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This study examined the interactive effects of individual cultural orientation
with work—family conflict on employees’ job withdrawal intentions. Using a
sample of 394 employees from the banking sector in the United States and
China, the authors found that work interfering with family (WIF) was more
positively related to job withdrawal intentions among individuals scoring
high on idiocentrism. It is interesting to note that the authors (unexpectedly)
found that family interfering with work (FIW) was more positively related to
job withdrawal intentions for those scoring high on allocentrism or low on
idiocentrism. Implications and directions for future research are discussed.
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As profound changes in family structures and concomitant shifts in job
demands increase, women have become increasingly active in the labor
force. The dual-earner or single-female-earner family increasingly substi-
tutes for a more traditional single-male family earner. Moreover, men are
becoming more active in the family domain (Pleck, 1985), just as women
are increasing their participation in the labor force. With these shifts, the
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demand for a better balance between work and home life has greatly
increased. Imbalance in the relationship between work and family can be
a source of stress resulting in adverse effects on an individual’s work atti-
tudes and well-being (e.g., Bacharach, Bamberger, & Conley, 1991; Frone,
Russell, & Cooper, 1992), as well as to organizations in terms of diminished
employee effectiveness.

Greenhaus and Beutell (1985) defined work—family conflict as a form
of interrole conflict in which the role pressures from the work and family
domains are mutually incompatible in some aspects. Gutek, Searle, and
Klepa (1991) further distinguished between two dimensions of work-
family conflict: work interfering with family (WIF) and family interfering
with work (FIW). WIF occurs when work pressures interfere with the
quality of family life, whereas FIW occurs when family pressures interfere
with responsibilities at work.

Employee withdrawal behaviors have been the subject of much re-
search in the organizational sciences for decades (e.g., Griffeth, Hom, &
Gaertner, 2000; Harrison & Martocchio, 1998; Hom & Griffeth, 1995;
Mitchell, Holtom, Lee, & Erez, 2001). This is because the corresponding
costs to the firm regarding employee absence and turnover can be very
significant. Although many companies now recognize the importance of
addressing family—work conflict issues, there has been practically no atten-
tion to an examination of the interactive effects of work—family conflict and
individual cultural orientation in predicting employee withdrawal behav-
iors. The purpose of this study was to examine the moderating effects of
individual cultural orientation in the relationship between work—family
conflict and job withdrawal behaviors using data collected from Chinese
and U.S. banking sectors. Job withdrawal behaviors refer to sets of behav-
iors that individuals enact to avoid the dissatisfying work situations, including
turnover intentions and desire to retire or resign (Hanisch & Hulin, 1990).

Studies have consistently supported the positive relationship between
WIF and employees’ job withdrawal, such as turnover intentions or behav-
iors (Anderson, Coffey, & Byerly, 2002; Grandey & Cropanzano, 1999;
Greenhaus, Parasuraman, & Collins, 2001). Most of these studies, however,
have been conducted in North America, where there is a strong individu-
alistic culture. It is relatively unclear as to what the relationship between
WIF and withdrawal behaviors would be like in a more collectivistic cul-
ture. Although the link between culture and behavior is not as direct, there
is emerging consensus among cross-cultural researchers that culture influ-
ences people’s thinking, emotions, and actions (Earley, 1993; Hofstede,
1997, Schwartz, 1992; Triandis, 1995). Such influence, of course, may differ
from society to society depending on whether it is collectivistic or individu-
alistic (Hofstede, 2001). Similarly, it is also possible that people’s reactions
toward family—work conflict may vary as a function of culture.
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Collectivism refers to societies in which the self is viewed as highly
interdependent with others; that is, from birth onward, people are inte-
grated into strong, cohesive in-groups. Individualism characterizes a soci-
ety in which the self is viewed as largely autonomous and independent from
the group (Hofstede, 1997; Triandis, 1995). Collectivists are more con-
cerned with the success of their in-group, and group is the unit of analysis.
Individualists are more concerned with personal success and making deci-
sions independently of the in-group, with the individual as the unit of
analysis (Markus & Kitayama, 1991).

