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The present study proposed and tested the mediating effect of work-life balance (WLB)
in the relationship between recovery experiences and subjective well-being (SWB). Also, it aims
to investigate the moderating role of trait mindfulness in the proposed relationships. A
convenience sample of 348 full-time hotel employees was collected using a self-administered
online survey. Results from Confirmatory Factor Analysis (CFA) and Structural Equation
Modeling (SEM) illustrated that mastery experiences and control were positively related to
work-life balance. Meanwhile, control and work-life balance were positively associated with
subjective well-being. And the subsequent significant indirect effects confirmed the general role
of work-life balance as a mediator. Besides, trait mindfulness partially strengthened the positive
impact of recovery experiences on work-life balance and subjective well-being. At last, the
implications for the hotel industry were discussed regarding the strategies to help improve hotel
employees’ mental health and self-care.

Keywords: Recovery experiences, work-life balance (WLB), subjective well-being (SWB), trait
mindfulness, hotel employee
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CHAPTER 1: INTRODUCTION
In recent times, the “996” working schedule, working from 9 AM to 9 PM for six days a
week, had stimulated debate in the IT industry (Kuo, 2019), and the debate had widely spread to
other industry sectors in China (Hruby, 2018). The presence of the dispute implies that
workforces in China were changing, and appealing for healthier working conditions, more
balanced work and personal life, and more serious concern about their overall well-being (Yang,
2014). In fact, growing up in the information era, Generation X (born between 1965 and 1980)
and Generation Y/Millennials (born between 1981 and 2000) valued both growth opportunities
and work-life balance (WLB), and they seemed not to abide by traditional values (Gursoy, Chi &
Karadag, 2013). In contrast, the smartphone usage in modern society had blurred the boundary
between work and personal life, increasing work-life conflicts (Li & Yuan, 2018), which
ultimately deteriorates the employee's well-being (Chia & Chu, 2016). Moreover, Chinese
bonding social networks (Guanxi) and traditional culture might make matters worse. For
instance, employees might have to work long days to maintain good working relationships with
coworkers or supervisors. As a typical cultural example at the workplace, Confucianism, which
advocates collectivism, also encourages individuals to take the company as their second home
and work long hours and on holidays as a contribution to the organization (Zhao & Ghiselli,
2016). At home, filial responsibility originating from Confucianism are not limited to the
immediate family but the extended family, making it harder for employees to respite at home
(Kamo, 2000). Although financial and childcare supports from parents and relatives might be a
relief, youths could feel they owe others a debt of gratitude, which could not be quantified and
cleared. In the face of conflicts between work and personal life, besides job demands and stress,
employees are always seeking ways and chances to get relief and replenish energy, which at last
promotes subjective well-being (Butt, Abid, Arya & Farooqi, 2018).
Recovery experiences, which includes psychological detachment, relaxation, mastery
experiences, and control, had been well-researched in various time ranges and contexts. They
have shown their potential advantages in energy replenishment in the face of stress in general
(e.g., Sonnentag, Binnewies & Mojza, 2008; Binnewies, Sonnentag & Mojza, 2010; Kinnunen,
Feldt, Siltaloppi & Sonnentag, 2011). To recover, employees could simply start with getting
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themselves to forget about their job stress (psychological detachment) and kick back to relax
(relaxation). They could also challenge themselves in learning new things (mastery experiences)
or just decide their schedules (control). Previous research in recovery experiences had also
highlighted their strong association with employee well-being (Lee, Choo & Hyun, 2016). More
specifically, recovery experiences had positive impacts on sleep quality (Sonnentag et al., 2008),
intrapersonal relationships (Binnewies et al., 2010), job performance (von Dreden & Binnewies,
2017) and work satisfaction (Janicke, Rieger, Reinecke & Connor III, 2018). Mainly, they might
serve as potential predictors of work-life balance and employee subjective well-being (Agosti,
Bringsén & Andersson, 2017).
Work-life balance (WLB) indicated the ability of working individuals to deal with
conflicts between professional and personal life (Carlson, Grzywacz & Zivnuska, 2009).
Providing WLB perks such as family-friendly schemes (e.g., childcare & elder care) was also
deemed as a competitive edge for organizations to attract and retain their staff (Karatepe, 2010).
Previous research suggested that when employees feel balanced, they aid in energy restoration
and enhance life satisfaction (Cain, Busser & Kang, 2018). Despite this, there was still a
necessity to investigate the direct effect and potential mediating effects of work-life balance
between recovery experiences and subjective well-being.
In the attempt to address the intrapersonal difference in the whole recover-to-wellness
process, trait mindfulness was called out since it was characterized as psychological self-control
function in attention and cognition (Good et al., 2016), and it could help employees better focus
on themselves. Mindful employees could concentrate on recovering at work while limiting their
reactions to adverse external stimuli, such as work-life conflicts, thus better maintaining a state
of well-being. Psychology studies had shown empirical evidence that individual mindfulness
interventions have positive effects on psychological detachment (Hülsheger, Feinholdt &
Nübold, 2015; Zivnuska, Kacmar, Ferguson & Carlson, 2016). Furthermore, trait mindfulness
was positively related to employee subjective well-being (SWB) (Brown, Kasser, Ryan, Linley
& Orzeh, 2009) and work-life balance (WLB) (Allen & Kiburz, 2012). Specifically, trait
mindfulness moderated the relationships between workplace bullying and emotional exhaustion
(Anasori, Bayighomog & Tanova, 2019), between workplace gossip and negative mood
(Babalola, Ren, Kobinah, Qu, Garba & Guo, 2019), and between relationship conflicts and
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anxiety (Iida & Shapiro, 2017). Each pair of relationships was generally weakened when
individuals are more mindful. In this sense, trait mindfulness will be examined as a moderator to
explore the individual differences in the proposed relationships between recovery experiences,
work-life balance (WLB), and employee subjective well-being (SWB). It is expected that the
proposed model can be used as a positive psychological mechanism to improve employee mental
health.
Compared to other types of service corporates, the hotel is perceived as an industry
staffed with employees bearing intensively physical and emotional labor (Young & Corsun,
2009). Uniquely, working long hours and at inflexible schedules, having a perpetually “smiley
face,” and providing proactive responses to guests’ needs have been identified as primary
sources of stress and have a negative influence on the psychological health of hotel employees
(Shani, Uriely, Reichel & Ginsburg, 2014). In addition to the ever-increasing workload, other
workplace issues such as customer aggression, gossip, bullying, and poor corporate culture (e.g.,
Jung, & Yoon, 2018; Kim, Im & Hwang, 2015; Guchait, Paşamehmetoğlu & Madera, 2016)
have also necessitated employees to recover during the off-work time. However, due to these
stressors, hotel employees are often too exhausted to enjoy their leisure time or fulfill their
family obligations after work (Lin, Wong & Ho, 2015). Imbalanced working individuals are
more likely to experience high job anxiety (Vanderpool & Way, 2013) and less so in life
satisfaction (Cain et al., 2018). Not to mention how much harder it could be to mitigate high job
stress and get ones’ breath for dual-earner or single parenting families without sufficient material
aids and spiritual support (Wang & Repetti, 2014). Working a relatively low-pay job, hotel
employees with psychological resources drained by emotional labor and balancing work-home
demands, have higher turnover intention (Xu, Martinez & Lv, 2017). How well employees
recover to a normal psychological state strongly influence consistent service quality, which is the
core competitiveness of the hotel business. In this sense, hotel operators should support
employees concerning recovery experiences (Lee et al., 2016).
Despite the importance of recovery experiences and work-life balance, only a few
empirical studies have paid attention to the beneficial effects of recovery experiences on life
satisfaction (Lee et al., 2016) and that of work-life balance (WLB) in hospitality and tourism
research (e.g., Vanderpool & Way, 2013; Cain et al., 2018). Other than that, to the authors’ best
3

knowledge, there is no existing study that examines the outcome of employee recovery
experiences in terms of their reinforcement in work-life balance and subjective well-being
(SWB), as well as how personal characteristics enhance the positive effects of recovery
experiences. The present study contributes to the literature by addressing these existing research
gaps in the combined positive impact of recovery experience and work-life balance (WLB) on
hotel employees' subjective well-being (SWB) and provides insights on employees' positive
psychological function by investigating the following key research questions:
1) How well are Chinese hotel employees?
2) How do recovery experiences, together with work-life balance (WLB) influence Chinese
hotel employees’ subjective well-being (SWB)?
3) What roles does trait mindfulness play on their internal recovery, WLB and SWB?
To answer the research questions above, the present study aims to examine 1) the effects
of recovery experiences on WLB and employee SWB among Chinese hotel employees, 2) the
mediating role of WLB on the relationships between recovery experiences and SWB, and 3) the
moderating role of trait mindfulness on all the relationships as mentioned above.
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CHAPTER 2: LITERATURE REVIEW AND HYPOTHESES
DEVELOPMENT
2.1. Recovery and Recovery Experiences
Recovery, understood as “a process during which individual functional systems that have
been called upon during a stressful experience return to their prestressed levels" (Sonnentag &
Fritz, 2007, p. 205), has long been studied, and now is gaining considerable attention in
workplace psychology. Underlining this process, the positive psychological activities that one
experiences are termed as recovery experiences (Sonnentag, Venz & Casper, 2017). After having
recovery experiences, an employee should have more energy to better fulfill their roles at work
and in personal life, thus maintaining general wellness.
Recovery plays a vital role in individuals’ health and well-being, which would be
unachievable with insufficient recovery over an extended period (Meijman & Mulder, 1998;
Geurts & Sonnentag, 2006). According to the Effort-Recovery (E-R) model (Meijman & Mulder,
1998), recovery is a natural unwinding reaction to the effort expenditure and accumulating
workload, which drain personal resources. Empirical studies have shown that high job demands,
such as long working hours, physically demanding tasks, and social or emotional requirements,
and low job control are the two primary indicators for employees’ need for recovery (Sluiter, de
Croon, Meijman & Frings-Dresen, 2003). Job demands induce fatigue at work, and in turn, call
for recovery (Siltaloppi, Kinnunen, Feldt & Tolvanen, 2012; Sluiter et al., 2003; Sonnentag,
Kuttler & Fritz, 2010; Zijlstra, Cropley & Rydstedt, 2014). Low job control itself is a limitation
of personal resources, but it is unavoidable during work as employees are expected to follow
established instructions and rules. The stressful psychological reaction to high job demand and
low job control is also supported by the Conservation of Resources (COR) theory (Hobfoll,
1998), which posits that individuals increase their stress level when they lose personal resources
such as time and energy.
Recovery can occur anytime and anywhere in a variety of contexts. Time and location are
two essential scales. Time-wise, a recovery process can be as short as a coffee break or the time
needed to switch between different assignments, or as long as an evening off after work, a
weekend, or a vacation (Binnewies et al., 2010; Sonnentag et al., 2008; Westman & Etzion,
5

