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Abstract: This study aims to identify the level of work-family conflict, life satisfactions and organizational cynicism of the families who are working in 

the tourism industry and to reveal the causal relationships between these phenomenon. According to the results of field work conducted in 2015 

within the scope of this research with 427 employees from five star hotels operating in Antalya, the work-family conflict of the employees is moderate. 

While moderate results are achieved in the point of life satisfaction, it is determined that the organizational cynicism is relatively low. Hierarchical 

Regression Analysis was made in order to test the hypotheses which are established within the scope of this study’s purpose and theoretical 

framework. It is determined that work-family conflict is a predictor variable on the life satisfaction and cynicism. Another result reached through the 

study is that life satisfaction acts as a partial mediator between work-family conflict and organizational cynicism. Accordingly, it is seen that 

organizational cynicism which is caused by work-family conflict arises from its impacts on life satisfaction.  
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Öz: Bu araştırmada turizm sektöründe çalışanların iş aile çatışması, yaşam doyumları ve örgütsel sinizm düzeylerinin tespit edilmesi amaçlanmış ve 

bu olgular arasındaki nedensel ilişkiler ortaya konmaya çalışılmıştır. Araştırma kapsamında Antalya ilinde faaliyet gösteren beş yıldızlı otel 

işletmelerinde çalışan 427 işgörenle, 2015 yılında gerçekleştirilen saha çalışması sonuçlarına göre; çalışanların iş-aile çatışması düzeylerinin orta 

seviyede olduğu tespit edilmiştir. Yaşam doyumu açısından da orta düzeyde bir sonuca ulaşılırken, örgütsel sinizmin görece düşük olduğu 

saptanmıştır. Araştırmanın amacı ve kuramsal dayanakları çerçevesinde kurulan hipotezleri test için hiyerarşik regresyon analizi gerçekleştirilmiştir. 

İş-aile çatışmasının yaşam doyumu ve örgütsel sinizm üzerinde yordayıcı bir değişken olduğu belirlenmiştir. Araştırmada ulaşılan bir diğer sonuç ise 

yaşam doyumunun, iş-aile çatışmasının örgütsel sinizm üzerindeki etkisinde kısmi aracı değişken olduğudur. Buna göre, iş-aile çatışmasının neden 

olduğu örgütsel sinizm tutumları, yaşam doyumuna olan etkisinden kaynaklandığı görülmüştür. 

Anahtar Kelimeler: İş-Aile Çatışması, Sinizm, Örgütsel Sinizm, Yaşam Doyumu 

1. Introduction 

The main element of the service industry is definitely the human factor. Therefore, obtaining high level of productivity 

is directly related with the working hours, format and conditions of the employees as it is directly associated with the 

conditions of employees’ private and social lives. Work has an important place in a human’s life, almost as important as 

family has. Considering that people spend a significant part of their everyday lives while they are in the workplaces or 

while planning the possibilities or activities related to the work, it is unlikely that employees with low level of job 

satisfaction due to the troubles experienced in the working environment will be able to achieve the long-term 

productivity desired by the management. So that the quality of the service is in a positive relationship with the 

employee’s satisfaction level at social and family life, life satisfaction, workplace’s ability of meeting the employee’s 

expectations.  

In recent years, with the impact of the globalization, the emergence of heavy workload has disrupted the vital 

relationship that people have established between the work and family, and set the stage for the occurrence of family-

work conflict. Because of that reason, mental factors which cause behavioral changes in workplace have taken the 

interests of researchers. One of these factors is the work-family conflict. Especially some of the roles, obstruct the 

fulfillment of the other roles and this situation causes that individual have to struggle with the role conflicts and even 

role ambiguities. This struggle reduces the life satisfaction that is sum of the satisfaction level in working life and non-

working life. Especially the stress experienced in workplace make individuals exhausted as well as the stresses 

experienced in family and social life and with the decrease of life satisfaction, it is possible that the individuals be 

deriven away from the organizational values because of the due to the work and its consequence and that they start to 

show negative attitudes such as cynicism and critical discourses about the structure of work (Hombrados, Mendieta & 



Yildirim, M., Acar, A. / Journal of Yasar University, 2018, 13/51, 267-280 

268 

 

Rivas, 2011, p. 230) or their intention to leave the work may arise (Rode et al, 2007, p. 67). 

This study aims to identify the causal relationships between the concepts of work-family conflict, life 

satisfaction and organizational cynicism that are caused by the hotels’ tiring and long working hours with high tempo. 

Firstly, these concepts will be explained in detail within this context. After, the field work involving the hotel 

employees and its results will be discussed.  

 

2. Literature review 

2.1. Work-Family Conflict 

Work-family conflict, which is a kind of the conflict between roles, arises from the employees’ having more than one 

role as working parents and partners and these roles’ conflicting with each other (Dubrin, 1997, p. 116).  This way of 

conflict can be defined as the oppressions individuals suffered in the process of fulfilling the obligations in an area 

making hard to fulfilling the obligations of another area (Greenhaus & Nicholas, 1985). Parasuraman & Simmers 

(2001, p. 556) defined the work-family conflict as the incompatibility due to the emergence of the very different roles 

that individuals have in different areas of their life simultaneously. Work and family are the two most significant 

elements of every person’s life. For this reason, work and family-related roles are the most distinct roles that 

individuals play throughout their lives. However, individuals have the biggest contradiction of their lives in that point 

since the time and energy that they have is restricted and it is very difficult to fulfill these roles in the form of 

successive events. Individuals, who fail to maintain the balance between interrelated and interactive work and family 

roles and the requirements of these roles, are exposed to the work-family or family-work conflicts.  

Work-family conflicts are considered in two dimensions by the literature studies (Gutek, Searle & Klepa, 1991, p. 