Although the constructs of collectivism and individualism have been
used by social scientists since at least Durkheim’s time, Hofstede (1980) is
credited with having introduced the concepts to the study of organizations
and with having conceptualized individualism and collectivism as one bi-
polar dimension of national culture. More recently, researchers (e.g., Rob-
ert & Wasti, 2002; Schwartz, 1994; Triandis, 1995) have argued that indi-
vidualism and collectivism are independent and can coexist within
individuals across national cultures, suggesting a need to examine these
constructs as personality attributes. To measure these constructs as indi-
vidual-level differences, researchers have used the terms allocentrism and
idiocentrism (Triandis, 1995). Allocentrism is defined as the individual’s
tendency to “give . . . primary [attention] to the interests, goals, and values
shared with other members of a given collective unit” (Parsons & Shils,
1951, pp. 80-81). Idiocentrism refers to the individual’s tendency to “give
primary [attention] to his personal or private interests without considering
their bearing on collective interest” (Parsons & Shils, 1951, pp. 80-81).

Our study considered the relationship between job withdrawal inten-
tions and work—family conflict as moderated by culture-related disposi-
tional differences (i.e., idiocentrism and allocentrism) at the individual-
level analysis. We also compared this relationship between China, a highly
collectivistic culture, and the United States, a highly individualistic culture.
We hypothesized that work—family conflict was related to withdrawal in-
tentions differently between China and the United States and among
people who have various cultural dispositional characteristics. More spe-
cific research hypotheses were developed, accordingly, as discussed below.

RESEARCH HYPOTHESES
Work-Family Conflict and Job Withdrawal Intentions

The work domain is regarded as the root cause of WIF (Frone et al.,
1992). Employees experiencing high levels of WIF are more likely to with-
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draw or leave their jobs to reduce or eliminate such conflict directly.
Greenhaus et al. (2001) found that increased WIF was related to turnover
intentions and behaviors. Netemeyer, Boles, and McMurrian (1996) re-
ported significant and positive correlations between WIF and intentions to
leave the organization in samples of primary and high school teachers,
small business owners, and salespersons. Grandey and Cropanzano’s
(1999) data indicated that WIF increased intentions to leave in a sample of
326 university professors. Jones and Butler (1980), using a sample of
military personnel, observed that WIF was inversely related to inten-
tion to reenlist in the Navy. Taken as a whole, these studies suggest the
following.

Hypothesis 1: WIF 1is positively associated with job withdrawal
intentions.

FIW occurs when family pressure limits one’s performance at work.
Because the determinants of FIW reside within the family domain, indi-
viduals who experience extensive FIW do not necessarily leave their jobs.
Even if they switch jobs, FIW may still remain, because the source of
FIW—the family situation—does not always change with a change in job.
This position has received support empirically. Frone (2003) suggested that
WIF, but not FIW, predicts voluntary turnover. Greenhaus et al. (2001)
found a significant and positive relationship between WIF and turnover but
not between FIW and turnover. Anderson et al. (2002) analyzed data from
the 1997 National Study of the Changing Workforce and reported that WIF
was related to turnover intentions, whereas FIW was related to absentee-
ism. On the basis of these findings, we did not expect to observe any
significant relationship between FIW and job withdrawal intentions.

China-United States Comparison of the Relationship Between WIF and
Job Withdrawal Intentions

China and the United States are identified as two prototypes of col-
lectivistic and individualistic societies, respectively (Bond & Hwang, 1995;
Hofstede, 1997). We speculated that there would be a generally stronger
relationship between WIF and job withdrawal intentions in the United
States than in China. First, in collectivistic cultures, employees are ex-
pected to be more concerned with the long-term relationship with their
organizations, and organizations should reciprocate for employees’ loyalty
(Triandis & Suh, 2002; Verma, 1992). Rewards from the organizations can
range from social welfare benefits to allocating broader responsibilities for
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in-group members (Hofstede, 2001). Thus, given their cultural orientations,
employees from collectivist cultures can be expected to sacrifice self-
interest and serve in-group goals when self and in-group goals are not
compatible. Individualistic cultures represent the exact opposite. Such cul-
tures are based on the rational analysis of the costs and benefits of main-
taining a relationship. People are expected to show a more calculative
involvement and establish short-term relationships with their organizations
(Triandis & Suh, 2002). According to Hofstede (2001), personal and family
time or goals are seen to be more valuable in individualistic societies. In
such cultures, people are expected to work when self-goals and organiza-
tional goals coincide. When work events endanger their desirable family
and personal time, it would be socially acceptable to sacrifice employers’
interest by leaving the job.