2001). Location wise, it can be at the workplace, at home, or at any other place that enables
employees to recover. Substantial studies focus on what kinds of activities foster recovery
experiences (Sonnentag et al., 2017). Based on the intensity of workload, Sonnentag (2001)
divided such events into a high-duty profile category, which includes activities related to jobs,
households, and childcare; and a low-duty profile category, which includes leisure, social and
physical activities. In this regard, Geurts and Sonnentag (2006) further developed concepts of
internal and external recovery. Internal recovery refers to recovery occurring in a work context,
while external recovery refers to recovery in a nonwork context. However, recovery is not a
binary process; it happens either at work or off work. It is rather complicated because recovery
could take place when a person’s mind wanders and could be interrupted during sleep (Zijlstra et
al., 2014).
Besides the diverse recovery activities, the recovery experiences from these activities
have also been widely explored. Sonnentag and Fritz (2007) proposed four types of recovery
experiences: psychological detachment, relaxation, mastery, and control. Psychological
detachment is a “switch-off” moment (Sonnentag et al., 2017). It usually refers to individuals’
getting rid of work-related tasks, both physically and psychologically, during off-job periods
(Sonnentag & Fritz, 2007), and requires both physical and mental absence from stressors. Mental
absence means putting aside work mentally, so that the individuals are cut off from the stressors,
having opportunities to replenish their energy. This stage is also called pre-recovery (ten
Brummelhuis & Trougakos, 2014). For example, after a long day shift, a hotel staff member will
experience psychological detachment when they take their uniform off and go home without
dwelling on anything about work, neither the repetitious guestroom cleaning and set-ups nor the
complaints from guests. Relaxation refers to the status in which low sympathetic activation is
observed (Sonnentag & Fritz, 2007). Relaxation usually occurs when individuals are involved in
leisure activities or activities requiring low effort input, especially during off-work hours. This
stage is labelled as passive recovery since energy is recharged passively (ten Brummelhuis &
Trougakos, 2014). Watching online shows and short video clips were some of the most popular
sources of after-work entertainment. Doing sports is highly rated too. Low effort expenditures in
these kinds of activities allow individuals to feel relaxed and recover.
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Recovery experiences may also take the form of high-energy activities. Watching a video
with sophisticated storylines, for example, is not relaxing but rather a high energy-consuming
activity, and it falls under the category of mastery experiences (Rieger, Reinecke, Frischlich &
Bente, 2014). Mastery experiences can be defined as the extent to which individuals take part in
activities in which they can challenge themselves to learn new knowledge or skills during the
off-work period and achieve a certain level of success (Sonnentag & Fritz, 2007). Watching a
criminal reasoning series is not as relaxing as watching an easy comedy, but it actively charges
individuals’ energy by providing the satisfaction of knowledge on a particular subject matter.
Taking professional training courses to develop further skills for a job is also a popular form of
recovery. Improving foreign language skills, getting a sommelier certificate, gardening, or a teatasting class are all excellent examples of recovery in mastery experiences. Last, control in offwork hours refers to the extent to which individuals believe that they have the autonomy to
schedule “what to do” and “when to do” during their own time (Sonnentag & Fritz, 2007).
Individuals decide what activities they would like to participate in. Mastery and control
experiences are termed as active recovery experiences because individuals can collect energy
actively at their discretion, either by learning new skills or by doing whatever they like (ten
Brummelhuis & Trougakos, 2014).
Recovery experiences have been widely examined as a psychological strategy for working
individuals to reduce job strain and fatigue in the service industry. Study results show that a
better recovery experiences is a good indicator for employees’ higher energy restoration and
vitality (Rieger et al., 2014), job performance (e.g. work engagement) (Sonnentag, 2003) and life
satisfaction (Chen, Petrick & Shahvali, 2016; Kawakubo & Oguchi, 2019), as well as lower work
fatigue (Demerouti, Bakker, Sonnentag & Fullagar, 2012).

2.2. Subjective Well-being (SWB)
The saying “Happy employees make happy customers,” which is often echoed in human
resource management, hints that the employees’ happiness is of increasing recognition and its
weighing importance for quality service and long-term corporate benefits (Butt et al., 2018).
The term ‘happiness’ usually refers to merely positive feelings in our daily discourse (Diener,
1984). But the discussion in academia can be traced back to 2 millennia ago, when philosophers
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distinguished the two kinds of happiness: hedonia (pure pleasure) and eudaimonia (satisfaction
with meaningful achievement and self-actualization) (Kashan, Biswas-Diener & King, 2008;
Ryan & Deci, 2001). In the seventies of last century, researches had first used happiness index
for social science and then transitioned to subjective well-being (Diener, 1984), which concerned
“both cognitive judgments and affective reactions” to people’s life. Later, with the rise of social
psychology, psychological well-being gained more recognition. It is referred as individuals’
positive mental functioning concerning how well one's’ inner world operates (Ryff, 1989). In
Ryff’s study (1989), psychological well-being is operationalized into six universal needs --autonomy, growth, relationships, purpose in life, environmental mastery and self-acceptance, and
found that these factors were closely related to life satisfaction (Pera & Vigila, 2018). Compared
to subjective well-being, psychological well-being focused on the elements that makes “A Good
Life”, other than the overall perception of “A Good Life” (Waterman, 2008). This study
attempted to find out how hotel employees’ inner psychological function affects on their
evaluation on quality of life, therefore examining subjective well-being other than psychological
well-being.
In a work context, SWB is the extent to which employees feel happy and satisfied with
life, and it is determined by comparing their current state with what is expected (Diener, 1994).
It is a bi-dimensional construct that includes individuals’ positive or negative affect experiences
and their cognitive judgement of life satisfaction (Diener, Suh, Lucas, and Smith, 1999;
Luhmann, Hofmann, Eid & Lucus, 2012). The present study focused on hotel employees’
cognitive perception of SWB, which mainly evaluate whether employees perceive or feel that
they are okay or well at present. Due to the changeable and fluctuating characteristics of affect,
which should be examined in a longitudinal design study, the affect part of SWB is not covered
in this study. Thus, this study used Satisfaction with Life Scale (SWLS; Diener, Emmons, Larsen
& Griffin, 1985) as the measurement of employees’ cognition of their SWB (Butt et al., 2018;
Lee et al., 2016).
As shown in the organizational psychology literature, what promotes SWB could be need
fulfillment (Tay & Diener, 2011), professional growth, and job autonomy (Wu, Luksyte &
Parker, 2015), job satisfaction, career satisfaction. Specially, studies in the service industry have
examined more in depth and found out that SWB is positively related to individuals’
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intrapersonal quality such as energy level(Butt et al., 2018), emotional disposition (Cho, 2018),
co-creation(Pera & Viglia, 2018), and it also positively related to interpersonal relationship and
environmental resources such as social support (Cho, 2018) and corporate social responsibility
(CSR) (Kim, Woo, Uysal & Kwon, 2018), besides leisure satisfaction (Wang, Qu, Yang & Yang,
2018; Smith & Diekmann, 2017), job satisfaction (Ariza-Montes, Arjona-Fuentes, Han & Law,
2018; Wang et al., 2018) and career satisfaction (Lee et al., 2016).

2.3. Relationships between Recovery Experiences and SWB
According to the Effort-Recovery model, the employee must recover from depleting
energy in time before accumulating stressors have an irreversible effect on their health and SWB
(Meijman & Mulder, 1998). Previous studies have provided evidence for the different levels of
impact of four recovery experiences, including psychological detachment (Sonnentag & Bayer,
2005), relaxation (Sonnentag, 2001), mastery experience (Janicke et al., 2018) and control
(Shimazu, Sonnentag, Kubota, & Kawakami, 2012), on SWB in terms of health (sleep quality),
fatigue, vitality and vigour, etc. Studies contexts varies in different workplace, such as education,
trading and service industry. Notably, Lee, Choo, and Hyun’s (2016) investigation on hotel
employees showed that each of the four recovery experiences is the causal factor for employees'
occupational well-being and in turn, their SWB. First, psychological detachment is the most
widely examined recovery experiences in the existing literature. In Sonnentag and Bayer’s
(2005) study, psychological detachment from work during evening hours has a positive effect on
mood, which is a crucial component of SWB, of employees from various industries, and this
effect exists from when employees return home from work to the time they go to bed. Fritz,
Sonnentag, Spector, and McInroe (2010) found that psychological detachment from work during
the weekend significantly influences the affect at the end of the weekend, and the effect
continues to the next workweek. Also, Lee et al. (2016) have focused on the indirect effects of
psychological detachment on hotel employees’ life satisfaction, which is the other crucial
component of SWB, through a mechanism of occupational well-being which includes
organizational-based self-esteem, job dedication, and career satisfaction. The direct relationship
between the two constructs is shown a moderate strength among employees having a tourism
experience, in which longer trips have a better prediction than short trips (Chen et al., 2016).
9

Other than that, psychological detachment at work during short breaks by watching entertaining
videos has also been examined and shows a positive relationship to employee well-being at work
(Janicke et al., 2018).
Moreover, Wang, Li, Liu, and Rao (2018) have also verified the positive relationship
between psychological detachment and employee well-being among faculty members in China.
Second, relaxation is another principal component of the recovery experiences, and its positive
effect has been highly recognized in organizational psychology literature. Research shows that
low-effort expending, leisure activities such as taking a vacation (Fritz & Sonnentag, 2006),
watching an entertaining video (Rieger et al., 2014) or even playing games during working time
(Reinecke, 2009) are indicating relaxation which explains an enormous variance in employee
well-being. According to Siltaloppi, Kinnunen and Feldt (2009), relaxation especially has a
protective function against further energy depletion and burnout for those work long hours.
Instead, Fritz et al., (2010) focus on the regulating role to the positive affect of employee wellbeing, and their study result shows that relaxation is positively related to positive affect at the
end of the weekend and during the following week. In terms of perceived life satisfaction, an
experimental design shows relaxation experienced through watching funny videos is positively
related to employee work satisfaction (Janicke et al., 2018); results from a survey study shows
relaxation can better predict life satisfaction for employees who have taken short trips versus
longer trips (Chen et al., 2016). Besides, the positive, indirect relationship between relaxation
and employee well-being has been examined among hotel employees (Lee et al., 2016).
Third, mastery experiences are a powerful generator to promote individuals’ well-being.
Unlike psychological detachment and relaxation experience, which are more passive, mastery
experience involves unwinding by putting effort into something challenging and acquiring
energy during this process. Fritz and Sonnentag (2006) demonstrated that mastery experience
during vacation has a positive effect on both employee well-being and performance after the
holiday, but the effect is less pronounced compared to other recovery experiences since mastery
experience requires a high energy output. Mastery experience has a significant impact on hotel
employees’ organizational-based esteem, job dedication, and career satisfaction and in turn,
results in positive SWB (Lee et al., 2016). Last, as mastery experience, control is another way
for an employee to gain internal resources such as energy and self-efficacy. However, control
10

experience has not received the same degree of attention as the other three components. Few
studies within an organizational context include control. One possible reason is that employees
typically operate in an environment with limited free time and choice of activities where there
are few options for exercising control and autonomy. Further, employees’ lack of control at work
generally results in a higher need for control during the off-work hours to recover (Sonnentag &
Fritz, 2007; Siltaloppi et al., 2012). In terms of affect, an empirical study among teachers has
provided evidence for the positive relationship between personal control and affect (Fritz, et al.,
2010).
Nevertheless, the strength is less prominent compared to those of other recovery
components. In Sonnentag and Fritz’s (2007) study, personal control is shown to be negatively
related to individuals’ health problems and positively associated with their life satisfaction. The
positive effect of relaxation on life satisfaction has been verified through a survey on individuals
taking a vacation, which allows more opportunities for personal control in a non-working
environment (Chen et al., 2016). A study on hotel employees has also proved that personal
control is an indirect indicator of SWB (Lee et al., 2016). Therefore, the following hypothesis is
proposed:
Hypothesis 1: Psychological detachment (1a), relaxation (1b), mastery experience (1c), and
control (1d) are respectively positively related to subjective well-being.