560-68.) In other words, family life can influence the professional life as professional life influences the family life. 

Despite the relation between these two dimensions, professional life and family life conceptually differ from each other 

(Casper et al.,2002; Frone et al. 1992). Work-family conflict which is considered as the first dimension is a type of 

conflict occurs as a consequence of that individuals’ roles in the professional life prevents them from fulfilling their 

obligations in their family lives (Frone & Cooper, 1992, p. 728). The second dimension, family-work conflict, is a 

conflict caused by the family’s preventing the individuals from fulfilling the obligations related to work (Vaydanoff, 

2005, p. 708). Intervention of professional life to family life which is work-family conflict is more commonly 

mentioned in the literature comparing with the family-work conflict which is the intervention of the family life to 

professional life (Frone, Russel, & Cooper, 1992, p. 723).  

In past studies, the existence of a wide variety of priorities related to the work-family conflict has been mentioned. 

Vaydanoff (1998), states that characteristics of work and family influence the work-family conflict. While the 

regulation of the working shifts, working hours and work demands are among the working roles, the time spent with the 

family, the working hours of the partner, the number and age of the children are among the features of the family 

structure. Priorities of the work-family conflict are grouped under three main headings. These are the variables of 

professional life such as the flexibility of working hours and work stress, variables of the living space out of the 

problems in marriage, time spent for housework and child care, and lastly the individual and demographic variables 

such as personality, behavior, gender, income and etc. (Byron, 2005: 171; Hargis, Kotrba, Zhdanova, & Baltes, 2011, p. 

388).  

Work-family conflict has three main dimensions in terms of structural differences and the main features leading the 

conflict (Carnicer, 2004, p. 468; Elloy, 2004, p. 20; Greenhaus & Beutel, 1985, p. 77-82). The first dimension is the 

time-based conflict. Time-based conflict is that the time pressure regarding with a role constraints and violates the time 

required for the other role (Şatır, 2002, p. 7). Time constraint is the most prominent element of the conflict (Şatır, 2002, 

p. 7). Individuals are responsible from fulfilling the roles they have during the day, and each role will make fulfilling 

the role requirements more difficult by restricting the time allocated to the other role and will lead to a time-based 

conflict (Cardena & Major, 2005, p. 36-37). Organizational reasons of this conflict include overtime, irregular working 

hours, daily or weekly working hours while familial reasons are having little children and both of the partners are 

working (Elloy, 2004, p. 20). Kinnunen & Mauno (1998) defined the distress-based conflict, another dimension, as 

stress or stress symptoms of a role affecting the performance of another role (Kinnunen & Mauno, 1998, p. 158). In 

other words, the distress-based conflict is that the psychological state of the work or family is moved to another area 

(Bacharach et al., 1991, p. 42). In the working place, The fact that the individual, who is tired, tense, nervous and 

stressed due to many negativities and stresses during the day, cannot fulfill the roles within the family, will cause 

trouble-based work-family conflict.  The behavior-based conflict, the last dimension of the work family conflict, occurs 

when there is a mismatch between a role-specific behavior and the other role-specific behaviors (Kinnunen & Mauno, 

1998. p. 158). For instance, the logical and competitive behaviors which are suitable for the working life and the 

behaviors which are appropriate for the family life and involving sensuality and sacrifice may be incompatible. In this 

case, if individuals are unable to make appropriate changes while moving from one role to another or if the behavior 

making them successful in a role does not bring them success in other roles it is possible that the individuals have 

behavior-based conflict. 
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2.2. Life Satisfaction 

The balance and harmony between the people's working and personal lives is the main source of the individual 

happiness, peace and life satisfaction in general. This balance and harmony determines the quality of familial and social 

relations as well as the inner peace of individuals while shaping their approach to work motivation and eventually their 

performance. The study of Brayfield, Wells and State (1957) pointed to the relationship between job satisfaction and 

life satisfaction for the first time in the literature. With this study stating that the job satisfaction has a decisive role in 

the emergence of life satisfaction, the subject has become a concept emphasized in the organizational behavior 

literature.  

According to a definition, life satisfaction is the degree to which individuals fulfill their physical and 

psychological needs and meet their needs (Demerouti et al., 2000, s. 456). In another definition, life satisfaction which 

is known with the concept of the happiness is associated with subjective well-being and attention has been drawn into 

the positive and negative emotions and life satisfaction, the three essential components of subjective well-being 

(Hofmann et al., 2014, p. 266). Emotions, according to this definition, points to the positive and negative feelings that 

individuals have against events, processes and situations while the satisfaction of life is conceptualized as cognitive 

attitudes related to general life (Diener & Suh, 1997, p. 200). 

 In fact, this cognitive attitude is based on a number of objective factors as well as subjective variables (Diener, 

1984, s. 543; Diener vd., 1985, s.71). Such that, the life quality, another concept associated with life satisfaction, 

directly and indirectly explain the variables which determine life satisfaction with some social and alternative 

indicators. Accordingly, health, crime rate, economic well-being, and social relationships within the society in which 

the individuals live are the social indicators. Individuals’ lives in a social context composed of these issues, so the 

quality perception of their life and ultimately the life satisfaction is shaped in this context. Alternative indicators are 

related to individual's subjective goals and competencies. Thereby, individuals’ reaching their own ideals, realizing 

their desires and having an adequate level of economics for their wishes are indicated as the other criterion of the life 

satisfaction (Dienerve Suh, 1997, p .189). Life satisfaction, in this context, also refers to the individual’s assessment of 

their quality of life and the level of happiness they have as a result of this assessment (Mitchell, 1999, p. 143; Hofmann, 

2014, p. 266). Peterson, Park and Seligman associate the life satisfaction with a happiness inventory consisting of three 

dimensions: living a meaningful life, enjoying the life and the sense of mission (2005). Meaningful life is explained by 

the realization of individual ideals, being conscious of the responsibilities towards society, and acting with this 

consciousness. In the aspect of enjoyment/pleasure, subjective aspiration and fulfillment of the desires and satisfying of 

them are the subject. Finally, in the sense of mission, the overall attitude of individual to the work has been assessed. 