Second, in individualistic cultures, people are taught to think that the
“I” unit is paramount. Achievement motivation is individually oriented,
and it is expected that behavior will be regulated largely by personal needs
(Triandis, 1995) and that careers will serve for self-development separately
from family life (Schein, 1985). Conversely, in a collectivistic culture,
people most often grow up physically and psychologically in the extended
family. Children from birth are expected to be interdependent and regard
themselves as part of a “we” unit. People are expected to have total loyalty
to their in-group and share resources among in-group members (Hofstede,
2001). For example, a family may collectively cover the educational ex-
penses of a single family member. Once such a person gets a well-paying
job, he or she is expected to share the income with other family members.
The view supported by Chinese culture is that extra work serves as the
individual’s self-sacrifice for the family’s benefit, while American culture
promotes the view that extra work sacrifices family life in the pursuit of
one’s own career (Yang, Chen, Choi, & Zhou, 2000). Extra work may be
legitimized or even encouraged in collectivistic societies, where the value of
financial survival is usually prevalent (Hofstede, 2001), but may be dis-
couraged in individualistic societies, where lifestyle or quality-of-life issues
are usually given higher priority (Inglehart, 1990, 1997). Even if financial
survival is not an imperative in a collectivist society, achievement by a
family member contributes to the overall stature of the family, thus en-
hancing “face” (especially relevant in Chinese culture). Thus, we expect
that collectivist cultural norms will make Chinese individuals less inclined
to leave their jobs when faced with WIF and that, for the opposite reasons,
Americans in general will react by being more inclined to leave their jobs
when faced with WIF.

Hypothesis 2: WIF is more positively associated with job withdrawal
intentions in the United States than in China.
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The Moderating Effect of Allocentrism and Idiocentrism at the
Individual-Level Analysis

National culture (i.e., societal-level individualism—collectivism) is a
central tendency related to specific values that leads to social pressures and
norms to behave and interpret the world in certain ways. However, indi-
vidual differences in cultural values (i.e., individual-level allocentrism and
idiocentrism) can impact behavior as well. These individual cultural orien-
tations exist in all societies as well as in all individuals (e.g., Triandis,
McCusker, & Hui, 1990; Schaubroeck, Lam, & Xie, 2000). There is a need
to assess how the individual-level allocentrism and idiocentrism contribute
to employees’ behaviors. We expected that individual cultural orientation
can moderate the relationship between WIF and job withdrawal intentions
independent of the social norms created by national culture.

Idiocentric individuals define the self as an entity consisting of a single
person. Allocentric individuals define the self as an entity extending be-
yond the individual to include a particular group of others, bounded by the
social perimeter of that group (Wagner, 1995). Realo, Koido, Ceulemans,
and Allik (2002) suggested that those people scoring high on idiocentrism
are more autonomous, whereas those people scoring high on allocentrism
are less autonomous. A highly autonomous person relies on his or her
independent judgment without reference to other people, thus is likely to
view leaving his or her job as purely an individual act. Such people are
likely to show a more calculative involvement and establish nonintimate
and short-term relationships with their organization (Triandis & Suh,
2002). That is, whenever they feel their individual goals or lives are en-
dangered by group interests or organizational events, they will easily
choose to leave the organization. Conversely, because allocentric individu-
als are more likely to use in-group norms to shape their behavior than
personal attitudes, they are more likely to put more weight on group-
shared norms (i.e., extended family, friends, co-workers) when making
decisions. If there is inconsistency in opinions between the individual and
the in-group, this is likely to affect a decision to leave the job (Triandis &
Suh, 2002; Verma, 1992).

Allocentric individuals see the environment as fixed and themselves as
changeable; idiocentric individuals see themselves as stable and the envi-
ronment as changeable (Chiu, Dweck, Tong, & Fu, 1997; Chiu & Hong,
1999; Triandis & Suh, 2002). This view has received support empirically.

