that the scale gave highly reliable results and the used scale is
reliable. The value of 0,845 arising from the reliability test performed for the job stress scale
indicates that the scale gave highly reliable results and the used scale is reliable. The value
of 0,86 arising from the reliability test performed for the job performance scale indicates
that the scale gave highly reliable results and the used scale is reliable.

6.5. T Test Results

Table: 8
Relation of Variables with Gender
Levene Test for Variance Equality
F Sig t df Sig.(2 tailed
Conflict Average Variance Deemed Equal 441 ,507 -,155 344 877
Variance Deemed Unequal -,156 328,344 ,876
Stress Average Va_riance Deemed Equal 9,280 ,002 ,628 344 ,530
Variance Deemed Unequal ,643 342,445 ,520
Performance Average Va_riance Deemed Equal ,000 ,999 ,760 344 ,448
Variance Deemed Unequal ,759 320,538 ,449

When the variance of work-family life conflict, job stress and job performance
according to the gender examined; because it is P>0,05, it is seen that conflict, stress and
performance do not vary according to the gender. Namely, gender of the individuals do not
affect their levels of conflict, stress and performance.
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Table: 9
Relation of Variables with Marital Status

Levene Test for Variance Equality
F Sig t df Sig.(2 tailed
Conflict Average Va_riance Deemed Equal 311 577 -,802 344 423
Variance Deemed Unequal -,804 329,812 422
Stress Average Va_riance Deemed Equal ,594 441 327 344 744
Variance Deemed Unequal ,330 335,812 742
Performance Average Variance Deemed Equal ,005 ,944 -1,559 344 ,120
Variance Deemed Unequal -1,565 330,709 ,119

When the variance of work-family life conflict, job stress and job performance
according to the marital status examined; because it is P>0,05, it is seen that conflict, stress
and performance do not vary according to the marital status. Namely, marital status of the
individuals do not affect their levels of conflict, stress and performance.

6.6. Anova Test Results

Table: 10
Relation of Variables with Education Level
Total of Squares df Average of Squares F Sig

Intergroup 4,782 4 1,195 1,534 ,192
Conflict Average Intragroup 265,651 341 779

Total 270,433 345

Intergroup ,415 4 ,104 132 ,970
Stress Average Intragroup 267,345 341 ,784

Total 267,760 345

Intergroup 3,886 4 ,972 2,293 ,059
Performance Average Intragroup 144,496 341 424

Total 148,383 345

When the variance of work-family life conflict, job stress and job performance
according to the education level examined; because it is P>0,05, it is seen that there isn’t a
significant variance according to the education status.

Table: 11
Relation of Variables with the Position in the Organization
Total of Squares df Average of Squares F Sig
Intergroup 2,008 5 ,402 ,509 ,770
Conflict Average Intragroup 268,425 340 ,789
Total 270,433 345
Intergroup 270,433 5 1,092 1,416 ,218
Stress Average Intragroup 262,299 340 71
Total 267,760 345
Intergroup 14,309 5 2,862 7,257 ,000
Performance Average Intragroup 134,074 340 ,394
Total 148,383 345

When the variance of work-family life conflict, job stress and job performance
according to the position in the organization examined; because conflict and stress values
are P>0,05, it is seen that conflict and stress do not vary according to the position in the
organization. On the other hand, because performance value is P<0,05, it is seen that the
variance of performance level according to the position in the organization is significant.
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Analysis reulsts show that this variance in performance is caused by the different
perceptions of performance between administrative units and all other units.

Table: 12
Relation of Variables with Title in the Organization
Total of Squares df Average of Squares F Sig
Intergroup 6,418 3 2,139 2,771 ,042
Conflict Average Intragroup 264,015 342 72
Total 270,433 345
Intergroup 7,117 3 2,372 3,113 ,026
Stress Average Intragroup 260,643 342 ,762
Total 267,760 345
Intergroup 18,207 3 6,069 15,944 ,000
Performance Average Intragroup 130,176 342 ,381
Total 148,383 345

When the variance of work-family life conflict, job stress and job performance
according to the title in the organization examined; because work-family conflict, job stress
and job performance are P<0,05, it is seen that there is a significant variance according to
the title in the organization.

Analysis results show that this variance in stress is significant between workers and
low level directors and there is a significant variance between mid level directors and low
level directors. On the other hand, the variance in performance is seen between workers and
all directors. Besides, there is a significant variance between high level directors and mid
level directors.

These variances may be caused by perception variance between workers and directors
in general.