2.4. Work-life (family) Balance (WLB) and Conflicts
Work-life balance (WLB) and work-life conflicts (WLC) have received considerable
attention not only in popular literature but also in academia. It has been shown that, among hotel
employees, members of Generation X (born between 1965 and 1980) and Generation
Y/Millennials (born between 1981 and 2000) consider WLB has part of their work culture, and
they have a more definite need to separate their personal lives from work (Gursoy et al, 2013).
WLB refers to a state when the demands of work and family life are compatible, such that based
on role theory (Kahn, Wolfe, Quinn, Snoek & Rosenthal, 1964), only a minimum conflict occurs
between one's work and family role (Clark, 2000).“Life” primarily refers to experiences outside
of work life. Some studies instead use the term "work–family balance"(e.g., Vanderpool & Way,
2013) to avoid ambiguity. However, on the other hand, “family” also restricts personal life with
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family members. The present study prefers work-life balance (WLB) and considers work-life
balance (WLB) and work–family balance in an equal manner.
WLB is more than a static state. It is the achievement of different role expectations that
are managed, adjusted and shared between an individual and his or her role-related partners from
work and family (Grzywacz & Carlson, 2007). By exerting a certain degree of effort in finishing
job-related tasks as necessary and keeping home routines well-organized without one domain
interfering with the other, individuals manage to balance work and personal commitments. WLB
is employed to work out the adverse outcomes of work-family issues, such as job stress, job
burnout. Some related concepts are conceptualized into work-family relationships in Zhao's
(2016) study. They can be disadvantageous in the case of work-life conflicts, work-life
interference, work-home conflict, or advantageous in the case of work-family enrichment and
work–family facilitation. Work-family conflict is the identified problem and a severe negative
relationship that is frequently used in human resource research (Choi & Kim, 2012; Karatepe,
2013). Work-life conflict is demonstrated as a bidirectional construct (Frone, Russell & Cooper,
1992). The implication of the adverse effects of work-life conflicts brings the concept of WLB,
which is a proactive strategy in the face of conflicts. WLB is not the opposite of work-life
conflict; it is not the absence of work-life conflicts. WLB is an overall accomplishment of all
kinds of responsibilities from professional and private life, giving a global view on both worklife conflicts and work-life enrichments (Carlson et al., 2009). Although different issues still exit,
working towards a balance between work and life is no doubt a more positive and effective way
to boost employees’ life satisfaction. It has been verified that WLB explains more substantial
variance in terms of both work and family variables than conflicts and enrichment do (Carlson et
al., 2009).
The primary focus of the prior studies is the factors that influence work-family
relationships in the hospitality context. Three significant domains are identified: work-domain,
family-domain, and individual variables (Zhao, 2016). In the work domain, working conditions,
interpersonal relationships (e.g., workplace aggression, workplace bullying, workplace gossip),
exhaustion (Zhao, Mattila & Ngan, 2014) have been identified as the root causes for work-life
conflicts. In contrast, organizational support and leadership (Zhao, 2016) have shown to help
WLB. In the family domain, family support (Chan et al., 2016), and in the individual domain,
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psychological capital and self-efficacy (Chan et al., 2016) have been identified as factors
improving WLB.
Previous literature commonly addressed the issues of work-life conflicts and highlighted
the positive effects of work-life facilitation or enrichment (e.g., Choi & Kim, 2012; Karatepe,
2013), overlooking the importance of WLB.

2.5. Relationships between Recovery Experiences and Work-life Balance
(WLB)
The combination of recovery experiences and WLB has been discussed frequently but
often in a different way. Hotels feature highly taxing demands and long working hours which do
not allow for recovery opportunities and in turn, influence the level of work-home interference
(Taris, Beckers, Verhoeven, Geurts, Kompier & Linden, 2006). Demerouti, Taris, and Bakker
(2007) also found that ‘need for recovery’ and ‘work-home interference’ are negatively bonded,
especially the vicious circle can be generated when the issues of the home domain interfere with
work performance and result in a higher need for recovery. In this regard, a reset during both
working time and non-working time is essential for human functioning at home and work.
Based on the Conservation of Resource (COR) theory (Hobfoll, 1998), recovery
experiences not only protect against the “resource loss” but also generate new energy resources.
Moreover, these resources are beneficial to buffer the harmful effects of work-life conflicts since
stressors associated with work or home issues are psychologically cut off during the recovery
process. Molino, Cortese, Bakker, and Ghislieri (2015) showed that recovery experiences served
as a moderator between workload and work-family conflict. Some recent empirical studies have
also demonstrated that recovery experiences are inhibiting the level of work-life conflict (SanzVergel, Demerouti, Moreno-Jiménez & Mayo, 2010; Demsky, Ellis & Fritz; 2014; Derks &
Bakker, 2014).
First, the significance of psychological detachment in isolating oneself from stressful
work-life conflict has been addressed by several studies among working employees.
Organizational employees’ day-specific recovery after breaks at work shows a positive
relationship with work to family facilitation but a non-significant relationship with work to life
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conflict (Sanz-Vergel et al., 2010). Instead, Derks and Bakker (2014) have found a negative
relationship between psychological detachment and work to life conflict among a group of
employees who possess a smartphone for business purposes. Concerning the bidirectional nature
of the work-life conflict, it has been shown that psychological detachment helps to reduce both
work-to-family conflict and family conflicts of non-academic workers in US colleges and
universities (Demsky et al., 2014).Second, relaxation is the other way to alleviate work-life
conflict since the low activation and positive affect from relaxation impose no more pressure on
the functional system that might be exhausted after work (Derks & Bakker, 2014). Derks and
Bakker (2014) pointed out in their dairy study that employees who experienced more relaxation
through smartphone use for leisure purpose during the off-work period were experiencing less
work-home interference.
Different from psychological detachment and relaxation, mastery, and control
experiences are known as resource-building during the recovery process (Kinnunen et al., 2011).
Kawakubo and Oguchi’s (2019) study about mastery experienced by working employees during
vacations predicts career satisfaction and life satisfaction. Achieving satisfaction both at work
and for personal life is necessary in maintaining WLB. This achievement may support the
assumption that employees who put effort into solving problems and learning new skills during
off-work hours tend to perceive WLB. As well, control, or power or authority over working
conditions, is a crucial factor in handling work-life conflict and work towards WLB. For
example, an employee with a high level of job control and the ability to set a flexible working
schedule, allowing them to combine work responsibility with other social commitments, is likely
to experience less work-life conflict (Agosti et al., 2017; Wang & Lin, 2018; Wong & Co, 2009).
Control is one of the work values deemed necessary for hotel employees, especially members of
Generation X (Gursoy et al., 2013). It was also found that when work issues happen at home or
vice versa, hotel employees who have a higher level of work-home arrangement have a low level
of work-life conflict (Tromp & Blomme, 2012).
Although previous literature has seldomly assessed the direct relationship between
recovery experiences and WLB, logically, energy is regained with the lower level of conflict,
and the way employees feel free to distribute their energy and time makes them feel the internal
control for balancing work and personal life out satisfactorily. In Agosti and colleagues’ (2017)
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study, recovery (as a result) has been found as one of the contributing factors to WLB. As such,
the following hypothesis is proposed:
Hypothesis 2: Psychological detachment (2a), relaxation (2b), mastery (2c), control (2d) are
respectively positively related to work-life balance.

2.6. Relationship between WLB and SWB
WLB has been defined as the achievement in role-related expectations that are
(Grzywacz & Carlson, 2007). SWB refers to the extent to which employees feel happy or
satisfied with life is determined by comparing their current state with what is expected (Diener et
al., 1999). Based on COR theory (Hobfoll, 1998), researchers have found that employees who
have an imbalance in the allocation of personal resources, such as time, tend to suffer work-life
conflict, which has a negative impact on life satisfaction (Gamor, Amissah, Amissah & Nartey,
2018), while work-family enrichment is positively related to job satisfaction and family
satisfaction (Chan, Kalliath, Brough, Siu, O’Driscoli & Timms, 2016). Zheng, Molineux,
Mirshekary & Scarparo (2015) have also examined the relationship between WLB and wellbeing, and WLB impacts overall life satisfaction (Cain et al., 2018). Even, the counterevidence
from Brotheridge and Lee’s (2005) study on work–family interference on general well-being has
proved a significant positive relationship. Considering the importance of work-life balance,
especially in the unique working environment service providers face in the hospitality
organizations, it is necessary to examine its direct effect and potential mediating role between
recovery and employee subjective well-being. Therefore, the following hypothesis is developed:
Hypothesis 3: Work-life balance is positively related to employee subjective well-being.

2.7. Mediating Effect of WLB between Recovery Experiences and SWB
Employees are well and feel good when they can fully recover. Work-life conflict is one
of the significant reasons that impede the recovery process. If the individual is regarded as a
swimming pool, with work demand and work-life conflicts depleting the pool, work to life
conflict blocks the natural incoming replenishing energy into the pool. When the outgoing
resource is depleted more quickly than the inbound resource is replenished, the result is the
impaired well-being and health problems. According to COR theory (Hobfoll, 1998), during the
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recovery process, when an individual can better balance their work and life, they can be better
recovered and in turn, feel good about their overall psychological or SWB. A hotel employee is
subject to respite during off-work hours, either passively or actively, the perceived WLB will not
impede the recovery process. Rather it facilitates the recovery process by giving more space for
energy restoration. Derks and Bakker (2014) found out that daily work-home interferencemediated the relationship between everyday recovery experiences and employee burnout. In this
regard, the following hypothesis is proposed:

Hypothesis 4: Work-life balance mediates between each of psychological detachment (4a),
relaxation (4b), mastery (4c), and control (4d), and employee subjective well-being.