According to the study, level of the positive attitude emerging in each three dimension, determines the life satisfaction 

level of the individual (Peterson, Park & Seligman, 2005, p. 33). All in all, life satisfaction can be mentioned as the 

result of the level of reaching personal goals and harmony and acclaim regarding with social context.  

The positive and the negative experiences of individuals can be the source of overall life satisfactions as well as 

they determine the inner peace and happiness. In addition, expectations, goals and ideals about life can shape and 

influence the life satisfaction and can give direction to the level of overall life satisfaction. On the other hand, the social 

and natural conditions surrounding the life, the environments that encompass the daily life of the individuals and the 

relationships network of them are important in terms of life satisfaction. Working life is one of the areas where the 

positive and negative situations, events and processes, social conditions and everyday life are experienced in general 

terms. In this respect, meeting of the various expectations wants and needs of the individuals; being supported in the 

business and career development processes at an organizational level will increase the job satisfaction as it will also 

determine the life satisfaction (Dixon & Sagas, 2007, p. 240). In other words, the satisfaction level of the employees in 

the working environment will determine their life satisfaction (Tait et al. 1989, p. 502). 

In general, the main motivation for individuals to work is to provide a good, healthy, successful and economically 

viable life (Vestling et al., 2003, p. 127). As a matter of fact, the working conditions, the opportunities provided by the 

job, individuals’ level of meeting their desires and needs determine the life satisfaction. Hence, experience regarding 

the work, job satisfaction, and the job’s suitability to subjective aims are considered as the important sources of the 

individual's overall life satisfaction (Chacko, 1983; Judge & Watanabe, 1994; Carlson & Perreve, 1999; Zhao, et al., 

2016). Within this context, the job satisfaction determines the level of personal satisfaction with the general life and 

plays an important role in human productivity (Hakanen & Schaufeli, 2012; Fortney, et al., 2013; Haar, et al., 2014). 

 

 

2.3. Organizational Cynicism  

Cynicism, a philosophical current that emerged in ancient Greece and identified with the Sinopian Diogenes (Dean et 

al., 1998, p. 342), occurred as a result of the administrative deterioration appeared after the death of Alexander the 

Great and the parallel social corruption, and it is characterized with the alienation and social dissolution (Cutler, 2000, 

p. 298). Accordingly, cynical individuals assert that social contracts could never reach the expectations of the parties 

and that a meaningful life could be experienced with the rejection of social institutions and rules which alienate people 
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to their own self (Dean et al., 1998, p. 342). In the modern period, cynicism was considered parallel to the conceptual 

frame of antiquity but in a broader dimension and it was approached as hard sarcastic criticism of the social principles 

in western societies (Helvacı, 2010, p. 385). 

It is seen that the cynic attitudes exhibited by the individuals in the modern era are conceptualized in two main 

ways. The first characteristic of the cynic attitudes is the skepticism and pessimism which has become established in 

social relations, and the second is believe that all social relations are established for the sake of individual interests 

(Tokgöz & Yılmaz, 2008, p. 285). When the basic features of cynics are evaluated in general, it appears that cynicism 

has emerged as an attitude pattern. According to this, cynics may think that lying and abusing the other people's good 

intentions is the basic character of people, people are selfish, inconsistent, unreliable and unprincipled; that the secret 

intentions of personal interests lies behind all the behavior of people, they may be distressed, disgusted or even 

embarrassed about a person, group, organization or society and may interpret the events in their own light and with a 

cynical humor when they experience any negative experience (Mirvis & Kanter, 1991, p. 51-52; Brandes et al. 2006; 

Özgener, Öğüt & Kaplan, 2008, p. 54).  

Cynicism can also emerge in the organizational relationships, as well as it can emerge in all social relations with 

various levels and dimension. According to a definition, organizational cynicism appeared when individuals believe 

that there is a discrepancy between the principles and the practices of an organization. Having negative discourses 

against the organizational processes in order to react towards this discrepancy, bringing harsh criticism and disdaining 

the organization with sarcastic behaviors are listed as the other features of organizational cynicism (Dean et al., 1998, p. 

345). Furthermore, in other definitions, it is stated that the organizational cynicism has emerged with the belief that 

employees’ expectations will be neglected for the organizational interests (Andersson & Bateman, 1997, p. 449) and the 

concept is associated with the insecurity resulted by unfair practices (Bommer et al., 2005, p. 736). Wanous, Reichers 

and Austin (2000, p. 136) also indicate that negative experiences and observations lead to cynic attitudes at the 

organizational level. According to this assumption, cynical attitudes arise from any experience of the individual in the 

organization and these attitudes may be reflected in other elements related to the organization and may become the 

source of established negative attitudes about the organization as a whole. It is determined that the organizational 

cynicism (Abraham, 2000, p. 270), which can also occur due to a frustration towards managerial functioning, can lead 

to break away from organizational values and governance, work for organizational change, cynical and critical 

discourses on work structure while making the employees away from the organizational affiliation (Stanley et al., 

2005). Especially, it is stated that the employees, who exhibit these and similar attitudes, show lower performances 

(Brandes et al., 2008, p. 235).  