Table: 13
Relation of Variables with Income Level
Total of Squares df Average of Squares F Sig
Intergroup 3,429 3 1.143 1,464 ,224
Conflict Average Intragroup 267,004 342 ,781
Total 270,433 345
Intergroup 4,591 3 1,530 1,989 ,115
Stress Average Intragroup 263,169 342 ,769
Total 267,760 345
Intergroup 11,640 3 3,880 9,704 ,000
Performance Average Intragroup 136,743 342 ,400
Total 148,383 345

When the variance of work-family life conflict, job stress and job performance
according to the income levels examined; because conflict and stress values are P>0,05, it is
seen that there isn’t a significant variance according to the income levels. Besides, because
performance value is P<0,05, it is seen that there is a significant variance of performance
according to income levels.

Analysis results show that this variance in performance is between those who have
income levels of 1000-1499 TL and those who have income levels of 1500-2499 TL. Also
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they show that there is a significant variance between those who have incomes between
1000-1499 TL and those who have incomes of 3500 TL or more.

Table: 14
Relation of Variables with Working Hours
Total of Squares df Average of Squares F Sig

Intergroup 6.987 2 3,494 4,549 ,011
Conflict Average Intragroup 263,445 343 ,768

Total 270,433 345

Intergroup 4,828 2 2,414 3,149 ,044
Stress Average Intragroup 262,932 343 767

Total 267,760 345

Intergroup 2,305 2 1,153 2,707 ,068
Performance Average Intragroup 146,077 343 ,426

Total 148,383 345

When the variance of work-family life conflict, job stress and job performance
according to the working hours examined; because conflict and stress values are P<0,05, it
is seen that there is a significant variance according to the working hours. Besides, because
performance value is P>0,05, it is seen that there isn’t a significant variance of performance
according to working hours.

Analysis results show that this variance in work-family conflict is significant between
those who work irregularly and those who work in shifts. They also show that the variance
in stress is between those who work regularly and those who work irregularly.

Table: 15
Relation of Variables with Age
Total of Squares df Average of Squares F Sig
Intergroup 5,059 3 1,686 2,173 ,091
Conflict Average Intragroup 265,374 342 776
Total 270,433 345
Intergroup 4,545 3 1,515 1,969 ,118
Stress Average Intragroup 263,215 342 770
Total 267,760 345
Intergroup 2,257 3 ,752 1,761 ,154
Performance Average Intragroup 146,126 342 427
Total 148,383 345

When the variance of work-family life conflict, job stress and job performance
according to the age examined; because it is P<0,05, it is seen that there isn’t a significant
variance according to the age.

Table: 16
Relation of Variables with Total Worklng Time in the Organlzatlon
Total of Squares Average of Squares Sig
Intergroup 4,142 3 1,381 1 773 ,152
Conflict Average Intragroup 266,291 342 779
Total 270,433 345
Intergroup 10,397 3 3,466 4,605 ,004
Stress Average Intragroup 257,363 342 ,753
Total 267,760 345
Intergroup 6,994 3 2,331 5,639 ,001
Performance Average Intragroup 141,389 342 412
Total 148,383 345
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When the variance of work-family life conflict, job stress and job performance
according to the working time in the organization examined; because of performance and
stress values are P<0,05, it is seen that there is a significant variance according to the
working time in the organization. Besides, because conflict value is P>0,05, it is seen that
there isn’t a significant variance of conflict according to working time in the organization.

Analysis results show that this variance in stress is between those who have worked
for 1 year or less and all other groups. They also show that the variance in performance is
between those who have worked for 1 year or less and those who have worked for more than
6 years.

Table: 17
Relation of Variables with Total Working Time in Tourism
Total of Squares df Average of Squares F Sig
Intergroup 4,224 3 1,408 1,809 ,145
Conflict Average Intragroup 266,209 342 778
Total 270,433 345
Intergroup 4,813 3 1,604 2,087 ,102
Stress Average Intragroup 262,947 342 ,769
Total 267,760 345
Intergroup 9,014 3 3,005 7,373 ,000
Performance Average Intragroup 139,369 342 ,408
Total 148,383 345

When the variance of work-family life conflict, job stress and job performance
according to the working time in tourism sector examined; because conflict and stress values
are P>0,05 , it is seen that there isn’t a significant variance according to the working time in
tourism sector. Besides, because performance value is P<0,05 , it is seen that there is a
significant variance of performance according to working time in tourism sector.

Analysis results show that this variance in performance is between those who have
worked for 1 year or less and those who have worked for 6 years or more in tourism sector.