2.8. Trait Mindfulness
Originating from Buddhism (Bodhi, 2011), mindfulness has long been recognized and
operationalized into trait mindfulness, state mindfulness, mindfulness practice or mindfulness
intervention (Good et al., 2016). It is commonly defined as a maximum receptive awareness and
attention of the current experience, with minimum engagement in evaluations or judgments
(Brown & Ryan, 2003; Li, Wong & Kim, 2017). Trait mindfulness depicts the one’s personality
or dispositional quality, while state mindfulness describes the moment state level of being
mindful (Hyland, Lee & Mills, 2015). Besides, mindfulness can be learned through practices,
including mediation, Yoga. The time used started with a periodical training (e.g., 8 weeks) and
later on was reduced to five to fifteen minutes to be more suitable for daily practice in the
workplace to reduce work stress (Hülsheger et al., 2015). Beyond this, mindfulness, as an
intervention to relieve some psychological symptoms, has also been entered into the
psychotherapeutic treatment in medical and health setting (Baer, Smith, Hopkins, Krietemeyer,
& Toney, 2006). Some of the popular application include Mindfulness-Based Stress Reduction
(MBSR; Kabat-Zinn, 1990) and Mindfulness-based Cognitive Therapy (MBCT; Segal, Williams
& Teasdale, 2002).
As is clear from the definition, awareness, and attention are the two critical features of
trait mindfulness (Glomb & Duffy, 2011). Simple examples include being aware of tasks on
hand--- “I am folding the bedsheet” and “I am handing over the lunch menu to the guests”. “No
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judgment” and “no reaction” to inner psychological experiences are other vital features. For
example, “I tell myself I should not be feeling that way” and “when I have distressing thoughts
or images, I just notice them and let them go” (Deng, Liu, Rodriguez & Xia, 2011, p124). In an
exploratory study (Baer et al., 2006), five facet of trait mindfulness, including describe, act with
awareness, non-judging, non-reactivity and observe, have shown to be distinctively different
from but strongly related to “openness to experience”, “emotional intelligence” “neuroticism”
and “self- compassion”. For example, the observe facet is the most important in understanding
relationship of mindfulness and openness to experiences. the Interestingly, it was found that level
of mindfulness is not significantly related to “introversion” or “extraversion”. With all these
features, trait mindfulness represents a powerful “adaptive function” in the personality that is
regulating the inner self, specially the emotional reactivity and recovery (Fogarty, Lu, Sollers III,
Krivoschekov, Booth & Consedine, 2015).
Trait mindfulness emphasizes the dispositional quality of nonjudgmental awareness and
attention (Hyland et al., 2015). It has been shown to mitigate the negative effect of emotional
reaction (Babalola et al., 2019), and promote the healthy self-regulation of stress (Kadziolka,
Pierdomenico & Miller, 2016) It is also imperative to lots of workplace outcomes. For instance,
it is indicated that trait mindfulness is positively related to job performance (e.g., Dane &
Brummel, 2013; Shao & Skarlicki, 2009), emotional regulation and job satisfaction (Hülsheger,
Alberts, Feinholdt & Lang, 2013), interpersonal relationships at work and well-being (Good et
al., 2016). It was also shown in the literature that trait mindfulness is significantly negatively
related to burnout (Taylor & Millear, 2016), and turnover intention (Dane & Brummel, 2013).
In the hospitality and tourism literature, trait mindfulness has also been shown as an
essential personal tool regulating human functioning (Brown, Ryan, & Creswell, 2007). It is
argued that trait mindfulness reduces emotional exhaustion among casino employees (Li et al.,
2017). Trait mindfulness regulated customer behavior to be sustainable (Barber & Deale, 2014).
Nevertheless, still, as recalled by Good et al. (2016), more empirical research should focus on
the buffering effect of trait mindfulness within the intense work environments that require high
emotional labor, and which are subject to enormous distractions. Especially Frontline employees
are always required to take information from customers, follow the managerial instructions
completely, and work efficiently. Thus, they need to be attentive enough to receive and deliver
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information accurately and manage their tasks efficiently. After a highly demanding task or a
long day of working, psychological functioning has boosted up or drained down to a certain
level, which needs to be regulated back to an average level.

2.9. Moderating Effect of Trait Mindfulness
Although employees can better balance their work and life and become subjectively well
after recovery experiences, this process is highly idiosyncratic and differs across people. Trait
mindfulness captures individual differences in the quality/degree of attentive awareness and
nonjudgmental reaction (Brown & Ryan, 2003). Employees who are in higher trait mindfulness
tend to better self-regulate, which boosts the recovery process and is beneficial to ones’ wellbeing (Grevenstein, Aguilar-Raab & Bluemke, 2018). There is evidence of the catalytic role of
trait mindfulness on nursery employees’ recovery from work-induced stress (Marzuq & DrachZahavy, 2012). As well, the relationship between perceived discrimination and depressive
symptoms was more significantly positive at high levels of trait mindfulness. At the same time, it
is less significantly positive at low levels of trait mindfulness (Brown-Iannuzzi, Adair, Payne,
Richman & Fredrickson, 2014). Within the hospitality and tourism literature, the moderating
role of trait mindfulness has also been proven to be an essential personality trait that mitigates
the adverse effects of workplace conflicts such as workplace gossip (Babalola et al., 2019) and
workplace bullying (Anasori et al., 2019).
It is believed that trait mindfulness is essential to hotel employee recovery process for the
following reasons. In line with the Conservation of Resources (COR) theory (Hobfoll, 1998),
more mindful working individuals can better assign their energy to tasks on hand and be more
productive than their less mindful counterparts. Specifically, more mindful working individuals
can focus on their energy recovery while going through recovery experiences so that they feel
even more satisfactory than those who are less mindful (Marzuq & Drach-Zahavy, 2012). In a
similar sense, more mindful workers who are doing better during recovery experiences can better
manage work and life demands, and so in the ultimate subjective well-being.
In sum, for employees who work in high-stress conditions, trait mindfulness helps them
reallocate their energy for the personal recovery process (Hülsheger et al., 2015). More mindful
hotel employees who can recover better are better able to balance between work and life (Allen
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& Kiburz, 2012). In turn, they become well both affection- and cognition-wise. Therefore, the
following hypotheses were proposed:
Hypothesis 5a: Trait mindfulness moderates the relationship between recovery experiences
and employee subjective well-being.
Hypothesis 5b: Trait mindfulness moderates the relationship between recovery experiences
and work-life balance.
Hypothesis 5c: Trait mindfulness moderates the relationship between work-life balance and
employee subjective well-being.
Hypothesis 5d: Trait mindfulness moderates the mediated relationship between recovery
experiences and employee subjective well-being.

Based on the hypotheses mentioned above, the conceptual model is illustrated in Figure 1.

H4: Mediation

H2

H3

H5
H1
Figure 1. Proposed Conceptual Model
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CHAPTER 3: METHODOLOGY
3.1. Study Population and Sample
The study population was full-time Chinese hotel employees, who were usually working
under high pressure and needing recovery from work stress (Meijman & Mulder, 1998; Geurts &
Sonnentag, 2006). Respondents were adults 18 years and older with at least one year’s
experience working at their current hotel establishment. Full-time employees in China usually
work between 40-44 hours on average per week (Labour Law of the People’s Republic of China,
2009), and therefore were more consistently in a workplace context than part-time employees
(Nylén, Melin & Laflamme, 2007). Having at least one year's worth of work experience in the
current hotel ensures that employees were familiar with and adapted to the dynamics of the
working environment, thus generally experiencing a certain degree of recovery and work-life
balance. To have adequate data to test the hypotheses, this study initially targeted 500 samples,
which were about 15 cases of data predictor (Kline, 2011).

3.2. Data Collection
The data used for the present study were collected by a self-administered online survey in
a convenience sampling approach among Chinese hotel employees. Before the survey went live,
the English version was sent out for translation after the Research Ethics Board (REB) approval
was obtained. Following the example provided by Huang, Xing & Gamble (2019), a group of
faculty members and students from a hospitality and tourism program in Canada who were
native Mandarin speakers and fluent in English were recruited and assigned into two teams. One
team translated the survey from English into Mandarin. The other team back-translated the
survey from Mandarin into English. The back-translation was then compared with the original
English version to ensure they were consistent in terms of semantics, idioms, and culture (Pujals
et al., 2016). Next, a pretest of the Mandarin survey was conducted within a small group of
faculty and graduate students in the same hospitality and tourism program. The purpose of the
pretest was to identify any potential problems of the measurement items with awkward wording
or inappropriate layout. Based on the pre-test results, the wording of the questionnaire was
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modified to avoid complexity, leading and loaded questions, ambiguity, double-barreled
questions, and assumptions (William, Barry, Jon & Mitch, 2013) in preparation for wider
dissemination.
The cleaned-up survey was then uploaded onto Sojump
(www.sojump.com/www.wjx.cn), a well-known marketing research company in China. Random
samples were drawn from 2.6 million panel members nationwide. For the pilot study, a soft
launch was conducted by recruiting 10% of the total targeted sample size, or 50 cases. The
descriptive analysis, assumptions of normality, reliability, correlation and simple linear
regression were tested by using IBM SPSS 25.0 (Statistical Package for the Social Sciences) to
check the feasibility of the survey procedure and the capability of SPSS (Ruel, Wagner III &
Gillespi, 2016). The Kolmogorov-Smirnov (K-S) Test result was significant (p ≥.5), which
indicated the data were normally distributed and sampling adequacy (Anasori et al., 2019). But
some issues were identified in construct reliability and correlations. Cronbach’s α for
psychological detachment, relaxation and mindfulness were too low. In addition, correlations
between psychological detachment and other constructs were not significant. After minor
modifications in wording were made in response to the soft launch findings, the full launch of
the survey was started (See Appendix 2). A total of 541 valid questionnaires were collected over
14 days. After unqualified cases were discarded based on response time, over-consistent
response pattern, and authenticity, 348 cases were retained for further analysis. The usable
response rate was 64.3%. 348 was sufficient according to the ideal ratio of ten observations per
parameter (Kline, 2011).

3.3. Measurement Scales
The questionnaire was designed with measurement items adapted from previous literature
to suit the present study. There were 33 items across four constructs (see the Appendix 1). All
constructs were measured on a seven-point Likert-type scale ranging from 1 = “Strongly
disagree” to 7 = “Strongly agree.”
Sixteen items of recovery experiences were derived from Sonnentag and Fritz (2007).
Four dimensions were modified to fit into this study and followed by a lead-in statement “When
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I was not working at (the hotel name)…”: psychological detachment (e.g., “I forget about my
work.”), relaxation (e.g., “I calm down and relax.”), mastery experiences (e.g., “I learn new
things, e.g., cooking, new sport”), and control (e.g., “I feel like I can decide for myself what to
do.”). As illustrated by Butt et al., (2018) and Lee et al., (2016), subjective well-being was
assessed using the five items from Satisfaction with Life Scale (SWLS) (Diener et al.,1985),
such as “In most ways, my life is close to my ideal.” Work-life balance was measured with six
items from Carlson et al. (2009), such as “I can negotiate and accomplish what is expected of me
at work and in my personal life.” Six items of the trait mindfulness (Barber & Deale, 2014;
Frauman & Norman, 2004; Moscardo, 1992) were used to measure trait mindfulness, such as “I
usually have my interest captured.” A detailed instrument is attached in Appendix 1.
Some demographic variables were also included: age, gender, marital status, number of
wage-earning family members, number of dependent family members, area of current residence,
education level, income, employee tenure and working department.
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CHAPTER 4: RESULTS
4.1. Demographic Profile of the Sample
A descriptive statistical analysis was conducted using IBM SPSS 25.0 to explore the
demographic information of respondents. Of the 348 participants, 65.5% were female, 93.4%
were 18 – 40 years of age, and 79.6% were married or partnered, 99.5% had at least one more
family member with income, and 84.5% had at least one dependent family member. Most
employees (72.1%) had a bachelor’s degree, 70.4% had a hotel management degree, and 73.0%
had been working in the same hotel for more than two years. In terms of income, 75.0% earned
over RMB 6,000 (about $1,200 CAD) per month. The results are shown in Table 1.