Organizational cynicism emerges in three dimensions of attitude. These dimensions are affective, cognitive and 

behavioral attitudes. In affective cynic attitudes, employees may feel anger towards the organization, anxiety about 

work and the organizational functioning and they can have negative feelings like disgust and shame (Cavdar and 

Helvaci, 2016). All these emotions are the result of the image that emerges when the organization come into their mind 

for any reason (Brandes, 1997, p. 31; Dean et al., 1998, p. 346; Abraham, 2000, p. 26). The other dimension of 

organizational cynicism is the cognitive cynicism. In cognitive cynicism, employees have some beliefs and ideas that 

the organization may move away from honesty and justice for its own benefit may exploit the employees’ rights and 

interests and it will not keep its promises. An individual who exhibits the cognitive cynicism attitudes, underestimates 

and despises the organization, believe that the organization is unreliable and its practices are unprincipled, all decisions 

and practices are only concerned with organizational interests (Andersson, 1996, p. 1397; Brandes, 1997, p. 30; Dean et 

al., 1998, p. 345-346). This and similar beliefs, opinions and judgements can make the individual away from the 

organization and alienate them. The last dimension of the organizational cynicism is the behavioral cynicism. 

Affectively or cognitively cynical employees can make cynical attitudes more pronounced by exhibiting some 

behaviors. So, criticizing the organizational decisions, practices or policies or expressing them with a cynical discourse, 

constantly sharing of the organizational problems with the work or colleagues and complaints from them, employees’ 

trying to humiliate the organization and its representatives by suggestive looks or body language can be shown as 

example for the behavioral cynicism (Dean et al., 1998, p. 346, Brandes ve Das, 2006, p. 240). 

 

3. The Purpose and Hypotheses of the Study  

The main purpose of this research is to identify the relationship between family-work conflict, life satisfaction and the 

organizational cynicism. It can be said that the relationship between these three facts are based on different social 

theories and in different theoretical and empirical studies, they have been primarily studied.  

While the conflict about work and family may affect the individuals’ attitude towards work and organization, it 

may also create a state of unhappiness by affecting the personal life. Especially, the state of not being able to fulfill the 

responsibilities about the family and being a problem and obstacle about maintaining healthy relationships in personal 

life make the work-family conflict the main reason which devastates the individual and affects the life satisfaction in a 

negative manner. In fact, the demands and needs of an individual from life may vary according to different roles that 

the individual has. To illustrate, an individual may have roles such as being a wage earner, parent, spouse or a friend. 

(Demerouti et al., 2000, p. 456). While these roles also bring certain responsibilities with themselves, maintaining the 

relationships healthy and sustainable depends on the level of actualization of these roles. Accordingly, the conflicts, 

replacements or interferences between the responsibilities on the individual given by family and work may create a 
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state of uneasiness for an individual. Hence, this situation of work-family conflict may result in a decline of work and 

life satisfaction. (Zhao et al. 2016, p. 26). In this context, the main consequences of work-family conflict in terms of 

organization and individual are shown as; decrease of work and life satisfaction, drop in organizational commitment, 

stress and intent of resignation. (Carlson, Kacmar and Williams, 2000, p. 249).  

The research of Zhao et al. (2011) also gave results which supports this argument. According to a study conducted 

with the hotel workers in China illustrates that, the conflict between work and family has negative effects on 

individuals’ life satisfaction. However, in the same study, there is found no effect of the work-family conflict on the 

level of life satisfaction. Moreover, a research by Higgins et al. (1992) also concentrates on the relationship between the 

work and family and the level of life satisfaction. The research was conducted to 220 white collar workers and it was 

found that the ones who have high level of conflicts have also low level of life satisfaction. The primary reason of the 

workers’ higher work, career and life satisfaction was shown related to the low level of conflict between work and 

family. (Beutell & Wittig-Berman, 1999, p. 894). In this regard, the first hypothesis of the research was created as; H1. 

The work-family conflict has negative effects on  the satisfaction of life. 

It is possible to find the theoretic analysis in the literature which is pointing out –directly or indirectly- the 

potential relationship between the work-family conflict and the organizational cynicism. The source of the cynic 

behavior that was elaborated in organizational level is tried to be explained by various social theories and the concepts’ 

theoretical base was aimed to be revealed. When the literature is examined, theories such as, expectation (Andersson, 

1996; Abraham, 2000), emotional events (Brown ve Cregan, 2008), attitudes (Dean, 1998) and theories like social 

exchange theory (Neves et al., 2006) were primarily used in analysing the reasons of the changes and the examination 

of the outcomes in organizational cynicism. Especially the cause effect relation between the work-family conflict and 

the organizational cynicism is thought to be elaborated with the attribution theory.  

Attribution theory, which was introduced by Heider in 1958 to the literature, is an important theory that is used to 

explain the causation of attitudes (Martinko, Harvey & Dasborough, 2011, p. 144). According to the theory, because of 

the direct or indirect features of the work, individuals may relate the negativities or positivities they face in or out of the 

organization, to the organization itself or to any related part of it. In other words, individual can evaluate the durations, 

outcomes and success of their actions or relationships according to the level of exterior and interior control focus with 

different perspectives. In this regard, individuals who relates the potential results of their actions with interior variables 

such as; intention, impetus, personal capacity or character differs from the ones who relates the situations or events with 

luck, fortune (Specht, Fichtel &Meyer, 2007, p. 536) or any significant other that is thought to affect the process while 

explaining the process and results in terms of subject-element relationship. It is believed that the work-family conflict 

and organizational cynicism can be explained by attribution theory. According to Dean (1998), any action, process or 

situation that is directly related to the organization, may cause cynical attitudes towards the organization and this 

relation is explained by attribution theory. As a matter of the fact, any failure in organizations’ constitution, operation 

or implementation may primarily be thought to be related to incapabilities of executives and the reason of failure may 

be attributed to all organizational units starting from the manager and organizational cynicism may be shown at this 

level. (Eaton, 2000, p. 18-19). On the other hand, the quality of the direct relationship with the executives may be 

determinant about the cynical attitudes towards the whole organization and the negative experiences about the hierarchy 

may cause the cynical and cynical-like behaviors to be permanent which affect the whole organization. In the light of 

these statements, responsibility for the negativities which can be observed in non-work social relations depending on 

the nature and structure of the individual’s work such as work-family conflict can be attributed to the organization and 

cynical attitudes towards the all phenomena, events or processes regarding the organization can develop as a result. 