7. Conclusion, Discussion and Suggestions

There some factors like stress and work-family conflict which affect the
performances of individuals striving to make a living and reach the future successfully.
These factors can have varying effects of the performances of individuals.

In this study, the relation between work-family life conflict, job stress and job
performance and their effects regarding the accomodation sector workers in Bartin, Karabiik,
Zonguldak provinces were analysed. In this area, questionnaire was conducted and the data
acquired was analysed for the results.

As a result of the analyses based on general aim;

When the relation between work-family conflict, job stress and job performance
examined; it was concluded that there is a positive relation between work-family conflict
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and stress, the stress level increases when work-family conflict level increases and there isn’t
a significant relation between work-family conflict and job performance.

When the job performance explanation levels of work-family conflict and job stress
examined; it was concluded that there isn’t a significant relation between job performance
explanation levels of work-family conflict and job stress.

It was concluded that there isn’t a significant variance of business-life life conflict,
job stress and job performance levels according to the gender, marital status and education
status variables.

When the work-family life conflict, job stress and job performance according to the
variable of position in the organization examined; it was concluded that there isn’t a
significant variance of work-family and stress levels, besides there is a significant variance
of job performance according to the position in the organization. When this significant
variance examined; it is seen that it is between administrative units and all other units. This
variance results from the administrative units’ workers’ different perception of job
performance from the other workers.

When the work-family life conflict, job stress and job performance according to the
variable of title examined; it was concluded that there is a significant variance according to
all variables. It was observed that this variance in stress is significant between workers and
low level directors, and between mid level directors and low level directors. It was concluded
that the variance in performance is significant between workers and all other directors. This
variance may be caused by the perception variance between workers and directors.

When the work-family life conflict, job stress and job performance according to the
variable of income levels examined; it was concluded that there isn’t a significant variance
of work-family life conflict and job stress according to income levels. It was also observed
that there is a significant variance of job performance according to income levels. It was
concluded that the variance in performance is between those who have income levels
between 1000-1499 and those who have income levels between 1500-2499. It was concluded
that income level is one of the factors directly affecting the job performance.

When the work-family life conflict, job stress and job performance according to the
variable of working hours examined; it was concluded that there isn’t a significant variance
of job performance according to working hours. It was also observed that there is a
significant variance of work-family conflict and job stress according to working hours. It
was concluded that the variance in work-family conflict is between those who work in
regular hours and those who work in irregular hours. It was concluded that working hours
directly affect the work-family conflict and job stress.

When the work-family life conflict, job stress and job performance according to the

variable of total working time in the organization examined; it was concluded that there isn’t
a significant variance of work-family conflict level. It was also observed that there is a
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significant variance of job stress and job performance levels. It was concluded that the
variance in job stress is between those who have worked for one year or less and all others,
the variance in job performance is between those who have worked for one year or less and
those who have worked for six years or more in the organization.

When the work-family life conflict, job stress and job performance according to the
variable of total working time in tourism sector examined; it was concluded that there isn’t
a significant variance of work-family conflict and job stress levels. It was also observed that
there is a significant variance of job performance levels. It was concluded that the variance
in job performance is between those who have worked for one year or less and those who
have worked for six years or more in the tourism sector.

This data acquired for the relation between work-family conflict, job stress and job
performance is significant for workers and directors in the sector, scholars and other groups
interested in this subject. Individuals should keep their life balances at the ideal level and
shouldn’t be involved in conflicts with business and family life. The arising conflict can also
have some effects on other life balances over time. In developing competitive environment,
individuals should continue to conduct their business with success away from the conflicts,
show high performance and reach the life balance.

One of the best ways to solve this conflict environment for individuals is to establish
good relationships and communication with others in both family life and business life. It is
possible to offer some suggestions regarding the results of the study:

e Workers can be informed about performance from time to time in order to
improve their perceptions of performance.

e Inorder to prevent the stress and work-family conflicts of workers due to working
hours, some changes can be made in working hours.

e A more appropriate pricing system can be applied in order to increase the
performance of workers.

e In order to reduce the work stress of the employees and to increase the life
balance, the employees need to take care that the working hours of the employees
are not exceeded eight hours as much as possible. If this is not possible, an
employee overtime of eight hours must be paid (Geng, Geng and Giimiis, 2016).

e Some training can be provided to the workers in order to reach work-family life
balances more easily.

e Human Resources Management in the organizations should become more
important. This way, need of workers can be determined earlier and they can
reach a good life level.

e This study can be repeated by reaching wider and more different areas.

e By adding different variables to this study, their relations with others can be
studied. Or the same variables can be applied to different sectors.
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