Table 1. Respondents Profile (N= 348)
Characteristics

N

Year of Birth
1990 - 2002
169
1980 - 1989
156
1970 - 1979
19
1960 - 1969
3
Before 1959
1
Gender
Male
119
Female
228
Prefer not to answer
1
Marital status
Single
68
Separated/divorced/widowed
3
Married/ living with a partner
277
Prefer not to answer
0
Area of current residence
1st tier city
191
nd
2 tier city
86
rd
3 tier city
30
4th or 5th tier city
41
Monthly individual income (after tax)
Below 2,000 CNY
0

% Characteristics
48.6
44.8
5.5
0.9
0.3
34.2
65.5
0.3
19.5
0.9
79.6
0.0
54.9
24.7
8.6
11.8
0.0
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N

%

Number of wage-earning family members
(including oneself)
1
2
0.6
2
138 39.7
3
113 32.5
4
65 18.7
5 or more
30
8.6
Number of dependant family members
0
54 15.5
1
114 32.8
2
127 36.5
3
30
8.6
4 or more
23
6.6
Education level
Less than high school
2
0.6
High school graduate/ diploma
10
2.9
College diploma
70 20.1
Bachelor's degree
251 72.1
Master's or doctoral degree
15
4.3
Prefer not to answer
0
0.0
Major
Hotel management
245 70.4

2,000 - 3,999 CNY
4,000 - 5,999 CNY
6,000 - 7,999 CNY
8,000 - 9,999 CNY
Over 10,000 CNY
Working experience
1-2 years
Longer than 2 years
Working hours/week
25-44 hours
45-53 hours
54 hours and more
Hotel Level
5-star
4-star
3-star
2-star

18
69
112
86
63

5.2
19.8
32.2
24.7
18.1

94
254

27.0
73.0

114
205
29

32.8
58.9
8.3

104
152
86
6

29.9
43.7
24.7
1.7

Service management
Business Administration
No college or university major
Others
Hotel Nature
State-owned
Non-state-owned
Department
Front office
Concierge
Housekeeping
Food and Beverage
Sales/ Marketing
Purchasing
Finance/ Accounting
Maintenance/ Engineering
Others

44
46
3
10

12.6
13.2
0.9
2.9

52
296

14.9
85.1

24
39
95
89
109
11
25
5
5

6.9
11.2
27.3
25.6
31.3
3.2
7.2
1.4
1.4

4.2. Confirmatory Factor Analysis (CFA)
As recommended by Anderson and Gerbing (1988), a two-step approach (CFA-SEM)
was employed using IBM AMOS 23.0 (Analysis of Moment Structure) to examine the construct
validity and measurement model. The CFA was conducted to confirm the convergent validity
and revealed that two mastery experiences items (MAT 1 & 4) and two control items (CON 1 &
4) had low standardized factor loading (<0.60). As well, some items of relaxation (REX 1 & 3),
work-life balance (WLB 1,3 & 6) and subjective well-being (SWB 5) were deleted to retrieve a
higher average variance extracted (AVE) (Chin, 1998; Hair et al., 2006). The total variance
explained by relaxation was increased from 0.37 to 0.41, and that of work-life balance was
increased from 0.46 to 0.50. The AVE of subjective well-being was increased by .003.
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Table 2. Confirmatory Factor Analysis (CFA) Results
Factor
Loading

Item
Psychological detachment (PSD)
Most of the times, I forget about my work
I do not think about my work at all
I distance myself from my work
I get a break from the demands of work
Relaxation (REX)
I do things that relax me
I take special time for leisure (e.g., walking, gardening, dancing)
Mastery experiences (MAT)
I seek out intellectual challenges (e.g., cooking, new sport)
I do things that challenge me
Control (CON)
I decide my own daily schedule
I determine for myself how I spend my time
Work-life balance (WLB)
I do a good job of meeting the role expectations of important people in
my work and personal life
I can accomplish the expectations that my supervisors and family/
friends have for me
My co-workers and family/friends would say that I am meeting their
expectations

AVE

0.90

0.69

0.58

0.41

0.81

0.68

0.68

0.52

0.75

0.50

0.85

0.58

0.82
0.83
0.88
0.80
0.65
0.63
0.94
0.70
0.77
0.66
0.74
0.70
0.68

Subjective well-being (SWB)
In most ways, my life is close to my ideal
The conditions of my life are excellent
I am satisfied with my life
So far, I have gotten the important things I want in life
Note: CR: composite reliability; AVE: average variance explained

CR

0.796
0.727
0.750
0.765

All retained measurement items are listed in Table 2. The composite reliability (CR) for
the latent constructs ranged from 0.58 to 0.90, among which relaxation and control are slightly
lower than the recommended threshold value of 0.70 (Hair et al., 1998). The AVEs of all
constructs ranged from 0.41 to 0.69, among which only relaxation did not surpass the suggested
cut-off value 0.50 (Fornell & Larcker, 1981). To achieve the discriminant validity, the square
root of AVE for each latent construct should exceed its absolute value of the standardized
correlation with all the other constructs (Fornell & Larkcker, 1981). As shown in Table 3, the
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correlation values among constructs ranged from -0.06 to 0.83, indicating a generally low
correlation between psychological detachment and other constructs, especially a negative
correlation with mastery experiences. It could be explained by the complex temporal pattern of
recovery experiences: psychological detachment should be consistent during the whole free time,
whereas mastery experiences should decline towards the end of recovery period to achieve a
better effectiveness (Sonnentag et al., 2017). Besides, there was still a high correlation between
work-life balance and subjective well-being, although AVEs were increased after the deletion of
some items. However, from a logical standpoint, the face and content validity confirmed that
work-life balance and subjective well-being were differentiated. Looking at the mean of WLB
(M=5.33) and SWB (M=5.03), it could be inferred that Gen X and Y of Chinese hotel employees
were slightly good at negotiating the work-family demands and slightly felt satisfied about their
life, with certain degree of recovery experiences. In view of social stigma about mental health,
younger and better educated people in the modern society, the majority in the sample, might be
less likely to hold traditional Chinese ideas suggesting psychological problems is a personal
failure (Qiu, Caine, Hou, Cerulli & Wittink, 2018).

Table 3. Correlations, Discriminant Validity, Mean and SD
PSD
REX
MAT
CON
WLB
SWB
Psychological detachment
0.83a
Relaxation
0.36
0.64
Mastery experiences
-0.06
0.15
0.83
Control
0.28
0.52
0.21
0.72
Work-life balance
0.08
0.27
0.53
0.45
0.70
Subjective Well-being
0.09
0.22
0.41
0.49
0.83
0.76
AVE
0.69
0.41
0.68
0.52
0.50
0.58
CR
0.90
0.58
0.81
0.68
0.75
0.85
Mean
4.53
5.92
4.71
5.67
5.33
5.03
SD
1.39
0.79
1.25
0.98
0.90
0.95
Note: PSD=Psychological detachment, REX=Relaxation, MAT=Mastery experiences, CON=Control,
WLB=Work-life balance, SWB=Subjective Well-being. a. the diagonal elements are the squared
roots of the AVE. AVE: average variance explained. CR=composite reliability, SD= Standardized
deviation.
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Considering the goodness-of-fit indices for the measurement model, some standard key
indices as suggested by Hu and Bentler (1999) were examined, including the chi-square (χ2), the
goodness-of-fit index (GFI), the adjusted goodness-of-fit index (AGFI), the normed fit index
(NFI), the comparative fit index (CFI), root mean square residual (RMR), and the root mean
square error of approximation (RMSEA). The CFA results indicated that the research model was
of adequate fit. The chi-square/ degrees of freedom (χ2/d.f..) ratio should be less than 5
(χ2/d.f.=1.41; χ2=146.31; d.f.=104 were achieved for this model) was used to justify the
sensitivity of chi-square to large sample size (Hu & Bentler, 1995). The GFI (=0.95) and AGFI
(=0.93) were both higher than the cut-off points 0.90 for an excellent model fit. The RMSEA
was 0.03, lower than 0.05, indicating an excellent model fit. The NFI (=0.94) and CFI (=0.98)
were considered to have excellent model fit since they achieved higher than 0.95. Based on these
indices, the model was concluded to be of an adequate fit. Even though the validity of the
measurement items was unstable, the model fit looks good to proceed to the next step.

4.3. Structural Equation Modelling (SEM)
The SEM analysis indicated that the model shows a good model fit to the data: χ2=233.92
(p < 0.001), d.f.=110, χ2/d.f.= 2.13(< 3), GFI=0.93 (>0.90), AGFI=0.90 (>0.80), NFI=0.91
(>0.90), CFI=0.95 (>0.90), RMSEA=0.06 (< 0.08). In the examination of how recovery
experience affects subjective well-being, hypothesis 1 was partially supported. Only control (β
= .16, p <.05) among four recovery experiences factors significantly positively affected
subjective well-being; psychological detachment (β = .004, p>.05), relaxation (β = -.04, p>.05),
and mastery experiences (β = -.03, p>.5) did not. Therefore, 1a, 1b, and 1c were not supported
and 1d was supported. Hypothesis 2 was also partially supported. Mastery experiences (β =.50,
P < .001) and control (β =.35, p< .001) had a significant effect on subjective well-being.
However, neither the relationship between psychological detachment and subjective well-being
(β = .02, p>.05), nor that between relaxation and subjective well-being (β = .08, p>.05) was
significant. Therefore, 2a and 2b were not supported, and 2c and 2 d were supported. Work-life
balance was found to have a significant positive impact on subjective well-being, supporting
hypothesis 3. As shown in Table 4 and Figure 2, positive path coefficients were significant
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between the independent and the dependent variables, including mastery experiences → worklife balance → subjective well-being, control → work-life balance → subjective well-being, and
control → subjective well-being. Mastery experiences exerted the most significant effect on
work-life balance (β = .50), followed by control (β = .35). Besides, work-life balance had a
significantly strong impact on subjective well-being (β = .78), followed by control (β = .16).
Meanwhile, the square multiple correlation (R2) for work-life balance was .372, indicating 37.2%
of the variance in work-life balance can be explained by mastery experiences and control.
Similarly, 68.8% of the variance in subjective well-being can be attributed to work-life balance
and control.

Table 4. Structural Equation Modeling (SEM) Results
Path

H1a
H1b
H1c
H1d
H2a
H2b
H2c
H2d
H3

PSD → SWB
REX → SWB
MAT → SWB
CON → SWB

Standardized
Coefficient β

Standardized
Error

Critical Ratio
(t)

Result

0.00
-0.04
-0.03
0.16*
0.02
0.08
0.50***
0.35***
0.78***

0.03
0.09
0.06
0.08
0.03
0.10
0.05
0.07
0.12

0.07
-0.69
-0.39
2.43
0.35
1.04
6.92
4.60
7.92

Not supported
Not supported
Not supported
Supported
Not supported
Not supported
Supported
Supported
Supported

PSD → WLB
REX → WLB
MAT → WLB
CON → WLB
WLB → SWB
Note: PSD=Psychological detachment, REX=Relaxation, MAT=Mastery experiences, CON=Control,
SWB= subjective well-being, WLB=Work-life balance. *** p < .001; ** p < .01; * p < .05.

28

R2 = .372

Work-life
balance

Psychological
detachment

Relaxation
β = -.04 (t= -.69)

Subjective
well-being
R2 = .688

Mastery
experiences

Control

Note: Model fit: Chi-square = 233.92, p < .001, d.f. = 110, NFI = .91, CFI = .95, RMSEA = .03.
*** p < .001; ** p < .01; * p < .05. The solid lines indicate significant relationships and the dotted
lines indicate non-significant relationships.