Especially the strictness of the working hours, the difficulty of the working conditions, the pressure created on 

personality and other social relations by the organizational roles, the resulting stress, negative mood and burnout can be 

seen as the elements which lead to the organizational cynicism as a result of work-family conflict (Chiaburu et al. 2013, 

p. 186). 

On the other hand, it is also stated that the organizational performances of the employees who have an expected 

work-life balance will be higher (Beauregard & Henry, 2009, p. 10). Moving from the belief that the employees with 

high performance are likely to have positive attitudes towards the organization, it can be argued that the cynicism will 

be low (Chiaburu et al. 2013, p. 186). In this context, the second hypothesis of the study is as follows: H2. The work-

family conflict has a positive effect on organizational cynicism. 

Social exchange theory is another theory which is used to explain the premises of organizational cynicism. 

According to the theory, all behaviors in social relations arise in the axis of mutual expectations and interests of the 

parties, the course of the relationships and the nature of the behavior is shaped by satisfaction level of these 

expectations. In this sense, social exchange theory links the quality of all decisions, actions and relations of the 

individuals in the organization with the results of mutual expectations of organization-member relations. Economic 

gains, managerial decisions and practices, working environment and layout, work culture, expectations of the workers 

which can not be fulfilled regarding the organizational climate/culture may lead to the breaking of social exchange and 

the emergence of negative attitudes and behaviors at the organizational level. In the related literature studies, 

organizational cynicism is considered as one of these outcomes, and the causal pattern of cynic attitudes is explained by 

social exchange Stanley, 2007; Neves, 2012; Chiaburu, Peng, Oh, Banks & Lomeli, 2013; Bashir & Nasir, 2013). 

Additionally, the economic gain recognized as an important determinant of life satisfaction (Neves, 2012; Stevenson & 

Wolfers, 2013), healthy, peaceful and stressful working conditions (Ruiz-Aranda, et al. 2014) are expressed as the 
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primary expectations from the organization in which the individual works. 

When it is considered in the context of social exchange, expectations which are not met and tough business 

conditions can reduce life satisfaction (De Cuyper & De Witte, 2006) and may cause the individuals to exhibit negative 

attitudes towards organization. Especially, when individuals exposing to intense work stress are feeling exhausted, with 

the decrease of life satisfaction in work and its consequent it is possible that they start to show negative attitudes such 

as cynicism against the organization or intention to leave work (Rode, et al., 2007, p. 67). The attitudes of individuals 

towards work emerged due to the life satisfaction can also vary according to personality traits. For instance, in the case 

of work stress and depression, it is stated that individuals exhibiting the personality characteristics with high external 

control can see the organization as a source of the situation (Chen et al., 2006, p. 25) In this context, the relation of life 

satisfaction to work, the value attributed to work, the satisfaction level of expectations and the process of perception 

shape the individuals’ attitudes and approaches toward organization. As a matter of fact, it is expected that the job 

performances of the individuals having high level of life satisfaction depending on the business life is hig (Jones, 2006, 

p. 32), while their job and organizational commitment can be higher (Kim et al., 2005, p. 185). Therefore, it can be said 

that the level of organizational cynicism will be lower in employees who have high level of life satisfaction. The third 

hypothesis of the study in the light of these explanations is determined as follows: H3.  Life satisfaction has a negative 

effect on organizational cynicism.  

One of the main questions of this study is whether life satisfaction is a mediator in the effect of work-family 

conflict on the organizational cynicism. So, the mediating variables and determination of the causal relationships 

between dependent and independent variables present important data for the analysis of whether there are other 

variables underlying the relationship (Orhunbilge, 2002). In other words, in order to understand the social reality it is 

important to determine whether the effect of the independent variables on the dependent variables is due to a different 

cause. One of the main arguments of this research is the idea of that the possible impact of the work-family conflict on 

organizational cynicism emerged through the life satisfaction.  

The decline in the life satisfaction, which is one of the negative consequences of work-family conflict such as 

burnout, intention to leave work and alienation, can lead various problems in many different time and point from the 

social relationships to the business life. It is because the level of perceived satisfaction with many aspects of life can 

lead to various reactionary attitudes, especially when it is low. These reactions are the reflections of feelings like anger, 

anxiety, burnout, and helplessness, all of which arise from the unmet demands and needs of the individual. When the 

causal relation between work-family conflict and life satisfaction is viewed from this point, it is expected that the 

possibility of negative attitudes such as organizational cynicism is high (Helvacı and Cetin, 2010). In other words, the 

possibility of work-family conflict that reveals the organizational cynicism may be due to its negative effects on the 

individual’s life satisfaction. In this context, the fourth and final hypothesis of the study is established as follows: The 

work-family conflict has mediation effect on the organizational cynicism. 