Figure 2. SEM Results of the Proposed Model

4.4. Mediating Effect of WLB
In order to test the mediating effect, a bootstrap estimation with 2000 samples at 95 biascorrected confidence intervals in AMOS was conducted. Then comparison was made between
the coefficients (β) of the direct path (recovery experiences → subjective well-being) and the
indirect path (recovery experiences → work-life balance → subjective well-being) (Afsarm,
Shahjehan & Shah, 2018). As shown in Table 5, psychological detachment exerted direct effects
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(β= .00, p > .05) and indirect effects (β= -.04, p > .05) on subjective well-being. The same case
was shown for the relationship between relaxation and subjective well-being. Therefore,
hypotheses 4a and 4b were not supported. On the contrary, mastery experiences had a nonsignificant direct effect on subjective well-being (β= -.03, p > .05), but a significant indirect
impact on subjective well-being (β= .39, p < .001). Therefore, work-life balance fully mediated
the relationship between mastery experiences and subjective well-being, supporting hypothesis
4c. On the other hand, as the direct effect of control on subjective well-being was significant
(β= .16, p < .05) while the indirect effect was also significant (β= .27, p < .001), work-life
balance partially mediated the relationship between control and subjective well-being, supporting
hypothesis 4d.

Table 5. Mediating Effect of Work-life Balance
Hypothesis

Mediation Effect
Direct Effect
0.00 (n.s.)
-0.04 (n.s.)
-0.03 (n.s.)
0.16 *

Indirect Effect Total Effect
Result
H4a PSD → WLB → SWB
0.02 (n.s.)
0.01 (n.s.)
Not supported
H4b REX → WLB → SWB
0.07 (n.s.)
0.03 (n.s.)
Not supported
H4c MAT → WLB → SWB
0.39***
0.32***
Full mediation
H4d CON → WLB → SWB
0.27***
0.51***
Partial mediation
Note: REE = Recovery experiences, WLB = Work-life balance, SWB = subjective well-being.
n.s. = Not significant, *** p < .001; **p< .01; *p<.05

4.5. Moderating Effect of Trait Mindfulness
To test the moderating effect of trait mindfulness, this study compared the effect size
between high and low trait mindfulness groups using a multigroup-SEM analysis (Byrne, 2001).
The data were divided into two groups based on the median values of the moderator: low trait
mindfulness (M<5.667, n=228) and high trait mindfulness(M>5.667, n=120). As illustrated by
Singh & Sharma (2016), all constructs were computed and standardized using the average of
their respective items. Regression weights and critical ratios for the difference between
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parameters were used to calculate the Z-score. The results in Table 6 showed a significant
moderation for psychological detachment → subjective well-being. This relationship was not
significant in the low mindfulness group (β= -.05, p > .05), whereas it was significant in the high
mindfulness group (β= .10, p < .05). In the opposite, differences in mastery experiences →
subjective well-being (Z-score= -1.87, p > .05), REX → subjective well-being (Z-score= .09,
p > .05) and control → subjective well-being (Z-score = - .60, p > .05) were not statistically
significant. Therefore, hypothesis 5a was partially supported.

Table 6. Moderating Effect of Trait Mindfulness
Direct Path
H5a1
H5a2
H5a3
H5a4
H5b1
H5b2
H5b3
H5b4
5c

PSD→ SWB
REX → SWB
MAT → SWB
CON → SWB
PSD → WLB
REX → WLB
MAT → WLB
CON → WLB
WLB → SWB

Indirect Path

Low MINF(N=228) High MINF(N=120)
Estimate

p

Estimate

p

-0.05
-0.02
0.09
0.21
0.01
0.03
0.23
0.28
0.52

0.34
0.75
0.11
0.00
0.94
0.67
0.00
0.00
0.00

0.10
-0.01
-0.09
0.16
0.03
0.03
0.46
0.11
0.66

0.07
0.91
0.24
0.01
0.60
0.76
0.00
0.10
0.00

Low MINF

High MINF

Z-score

Results

1.98*
0.09
-1.87
2.09
0.32
-0.01
2.28*
-1.73
1.43

Supported
Not supported
Not supported
Not supported
Not supported
Not supported
Supported
Not supported
Not supported

Δ
estimate

P

Results

Estimate
p
Estimate
p
H5d1 PSD→ WLB → SWB
0.00
0.94
0.02
0.74
-0.02
0.78 Not supported
2
H5d REX→ WLB → SWB
0.01
0.65
0.02
0.77
0.00
1.00 Not supported
H5d3 MAT→ WLB → SWB
0.12
0.00
0.30
0.00
-0.18
0.01
Supported
H5d4 CON→ WLB → SWB
0.15
0.00
0.08
0.09
0.07
0.27 Not supported
Note: PSD=Psychological detachment, REX=Relaxation, MAT=Mastery experiences, CON=Control,
WLB = Work-life balance, SWB = Subjective well-being, MINF = Mindfulness, Δ estimate = the
estimate difference between the low mindfulness and the high mindfulness. * p < .05

For mastery experiences → work-life balance, those who were less mindful, had a strong
positive effect between mastery experiences and work-life balance. But for those who were more
mindful, that effect was double. The strength is twice as strong as that in the effect of mastery
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experiences on work-life balance, and these effects were significantly different (Z-score=2.28,
p<.05). Otherwise, Psychological detachment → work-life balance (Z-score = .32, p > .05),
relaxation → work-life balance (Z-score = - .01, p > .05) and control → work-life balance (Zscore= - .18, p > .05) were not significant. Therefore, hypothesis 5b was partially supported. For
work-life balance → subjective well-being, the Z-score was 1.43, but it was not significant.
Therefore, 5c was not supported.
To test the moderated mediating effect, this study further conducted a heterogeneity test
to validate the significance of the difference between the indirect effects of two groups (Altman
& Bland, 2003). As shown in Table 6, the only path mastery experiences → work-life balance →
subjective well-being was significantly different between the low mindfulness and the high
mindfulness. The estimate difference was .18 at significance of .05 level. Therefore, hypothesis
5d is partially supported.
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CHAPTER 5: DISCUSSION

The purpose of this study was to develop a conceptual model and validate the proposed
relationships between recovery experiences, work-life balance, subjective well-being and trait
mindfulness within a hospitality industry context. This effort was partially satisfactory; the
measurement model was found to have a good model fit, although analysis results were based on
measurement scales with some issues of convergent validity and discriminant validity.
While previous literature has indicated that there is a positive relationship between
recovery experiences and subjective well-being (e.g., Chen et al., 2016; Kawakubo & Oguchi,
2019), the results of this study suggested that control was the only recovery experience
dimension that positively related to subjective well-being to some extend among Chinese hotel
employees. It revealed that hotel employees who feel more autonomy over their daily life were
happier with their present life. In addition, the results indicated that neither psychological
detachment, relaxation, or mastery experiences were a significant predictor of subjective wellbeing. These results were inconsistent with previous research (e.g., Fritz & Sonnentag, 2006;
Fritz et al., 2010). Hotel employees who found their jobs meaningful and challenging might find
it challenging to be physically detached from work, not to mention psychologically. Especially
with modern technology, working is no longer limited to the physical workplace (Li & Yuan,
2018), and work content can infringe on our private life at any time. For those who are in
managerial positions in the hotel, the unclear delineation between work and home life makes
psychological detachment from work unattainable (Shen, Miao, Lehto & Zhao, 2018) As such,
hotel employees who were working overtime were not able to spend much time in leisure or
mastery activities.
Paths of recovery experiences and work-life balances were not completely consistent
with prior studies either (e.g., Jones, Burke & Westman, 2013; Sonnentag & Bayer, 2005). Only
mastery experiences and relaxation were found to be positively related to work-life balance. The
more hotel employees challenged themselves or, the more they felt free to decide their schedule
over the off-work period, the better they could meet the expectations from work and private life.
For one thing, mastery experiences and control were the two active energy resources (ten
Brummelhuis & Trougakos, 2014); for another, pursuing activities that actively restore energy
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may be more important than those that restore vitality passively. This interpretation is consistent
with the assumption that active resource gain has a more significant impact than passive resource
gain. For instance, when comparing hotel employees who are actively collecting energy by
taking on a challenge to those who are listening to music for relaxation and waiting for energy
replenishment, the former exhibits better recovery than the latter. Contrary to the previous
literature (e.g., Agosti et al., 2017), no significant direct path was found between psychological
detachment and work-life balance, nor between relaxation and work-life balance. Neither did
psychological detachment from work nor relaxation directly help promote hotel employees’
ability to maintain a work-life balance. It is, therefore, posited that hotel employees did not
recover and get well by merely forgetting their work or doing leisure activities. Previous research
had suggested that work-life balance is mostly dependent on individuals’ positive life situation,
including work, private life, housing and economy (Agosti et al., 2017). Based on these findings,
a subsequent effect of perceiving more balanced in professional and private life leaves better
opportunities for recovery experiences, thus making a reciprocal relationship of work-life
balance and recovery experiences. Because time and energy can be arranged in a more efficient
way when work and life is balanced.
This study verified the significant relationship between work-life balance and subjective
well-being (Cain et al., 2018). Work-life balanced hotel employees were more likely to
experience satisfaction with their life roles, conditions and possessions (Cain et al., 2018). In a
further attempt to test the mediation, it was found that work-life balance bridged the relationship
between mastery experiences and subjective well-being. The results indicated that the more hotel
employees recovered through self-challenging events, the better they mastered demands from
both work and life, and were therefore more likely to be satisfied with their current life. And the
relationship of control and subjective well-being was also fully mediated by work-life balance.
When hotel employees felt more autonomy in arranging their schedule, they tended to better
manage the demands between work and life, and were consequently more satisfied with their life
circumstances. Supported by the COR theory (Hobfoll, 1998), hotel employees who achieved
more balanced roles in work and life by actively recharging themselves in mastery and control
experiences had a more ideal life. Work-life balance served as a coping mechanism for hotel
employees in the face of stress, and it helped generate energy resources and consistently
aggregate the effects of recovery experiences.
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Consistent with recent empirical studies (e.g., Anasori et al., 2019; Babalola et al., 2019),
trait mindfulness was found to be a significant moderator in the model. First, it changed the
nature of the relationship. The relationship between psychological detachment and subjective
well-being existed among hotel employees higher in trait mindfulness but not among hotel
employees who were low in trait mindfulness. Only the high trait mindfulness hotel employees
were able to recover well-being by psychologically detaching from work. Second, it changed the
strength of some relationships. The relationship between mastery experience and work-life
balance was strengthened by the higher trait mindfulness group. Trait mindfulness also
moderated the mediation of work-life balance between mastery experience and subjective wellbeing. This indirect relationship was shown to be stronger for hotel employees who have higher
trait mindfulness. Thus, trait mindfulness of hotel employees served as a personal coping
strategy in the process of mastery experiences and life task management. High mindful hotel
employees could recover better than low mindful ones due to the high mindfulness groups’
ability to focus on their resource allocation, so that they can better divert their regained energy to
manage expectations from every aspect in life. In line with the COR theory (Hobfoll 1989),
individual differences such as trait mindfulness can be treated as resources that may lessen
further resources loss (Anasori et al., 2019). In opposition to the literature, this study did not find
any significant difference in the relationship of relaxation (or control) and subjective well-being
between two groups (Marzuq & Drach-Zahavy, 2012). This suggested that even high mindful
hotel employees do not benefit from relaxation experiences. And being mindful itself is an
expression of control. Another possible reason could be that the positive effect of trait
mindfulness is less so highlighted in the testing model whose relationships were all positive. If it
were work-life conflicts instead of work-life balance examined in the model, it would had shown
a more significantly influential power of trait mindfulness due to its well-known regulating
functions of adverse effect. A recent study suggested that trait mindfulness could facilitate faster
recovery from relationship conflicts among cohabiting couples (Iida & Shapiro, 2017).
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CHAPTER 6: IMPLICATIONS
6.1. Theoretical Implications
This study makes a few meaningful contributions to the hospitality management
literature. First, the present study proposed and examined the effects of hotel employees’
recovery experiences, which, until recently, has been overlooked in the hospitality
management field (e.g., Chen et al., 2019; Lee et al., 2016). Although the concept has been
reviewed substantially in other industries in last two decades (e.g., Sonnentag, 2001; Wang et
al., 2018), the concept is more fitting to the hotel employees whose work schedules are not
consistent. Primarily, this study tested the effects of each dimension of recovery experiences,
attempting to find out more in-depth meaning of the proposed model. The analysis results
were partially in line with previous findings. Consistent with the literature, mastery
experiences and control represented rich sources of work-life balance, which has a significant
impact on subjective well-being (e.g., Janicke et al., 2018; Fritz et al., 2010). The sharp
contrast came from the insignificant effects of psychological detachment and relaxation,
which were notable predictors to well-being in other studies (e.g., Demerouti et al., 2012).
Therefore, this study validated and highlighted these similarities and differences in the hotel
setting, prominent in high job demands and service requirements among all service industries
(Young & Corsun, 2009). To put it another way, hotel job characteristics, such as long hours
and mentally taxing demands can be detrimental to the effects of recovery experiences,
especially psychological detachment and relaxation (Kinnunen et al., 2011).
Second, work-life balance has not yet received sufficient attention in empirical
studies, whilst a substantial number of studies focusing on work-life conflicts and work-life
enrichments exist (e.g., Chan et al., 2016; Gamor et al., 2018). This study examined recovery
experiences as the antecedent of work-life balance. In addition to psychological capital and
self-efficacy (Chan et al., 2016), it contributed to work-life balance literature by identifying
another personal resource to work-life balance.
This study also advanced the hospitality literature by testing both the direct and
indirect effect of work-life balance on subjective well-being and explaining how recovery
experiences and subjective well-being is related. This study empirically verified the
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importance of work-life balance to hotel employee’ subjective well-being (Cain et al., 2018).
Also, this study is the first to reveal the novel interrelations between recovery experiences,
work-life balance and subjective well-being. Prior to this study, only one study tested a
heuristic relationship between recovery experiences and subjective well-being (Lee et al.,
2016). Compared with other studies, where work-life balance served as an exploratory role
in-between self-cognition (e.g., self-efficacy, calling) and satisfaction (Cain et al., 2018;
Chan et al., 2016), this study found work-life balance indeed constituted a unique pathway
from both mastery experiences and control to hotel employees’ subjective well-being,
enriching the discourse of self-cognition.
Additionally, the current study incorporated an essential personal trait that
strengthened the positive impact of recovery experience on both work-life balance and
subjective well-being. A large body of literature has been dedicated to the moderating role of
trait mindfulness in mitigating the adverse effects caused by exterior factors, such as
workplace gossip (Babalola et al., 2019), workplace bullying (Anasori et al., 2019) and
perceived discrimination (Brown-Iannuzzi et al., 2014). The current study instead highlighted
the enhancing function of trait mindfulness as an inner positive psychological mechanism.
The role of trait mindfulness in the hotel employee recovery process also helped deepen the
understanding of how hotel employees better recover from work stress. However, given the
inconsistent reinforcing effect of trait mindfulness on recovery experiences, there can be
other personal characteristics (e.g., resilience) that are more relevant to recovery experiences
and subjective well-being.

6.2. Practical Implications
This study encourages a more extensive implementation of recovery experiences as
guidelines for organizational support (Lee et al., 2016). Given the significant relationship
between control and subjective well-being, hotel operators are suggested to recognize the
highest-performing hotel employees of the month by awarding them the choice of a day to
take off work. Another suggestion would be for employees to take turns opting-in for
overtime or night shifts to maximize their control experience at work. Based on the
significant relationship between mastery experience and work-life balance, hotel operators
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can encourage employees to participate in high-effort and social based recovery activities
(Shen et al., 2018), such as a bed sheet folding competition for line employees and a
document processing contest for managers. These work-based events integrate hotel
employees’ social life into the work environment and extend the meaning of private life.
Besides, it is also crucial for organizations to build hotel employees’ awareness about the
implications of recovery experiences beyond the psychological sense, since recovery
experiences are the triggers of a recharged, content employee who works in the stressful
hotel working environment. To do so, hotel operators can simply inform their employees on
how to cope with stress and how to recover overnight (e.g., using employee bulletin board).
Moreover, this study highlights the importance of work-life balance in circulating the
energy recharged by mastery experiences and control to subjective well-being. Other than
family-friendly programs such as childcare and eldercare, a series of “coping strategies
training programs” (Anasori et al., 2019) might be something hotel operators should
consider. An example of this could be a resilience training program or a problem-solving
workshop (Huang, van der Veen & Song, 2018). These programs aim to equip employees
with knowledge and skills and create a harmonious working culture that helps employees
better reconcile their work and private life (Hofmann & Stokburger-Sauer, 2017). The
training programs should help employees improve mental health, teach employees how to
deal with stress and encourage them to pursue a better life. Moreover, providing advice or
counselling services to employees when they are experiencing life events, such as welcoming
a newborn baby, accepting the departure of loved ones, and coping with family emergencies,
as well as offering time off for such events would be beneficial to employees (Cain et al.,
2018). Another suggestion for human resource management managers is to co-design career
paths with their employees, which is a way for employees to proactively deal with work and
life demands.
Lastly, the study revealed the assistive role of trait mindfulness in employees’
recovering to well-being process. It is suggested that a few items of the Mindful Attention
Awareness Scale (MAAS) (Brown & Ryan, 2003) could be asked during the recruitment
process to draw high mindful employees. Since trait mindfulness can also be cultivated by
brief training (Hyland et al., 2015), hotel operators should incorporate mindfulness practice
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into their employees’ daily work routine and training program (Babalola et al., 2019).
Allowing time and space for employees to practice mindfulness can be one way to
temporarily detach from work demands. Mindfulness practices can be achieved by simple but
effective activities such as 5-minute sketch workshops before briefing or during breaks.
Some space in the employee lounge can be set up as a Wishing Wall, where they write down
their wishes, post their wishes and peep at others’ wishes, to encourage employees to reflect
in a mindful context. These practices help employees to be more mindful, allowing for a
mindful team consistently ready for quality service. Furthermore, human resource managers
can invest on an online platform specially for mindfulness-based stress reduction counselling
(Li et al., 2017). Working takes on the majority of hotel employees’ lives. By implementing
improved organizational strategies, the hotel does not only allow employees a bigger chance
to recover and assistance with managing work and personal life, but also increases the level
of employee job satisfaction, commitment, employee performance and organizational
citizenship (Deery & Jago, 2014).
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CHAPTER 7: LIMITATIONS AND FUTURE STUDIES
Some limitations in this study should be highlighted and addressed in future studies.
First, one limitation of this study concerns the convenience sampling method, which can
result in sampling bias. Regarding the representativeness of the sample, the present study
contains a limited sample that was recruited from online Sojump panellists. Even with
screening questions and attention checking, data collected through online panel was not free
from survey fraud and systematic error. The respondent profiles indicated the samples are
probably middle managers, thus not showing the whole picture of hotel employees. Further
research can increase sample size and use a stratified sampling method to reduce sampling
error and increase the level of confidence in sampling probability (Altinay, Paraskeva &
Jang, 2015). Moreover, this study was based only on a sample of hotel employees in China
whose work and life experiences are framed by traditional Chinese culture. It does not
include respondents from different countries or cultures for comparison and contrast in crosscultural differences. Thus, caution needs to be taken in generalizing the study results to a
different context. Further research can also recruit and compare samples from countries with
various cultural backgrounds to diversify and generalize the study results. For instance,
eastern culture, more of collectivist, has a strong cultural emphasis on work ethic and family
values (Choi & Kim, 2012), While western culture is more of individualist, in which
employees are not necessarily to spend more time on work relationships and their extended
family. Replication of the study can happen in a similar socio-cultural context, otherwise
generational characteristics of people shaped by economic and political environment should
be considered (Sakdiyakorn & Wattanacharoensil, 2018).
Second, this study did not control for demographic characteristics and other factors
that could influence employee subjective well-being. Age could affect the study results
because as age increases, subjective well-being increases (Gilbreath & Benson, 2004).
Gender could be controlled as it explained the variance in subjective well-being (Steel, Taras,
Uggerslev & Bosco, 2018). The number of wage-earning family members and the number of
dependent family members could be controlled, because family support and responsibilities
are two key factors strongly related to work-life balance (Hofmann & Stokburger-Sauer,
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2017; Gamor, Amissah & Boakye, 2014). As well, social support from immediate, extended
family and friends influence the both personal stress and occupational stress (Huang, Van der
Veen & Song, 2018). In addition, as employees’ position and standing are associated with
different levels of job stress, which influence the recovery experiences and the level of worklife balance (Robinson, Kralj, Solnet, Goh & Callan, 2015), future studies can also include
employee positions to discern any difference in the recovery process.
The prerequisite of this study is hotel employees are working under stress and have
conflicts in their life. Although it is a common knowledge about hotel working features, to be
more rigorous, the questionnaire design should have included questions asking about hotel
employees’ job stress, associating work content, relationships at work and home,
responsibilities, etc.
Third, this study did not gather any information about organizational support to
employees’ well-being. The availability of corporate benefits, such as employee wellness
programs, and supportive corporate culture, such as supervisor support and co-worker
support, undermines work-life conflicts and promotes employees’ subjective well-being
(Fiksenbaum, 2014). Thus, further research should address different aspects in the work
context, such as organizational support and work-family culture, which might shed some
light on how a healthy working environment coincides with employee recovery at the
workplace.
Fourth, it would be interesting to incorporate work–life conflict and work–family
enrichment to test their mediating effect in this study. Zooming out the global view, work-life
conflict and work-family facilitation spotlight on how a particular role impacts the other
(Carlson et al., 2009). These two concepts are strongly associated with employee job
satisfaction and subjective well-being (Choi & Kim, 2012; Zhao, Qu & Ghiselli, 2011).
Therefore, incorporating work-life conflicts and work-family enrichment can help broaden
our understanding of the meaning of work–life interaction in the wellness recovery process.
Fifth, given the inconsistent moderating effects of trait mindfulness, the scale taken
from Frauman & Norman’s (2004) study were scrutinized again. By asking level of
attentiveness, the scale tend to ask “curiosity” other than “trait mindfulness”, Beside active
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attention, another key component for trait mindfulness is non-judgemental reaction, which is
not reflected clearly in this scale.
Finally, the data issues comprised of marginally accepted convergent validity and
discriminant validity. Data collection was conducted near the beginning of the global
COVID-19 pandemic period, a time when employees were involuntarily laid off from work,
self-quarantined at home, and challenged by unprecedented situations both physically and
psychologically. These circumstances probably indirectly caused the data quality issues as
mentioned earlier. Re-collecting data when the COVID-19 situation is less acute will perhaps
provide a better chance to validate the conceptual model. For instance, it was expected to see
some significant impacts of psychological detachment and relaxation on subjective wellbeing as these were the commonly seen phenomenon.