 

4. Method of the Research 

In accordance with the aim of this study, quantitative research method was used to test the hypotheses and survey 

technique was used as data collection tool. A scale consisting of nine and three dimensions that is developed by 

Carlson, Kacmar and Williams (2000) was used to determine the work-family conflict. The dimensions in this scale are 

composed of the time-based conflict (my work keeps me from the activities related to my family more than I want, 

etc.), distress-based conflict (sometimes I feel so stressed that I can not do the things I enjoy when I get home because 

of the all pressures in the work, etc.), and behavior-based conflict (my attitudes that make me successful in the 

workplace do not help me to be a good wife or a good parents, etc.). In order to determine the organizational cynics 

attitudes, the scale developed by Brandes (1997) which consists 14 expressions and 3 dimensions was  used. The 

dimensions of the scale are the affective cynicism, cognitive cynicism, and behavioral cynicism. In order to determine 

life satisfaction, a likert type scale consisting of five expressions which was developed by Diener et al. (1985) was 

used. The scale adapted to Turkish by Köker (1991) is composed of the positive statements such as “My life is close to 

my ideals in many ways”, “My living conditions are very good”.  Levels of participation in all three measures are rated 

as “I do not agree at all” (1) and “fully agree” (5). Increased levels of participation mean that work-family conflict, 

organizational cynicism and life satisfaction are high.  

The data were collected in 2015 in the Antalya region, through a field work on the five-star hotel employees in 

Belek and Side. 427 valid questionnaires were obtained in total and frequency, reliability and factor analyzes were 

performed by loading them into the statistical package program. In addition, correlation analysis of the sub-dimensions 

included in the mentioned scales was analyzed and the relationship levels were tested. Then, the hierarchical regression 

analysis was performed to test the research hypotheses. Baron and Kenny (1986) state that some conditions must be met 

in order for intermediary tests to be carried out. Three of these conditions are that the independent variable has an effect 

on the agent variable and dependent variable and the agent variable has an effect on the dependent variable. Moreover, 

to be able to mention a meaningful mediation effect, it is expected that the independent variable’s effect on the 

dependent variable reduce or totally disappeared when the intermediary variable model is included. Hence, hypothesis 

results were evaluated by determining whether these conditions were met by simple and hierarchical regression 

analyzes used in this study.  
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Results of the factor analysis of relevant scales, analysis of the dimensions and the overall scale’s reliability are 

included in Table-1. It was seen that the scale of the work-family conflict has two dimensions of factor in the result of 

analysis. This dimension has not been included in the study since the statements of the behavior-based work-family 

conflict are existing in the both dimensions. The result of the Kaiser-Mayer Olkin test, showing the value of 0.783 that 

is larger than 0.600 which is the criterion for determining whether any scale is suitable for factoring (Büyüköztürk, 

2012, p. 126), indicates that the current state of the scale constitutes a meaningful structure. On the other hand, time-

based and distress-based work-family conflicts explain about 78% of the general variance. It is also identified that the 

level of general reliability regarding the dimensions is very high. When the results of the factor analysis on 

organizational cynicism scale in the same table are examined, it was seen that the scale actually is factoring in three 

dimensions. The dimensions of affective, cognitive, and behavioral cynicism explains about 62% of the variance. It can 

be stated that the reliability level of dimensions and general organizational cynicism scale is also quite high. According 

to the results of the life satisfaction analyses, the scale is comprised from one dimension and it seen that the scale is 

quite reliable by the results of the analysis.  
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Table 1. Factor Analysis Results on the Scales 

Time-based Conflict 
Factor 

Load 

Explained 

Variance 
Alpha Value Scale Reliability 

TBC1 ,899 

41,053 ,887 

,849 

TBC2 ,839 

TBC3 ,899 

Distress-based * * * 

DBC1 ,804 

37,757 ,835 DBC2 ,854 

DBC3 ,872 

Kaiser-Meyer-Olkin: 0,783 K-

Square for Bartlett Sphericity Test: 

1416,143 

* 78,810 * * 

Affective cynicism * * * * 

ACS1 ,732 

20,670 0,834 

0,883 

ACS2 ,761 

ACS3 ,743 

ACS4 ,749 

Cognitive cynicism * * * 

CC1 ,622 

23,174 0,830 

CC2 ,882 

CC3 ,798 

CC4 ,626 

CC5 ,764 

Behavioral cynicism * * * 

BC1 ,729 

18,636 0,813 

BC2 ,774 

BC3 ,742 

BC4 ,787 

BC5 ,732 

Kaiser-Meyer-Olkin: 0,899 K-

Square for Bartlett Sphericity Test: 

2613,612 

* 62,480 * * 

Life Satsfaction * * * * 

LS1 ,852 

71,453 * 0,873 

LS2 ,829 

LS3 ,805 

LS4 ,828 

LS5 ,760 

Kaiser-Meyer-Olkin: 0,862 K-

Square for Bartlett Sphericity 

Test:1006,860 

 

   

 

5. Findings of the Research 

Results of the frequency analysis which was conducted to determine the demographic information of the employees 

participating in the survey showed that the majority of the employees consisted of male (%63.9), between the age of 26-

33 (%39.1), having associate’s degree (%31,9), having income within the interval of 1501-2000 (%29,7) and working 

as housekeepers (%24,4) and working in the food and beverage department (%22).  

Table 2 shows the results of correlation analysis conducted to determine the level and direction of relationship 

between work-family conflicts. Organizational cynicism, its sub-dimensions, life satisfaction, and the mean and 

standard deviations regarding the variables are also included in this table. 
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Table 2. Correlation Analysis Results 

                     **p < 

0.01 

 
At the end 

of the 

analysis, it is determined that the time and distress-based work-family conflicts are at a high level. In the same way, it is 

seen that the general work-family conflict is high. In the sub-dimension of the organizational cynicism, cognitive and 

behavioral cynicism were found to be moderate while cognitive cynicism was low. The level of general organizational 

cynicism is moderate with being close to the lower class. Participation regarding the life satisfaction is similarly 

moderate.  