42

CHAPTER 8: CONCLUSION

This study examined recovery experiences as the key antecedents to work-life and
subjective well-being in the hotel setting, finding that out of four elements, only mastery
experiences and control had a positive impact on work-life balance, and in turn, affected
subjective well-being. It also illustrated how trait mindfulness promotes the effects of
recovery experiences on subjective well-being. It is hoped that these findings may draw more
attention to research on employee well-being in the hospitality and tourism industry, and to
provide more practical guidelines to help improve service employees’ quality of life.
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APPENDIXES
Appendix 1: Measurement Items
Psychological Detachment
PSD1
Most of the times, I forget about my work
PSD2
I do not think about my work at all
PSD3
I distance myself from my work
PSD4
I get a break from the demands of work
Relaxation
REX1
I try to be calm and relax
REX2
I do things that relax me
REX3
I use the specific time to relax
REX4
I take special time for leisure (e.g., walking,
gardening, dancing, gaming)
Mastery Experiences
MAT1
I learn new things (e.g., cooking, new sport)
MAT2
I seek out intellectual challenges
MAT3
I do things that challenge me
MAT4
I do something to broden my horizions (e.g.,
reading, travelling)
Control
CON1
CON2
CON3
CON4

I feel like I can decide for myself what to do
I decide my own daily schedule
I determine for myself how I spend my day
I am in total control when it comes to my own task

Life Satisfaction
LS1
In most ways my life is close to my ideal
LS2
The conditions of my life are excellent
LS3
I am satisfied with my life
LS4
So far, I have gotten the important things I want in
life
LS5
If I could have lived my life over, I would change
almost nothing
Work-life Balance
WLB1
I can negotiate and accomplish what is expected of
me at work and in my personal life
WLB2
I do a good job of meeting the role expectations of
important people in my work and personal life
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大多时候，我不会想和工作有关的事
我压根不想工作上的事情
我把工作放到一边
我歇一歇，不考虑工作任务

我安静下来，放松一下
我会做一些放松的事情
我利用这些时间放松
我花时间休闲娱乐 （如，散步、园艺、跳
舞、打游戏等）

我学习新事物（如，烹饪、新运动等）
我寻求智力上的挑战
我会做有挑战性的事情
我会做一些拓宽眼界的事情（如，读书、旅
游等）

我觉得我能决定要做什么
我能决定我每天的行程安排
我能决定如何度过我的一天
我能完全决定如何处理我的事情

大多数情况下，我的生活都接近理想状态
我的生活状态非常好
我对自己的生活感到满意
到目前为止，我已经得到了人生中想要的重
要的东西
如果让我重活一次，我几乎不想改变什么

我可以协调并完成工作和生活两方面对我的
期望
我达到了工作和生活中重要人物对我的指望

WLB3
WLB4
WLB5
WLB6

People who are close to me would say that I do a
good job of balancing work and personal life
I can accomplish the expectations that my
supervisors and family/ friends have for me
My co-workers and family/friends would say that I
am meeting their expectations
Based on feedback from co-workers and
family/friends, it is clear that I am accomplishing
both my work and personal responsibilities

Trait Mindfulness
MINF1
I usually have my interest captured
MINF2
I like to search for answers to questions I may
have
MINF3
I often have my curiosity aroused
MINF4
I usually ask for additional information if my
question is not fully answered
MINF5
I explore and discover new things
MINF6
I am usually aware of what is going on around me
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与我关系亲近的人会说，我在平衡工作和生
活两方面做得不错
我能够完成上司和家人朋友对我的期待
我的同事和家人朋友都会说，我达到了他们
的期望
根据同事和家人朋友的反馈，我同时履行了
工作和生活中应尽的责任

我的兴趣通常能被某事物吸引
当我心有疑问，我喜欢探寻它的答案
我的好奇心常常被激发
如果我没有完全得到问题的答案，我通常会
询问更多信息
我探索和发现新事物
我通常能感知到我周围正在发生什么

Appendix 2: Questionnaire
A survey on employees’ subjective well-being
February 25, 2020
Dear participants,
The purpose of this study is to understand better how service employee recover from work
stress, and how their recovery experiences affect their work–life balance as well as
subjective well-being. The findings will provide service industry operators with an in-depth
understanding of the factors affecting employees’ overall subjective well-being.
The survey will take approximately 20 minutes to complete. Your response is critical to this
study. Your participation is strictly voluntary, and you can withdraw from the study at any
time without consequence. This survey is anonymous; no individual information will be
reported, and only aggregated results will be presented.

For additional information about the research study, please feel free to contact Xiaoyan
Yang at xyang26@uoguelph.ca or Dr. WooMi Jo at woomi@uoguelph.ca. If you have any
questions regarding your rights as a participant or the way the study is conducted, please
contact Sandy Auld, Director, Research Ethics with the University of Guelph at 519-8244120 Ext. 56606 or sauld@uoguelph.ca.
Thank you for your participation.

Sincerely,
Dr. WooMi Jo
Principal Investigator
Xiaoyan Yang
Student Investigator
"I read the details of this research study described above and had all questions answered to
my satisfaction. I am aware that my information given in the survey will be included in a
master’s thesis and academic journal article. I was informed that I may withdraw my
consent at any time without penalty. I am willing to participate in this study being
conducted by Dr. WooMi Jo and Xiaoyan Yang."
“By clicking Accept, I agree to participate in the online survey”. ☐ Accept
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☐ Not Accept

What service industry are you working in?
1. Restaurant (panelist is not qualified, and the survey ends)
2. Hotel (including resort)
3. Recreational center (e.g., SPA, foot massage, Chess game) (panelist is not qualified, and the
survey ends)
4. Tourism (e.g., tour agency, attractions, theme park) (panelist is not qualified, and the survey
ends)
5. Others (panelist is not qualified, and the survey ends)

What type of hotel are you currently working for?
1.
2.
3.
4.
5.
6.

Five-star hotel
Four-star hotel
Three-star hotel
Two-star hotel
One-star hotel
Not sure (panelist is not qualified, and the survey ends)

The hotel you are currently working is ________?
1. State-owned/managed
2. Non-state owned /managed

Please type in the full name of the hotel where you are currently working for

_______________________________________________________________ （piped text）

How long have you been working in (piping)?
1. 1 - 12 months (panelist is not qualified, and the survey ends)
2. 1- 2 years
3. Longer than 2 years
How many hours on average do you work in a week?
1.
2.
3.
4.

1 - 24 hours (panelist is not qualified, and the survey ends)
25 - 44 hours
45 - 53 hours
54 hours and more
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What do you do to recover from stress when you are not at (piping)?
Please indicate the extent to which you agree or disagree with the following statements. (1=
Strongly Disagree; 4= Neither Agree nor Disagree; 7= Strongly Agree)
Strongly
Disagree

Strongly
Agree

Neutral

When I am not working,
1. Most of the times, I forget about my work

1

2

3

4

5

6

7

2. I do not think about my work at all

1

2

3

4

5

6

7

3. I distance myself from my work

1

2

3

4

5

6

7

4. I get a break from the demands of work

1

2

3

4

5

6

7

5. I try to be calm and relax

1

2

3

4

5

6

7

6. I do things that relax me

1

2

3

4

5

6

7

7. I use the specific time to relax
8. I take special time for leisure (e.g., walking, gardening,
dancing, gaming)
9. I learn new things (e.g., cooking, new sport)

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

10. I seek out intellectual challenges

1

2

3

4

5

6

7

11. I do things that challenge me

1

2

3

4

5

6

7

12. I do something to broaden my horizons

1

2

3

4

5

6

7

13. I feel like I can decide for myself what to do

1

2

3

4

5

6

7

14. I decide my own daily schedule

1

2

3

4

5

6

7

15. I determine for myself how I spend my day

1

2

3

4

5

6

7

16. I am in total control when it comes to my own task.

1

2

3

4

5

6

7

Are you usually aware and interested of your surroundings?
Please indicate the extent to which you agree or disagree with the following statements. (1=
Strongly Disagree; 4= Neither Agree nor Disagree; 7= Strongly Agree)
Strongly
Disagree
1 2

1. I usually have my interest captured

Strongly
Neutral
Agree
3 4 5 6 7

2. I like to search for answers to questions I may have

1

2

3

4

5

6

7

3. I often have my curiosity aroused
4. I usually ask for additional information if my question is not
fully answered.
5. I explore and discover new things

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

6.

I am usually aware of what is going on around me
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How well have you been balancing between your current work at the hotel and personal life?
Please indicate the extent to which you agree or disagree with the following statements. (1=
Strongly Disagree; 4= Neither Agree nor Disagree; 7= Strongly Agree)
Strongly
Disagree
1. I can negotiate and accomplish what is expected of me at
work and in my personal life
2. I do a good job of meeting the role expectations of important
people in my work and personal life
3. People who are close to me would say that I do a good job of
balancing work and personal life
4. I can accomplish the expectations that my supervisors and
family/friends have for me
5. My co-workers and family/friends would say that I am
meeting their expectations
6. Based on feedback from co-workers and family/friends, it is
clear that I am accomplishing both my work and personal
responsibilities

Strongly
Agree

Neutral

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

How happy are you with your life right now?
Please indicate the extent to which you agree or disagree with the following statements. (1=
Strongly Disagree; 4= Neither Agree nor Disagree; 7= Strongly Agree)

Strongly
Disagree
1 2

1. In most ways my life is close to my ideal

Neutral
3 4 5

Strongly
Agree
6 7

2. The conditions of my life are excellent

1

2

3

4

5

6

7

3. I am satisfied with my life

1

2

3

4

5

6

7

4. So far, I have gotten the important things I want in life

1

2

3

4

5

6

7

5. If I could live my life over, I would change almost nothing

1

2

3

4

5

6

7
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Please provide your basic personal information
Year of birth
1.
2.
3.
4.
5.
6.

Education level

2002 or after
1990 - 2001
1980 – 1989
1970 – 1979
1960 – 1969
Before 1959

1.
2.
3.
4.
5.
6.

Less than high school
High school graduate/diploma
College diploma
Bachelor’s degree
Master’s or doctoral degree
Prefer not to answer

Gender

Degree Major

1. Male
2. Female
3. Prefer not to answer

1.
2.
3.
4.
5.

Marital status
1.
2.
3.
4.
5.
6.

Single
Separated
Divorced
Widowed
Married or living with a partner
Prefer not to answer

Monthly individual income (after tax)
1.
2.
3.
4.
5.
6.

Number of wage-earning family members
including yourself）
1.
2.
3.
4.
5.

Below 2,000 CNY
2,000 - 3,999 CNY
4,000 - 5,999 CNY
6,000 - 7,999 CNY
8,000 - 9,999 CNY
Over 10,000 CNY

Which hotel department are you currently
working? (click all that apply)

1
2
3
4
5 or more

1.
2.
3.
4.
5.
6.
7.
8.
9.

Number of dependent family members
1.
2.
3.
4.
5.

Hotel Management
Service Management
Business Administration
No college or university major
Others

0
1
2
3
4 or more

Front office
Concierge
Housekeeping
Restaurant/ Banquet/ Bar/Food service
Sales/Marketing
Purchasing
Finance/ Accounting
Maintenance/ Engineering
Others

Area of current residence
1. 1-tier city (e.g., Beijing, Shanghai,
Guangzhou, Shenzhen Chengdu, Hangzhou,
Chongqing)
2. 2- tier city (e.g., Wuxi, Foshan, Hefei)
3. 3- tier city (e.g., Shantou, Huzhou, Yancheng)
4. 4- tier city (e.g., Shaoguan, Changde, Lu’an)

Thank you for
your participation
in this study!
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Appendix 3: Research Ethics Board Approval
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