As a result of the correlation analysis, it was found that there is a significant relationship between all sub-

dimensions belonging to the variables and the general averages at the level of 0,01. There is a linear and moderate 

relationship between the time-based work-family conflict, affliction-based work-family conflict, affective, cognitive 

and behavioral cynicism and organizational cynicism. The relationship between the time-based work-family conflict 

and the life satisfaction has been determined in the opposite direction. The stress-based work-family conflict has the 

same linear relationship but it has a lower level of association with sub-dimensions of the organizational cynicism 

mentioned. Its relationship with the life satisfaction is moderate and opposite. When the sub-dimensions of 

organizational cynicism are examined, it is determined that affective cynicism is highly related to cognitive cynicism, 

its relations between the behavioral cynicism is moderate and positive, the relationship between cognitive and 

behavioral cynicism was similarly moderate and positive. The relationship of sub-dimensions with life satisfaction is 

negative. While there is a moderate relationship between the attitudes of affective and behavioral cynics and life 

satisfaction, this relationship has remained at a low level in terms of behavioral cynicism. When the work-family 

conflict was generally evaluated, it was found that it has a moderate and positive relationship with affective, cognitive 

and general organizational cynicism but its relation with behavioral cynicism is low. The relationship between life 

satisfaction and work-family conflict was determined as reversed and moderate.  

In Table-3, the results of the regression analysis conducted to determine the causal relationships between work-

family conflict, life satisfaction and organizational cynicism take place. Model 1A shows the results of regression 

analysis made with the aim of defining the effect of work-family conflict on the life satisfaction and testing the first 

hypothesis of the study. According to result of analysis, the simple regression model, in which the work-family conflict 

is an independent variable, explains about 27% (R2 = 0.275) of life satisfaction. By this result, it can be stated that the 

work-family conflict is a significant predictor in the explanation of life satisfaction. When the standardized beta 

coefficient is examined, it is seen that this effect (ß = -0.524) is opposite. Thus, the increase in work-family conflict 

leads to a decline in the life satisfaction. With this result achieved, H1 was accepted and the first condition specified for 

the mediator variables is also supported.  

Table 3. Regression Analysis Results 

 Dependent Variable / Life Satisfaction 

Model 1A B Std.Error ß t p R R2 F p 

Constant 5,410 ,183 - 29,58 

0,000 ,524 ,275 161,11 ,000 Work-Family 

Conflict 
-,642 ,051 -,524 12,69 

 Dependent Variable / Organizational Cynicism 

Model 1B B Std.Error ß t p R R2 F p 

constant ,930 ,128 - 7,238 0,000 

,561 ,315 195,35 ,000 Work-Family 

Conflicy 
,497 ,036 ,561 13,977 0,000 

Model 2B B Std.Error ß t p R R2 F p 

Constant 2,083 ,214 - 9,713 0,000 

,615 

,378 

128,77 ,000 
WORK-Family 

Conflict 
,360 ,040 ,407 9,040 0,000 ΔR2 

Life Satisfaction -,213 ,033 -,295 -6,552 0,000 ,063 

Sobel Test = 0,574/p = 0,000 

 

 
TBC DBC ACS CC BC LS OC WCF Mean s.s. 

TBC 1 ,453** ,494** ,534** ,344** -,460** ,561** ,859** 3,546 0,865 

DBC ,453** 1 ,375** ,382** ,208** -,433** ,392** ,846** 3,443 0,942 

ACS ,494** ,375** 1 ,630** ,414** -,506** ,809** ,511** 2,385 0,823 

CC ,534** ,382** ,630** 1 ,417** -,460** ,850** ,539** 2,708 0,987 

BC ,344** ,208** ,414** ,417** 1 -,289** ,771** ,325** 2,850 0,842 

LS -,460** -,433** -,506** -,460** -,289** 1 -,508** -,524** 3,165 0,878 

OC ,561** ,392** ,809** ,850** ,771** -,508** 1 ,561** 2,666 0,817 

WFC ,859** ,846** ,511** ,539** ,325** -,524** ,561** 1 3,494 0,884 
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In the second model (B) shown in the Table-3, H2., H3. ve H4. was tested by performing hierarchical regression 

analysis. Firstly, the work-family conflict and organizational cynicism was included in the model. According to the 

result of this analyze, the work-family conflict explains about 31% of organizational cynicism (R2 = 0,315). By this 

result, the work-family conflict is a significant predictor in the explanation of life satisfaction. When the standardized 

beta coefficient is examined, it is seen that the effect of work-family conflict on the organizational cynicism (ß=0,561) 

is in the linear direction. In this respect, increase in the work-family conflict also makes the organizational cynicism 

increase. With this result achieved, H2 was accepted and the second condition specified for the establishment of the 

mediator model was supported.  

In the second phase of the analysis, life satisfaction was added to the model. The second model, in which the 

work-family conflict and life satisfaction were independent variables, revealed that the work-family conflict explains 

about 38% of organizational cynicism (R2 = 0.378) and that life satisfaction makes contribution to the model at the 

significance level of 0,001 and the value of 0.063%. When the standardized beta coefficients were examined, it was 

found that the work-family conflict (ß = 0,417) has a higher effect on the organizational cynicism than life satisfaction 

(ß = -0,295). By the same results, life satisfaction is an inverse and meaningful predictor of organizational cynicism. In 

other words, a possible decline in life satisfaction may lead to an increase in organizational cynicism. With this result, 

H3 was accepted and the third condition proposed for mediation tests was also provided.  

In order to test primarily the fourth hypothesis of the study, the change on the meaningful effect of work-family 

conflict on organizational cynicism was examined. The standardized beta coefficient that is 0.561 in the first model 

decreased to 0.407 in the second model in which life satisfaction was added, but the level of significance remained the 

same. Therefore, the effect of the work-family conflict on organizational cynicism is partially mediator on life 

satisfaction. As a result of Sobel Test conducted, it is revealed that the mediation effect of life satisfaction is significant 

in the level of 0,001. In this context, the last condition proposed for the mediation analysis was also provided and the 

fourth hypothesis of the research was accepted.  

 

6. Results and Discussion 

Employees may experience a decrease in their life satisfaction, some family problems, and this general unhappiness 

reflect in their work due to the intensity of work conditions, stress, excessive workload and so on. Especially during the 

summer season, the working conditions in hotel establishments operating in coastal regions can reveal the intensity and 

difficulties expressed. This situation, necessitates the determination of both the work-family conflict as a reflection of 

working conditions, and the level of life satisfaction of the hotel employees. In this regard, it is aimed to determine the 

level of work-family conflict, life satisfaction and organizational cynicism of the individuals working in the tourism 

industry and tried to reveal the causal relations between these cases. 

According to the results; it is revealed that employees’ level of the work-family conflict is moderate. When the 

sub-dimensions are examined, it is seen that the distress-based work-family conflict is higher than the problem-based 

work-family conflict. The flexibility of working hours in the peak season and thus the emergence of tough working 

conditions can lead employees to experience conflicts on dimensions mentioned above. While moderate result was 

achieved in terms of life satisfaction, organizational cynicism was found to be relatively low. 

According to the results of analysis, the effect of work-family conflict on the life satisfaction was found to be 

significant and opposite direction, while about 27% of life satisfaction was explained with work-family conflict. It can 

be said that this result is similar to the results of different empirical researches (Higgins et al., 1992; Zhao et al., 2011) 

which overlap with the theoretical studies indicating the causal relationship between work-family conflict and life 

satisfaction (Carlson et al., 2000; Rode, 2007). In this context, the life satisfaction of the employees who have family 

problems due to their work decreases.  

The second hypothesis of the research was also supported by the regression analysis and it was determined that the 

work-family conflict is a predictor variable on the organizational cynicism. This conclusion overlaps with the 

assumptions of the attribution theory, which is the theoretical basis for explaining the causes of organizational 

cynicism. According to the theory, individuals may attribute the responsibility of the events and situations which affect 

or concern them directly or indirectly to another actor, and they may explain particularly the negative results with this 

view. From this standpoint, excessive workload, role conflict, being unable to spend enough time for the family due to 

work, insufficiency of time for family because of the work, being unable to fulfill family responsibilities due to the 

working conditions, reflection of intra-organizational managerial or communicational problems, or inconsistencies in 

relationships and communication of family are considered as the problems which are attributed to the organization by 

the employees in terms of reason and responsibility, and indeed, the attitudes of organizational cynics are exhibited by 

individuals. The results obtain in the research empirically supported these assumptions of the attribution theory on the 

relationship between work-family conflict and organizational cynicism (Dean, 1998; Eaton, 2000). Within this context, 

it is observed that employees who have high conflicts of work-family are able to exhibit cynicism and similar attitudes 

and behaviors, reflecting the negative mood they have experienced because of conflict in the work and the organization.  

Another result reached in the study is that the life satisfaction has a significant effect on the organizational 

cynicism. Accordingly, as life satisfaction decreases, employees' attitudes toward organizational cynicism increase. 

This result supports the assumptions of social exchange theory, one of the models explaining the causes and 

consequences of organizational cynicism, as well as the theory of attribution (Stanley, 2007; Neves, 2012; Bashir & 
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Nasir, 2013). As indicated, according to the social exchange theory, all kinds and levels of relationships are established 

and continue depending on the condition that mutual expectations are met. Otherwise, the course and the quality of the 

relationship deteriorate; the parties can withdraw from mutual responsibilities or use their position against the other 

party (Ritzer, 2012). In this sense, one of the main determinants of the life satisfaction is working life. Hence, the 

difficulty and intensity of the working conditions can reduce the life satisfaction of the individual and that the 

organization is considered as the source of unhappiness about the general life by the individual can lead to the cynic 

attitudes. It is accepted that the causal relationship which triggers, nourishes and sustains each other also applicable for 

the hotel employees, and the assumptions of these theories have been empirically supported. Another outcome of the 

study is that life satisfaction is the partial mediator variable in the impact of work-family conflict on organizational 

cynicism. Accordingly, the attitudes of organizational cynics that are caused by the work-family conflict, arises from its 

influence on life satisfaction. In other words, because the work-family conflict lowers the satisfaction of life, the 

employees exhibit cynical attitudes towards the organization. This conclusion overlaps with the assumptions of both 

attribution and social exchange theory which were mentioned before, explaining the precursors of organizational 

cynicism.  

Within the scope of these findings, some suggestions can be made for the hotel enterprises and their employees. 

Beyond the bureaucratic working  processes, the human resources unit’s playing more functional roles such as solving 

employees’ problems, collecting data to improve working conditions, innovating in this context and paying close 

attention to employees' desires and expectations will make positive contributions in the point of work-family conflict, 

life satisfaction and organizational cynicism, as well as the hotels’ improvement of working conditions especially in 

terms of business hours, determination the optimal number of employees to reduce excessive workload. The leadership 

qualities and capabilities of managers are also important in solving these problems. Managers who are closely 

interested in employee issues and who intervene before problems arise, and who can be a kind counselor in overcoming 

organizational or individual problems of employees will contribute to the quick resolution of problems with less 

damage. 

By giving importance to non-work activities, engaging in the activities they have neglected or never experienced 

before, focusing on recreative activities, individuals may be less influenced even if they do not completely solve the 

problems caused by working conditions. Furthermore, in terms of both work-family conflict and the life satisfaction, 

employees should be aware of the fact that they deepen the problems rather than solving them, by exhibiting the cynic 

attitudes besides attributing the all responsibility to organization as a result of work-family conflict.  
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