Norenzayan, Choi, and Nisbett (1999) reported that people in East
Asia (generally allocentric individuals) see dispositional traits as quite mal-
leable, whereas people in Western countries (generally idiocentric indi-
viduals) see them as fixed. Thus, when individuals experience high levels of
WIF resulting from demanding work environments, allocentric individuals
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are more likely to change themselves to fit the fixed work environment;
idiocentric individuals are more likely to change the malleable work envi-
ronment by leaving their jobs.

Finally, idiocentric individuals emphasize self-reliance and emotional
distance from in-groups (Triandis, Leung, Villareal, & Clack, 1985; Trian-
dis & Suh, 2002). When WIF occurs, they are likely to rely on themselves
to resolve the conflict instead of seeking help from the outside. In contrast,
allocentric individuals value interdependence and sociability. They feel
small social distances between self and in-groups, such as friends, family,
and work groups (Cross, Bacon, & Morris, 2000; Iyengar, Lepper, & Ross,
1999). Even in individualistic cultures, allocentric individuals are more
likely to join groups such as communes and unions (Triandis & Suh, 2002).
The more support allocentric individuals obtain, the more they are able to
cope with WIF and feel less stress. As a result, they may be less likely to
leave their jobs because they are more able to manage the problem of WIF
with other in-group members’ support.

Thus, we propose the following hypotheses.

Hypothesis 3: Allocentrism moderates the association between WIF
and job withdrawal intentions such that WIF is more strongly related
to job withdrawal intentions for those scoring low on allocentrism.

Hypothesis 4: Idiocentrism moderates the association between WIF
and job withdrawal intentions such that WIF is more strongly related
to job withdrawal intentions for those scoring high on idiocentrism.

METHOD
Sample and Procedures

Our sample consisted of bank employees in both China and the United
States. The banking sector was selected because, in addition to controlling
for industry type error, this sector tends to contain employees who are
more educated and mainly in the middle class (compared with, e.g., factory
workers). Furthermore, there is generally a relatively large proportion of
women employed in the banking sector. Thus, banking represents an area
of employment in which work—family conflict issues are more apt to be
experienced, particularly in the case of a developing economy such as
China.

In each bank, a human resource manager or a chief executive officer
(CEO) was contacted to obtain permission for their employees to partici-
pate in the study. The manager or CEO then randomly selected employees
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in each branch for participation in the study. Managers were asked to assist
in the distribution of questionnaires; however, the completed question-
naires were collected by one of the research team members in accordance
with procedures approved by our university’s institutional review board.
Participants were also advised as to the confidential nature of the infor-
mation they were providing and their rights.

In China, the questionnaire was administered on-site in seven different
banks by one of our research team members. The response rate was 96%.
Because the questionnaire was developed in English, the questionnaire was
translated into Chinese, following the conventional method of back-
translation described by Brislin (1980). A bilingual speaker performed the
initial translation from English into Chinese. After this, the questionnaire
was given to another bilingual translator, who then back-translated it into
English.

In the United States, the questionnaire was sent to potential par-
ticipants in five selected Midwestern banks through their internal mail-
ing system, with a response rate of 93%. Respondents were provided
with confidential envelopes to seal their responses. As part of our promise
to these companies for participation, we reported only aggregated data
results to each organization. Again, we took appropriate steps and as-
sured employees that all information would be anonymous and remain
confidential.

The total number of respondents obtained was 230 in China and 243 in
the United States. Only participants who lived with at least one other
family member at home (i.e., spouse, child, or an elder or disabled relative)
were included in the study. The final data consisted of 214 usable cases
from China and 180 from the United States. Table 1 presents the demo-
graphic characteristics of the sample for this study. The average age was 33
years (SD = 6.13) for China and 42 years (SD = 12.29) for the United
States. Women composed 64% of the total sample (United States = 74%;
China = 56%). Participants in both countries were relatively well edu-
cated, with more than 93% having attended college. The average organi-
zation tenure was 8 years (SD = 5.1) for China and 9.6 years (SD = 9.3)
for the United States.

Measures
Work—Family Confflict
Work-family conflict was assessed using scales developed by Nete-

meyer et al. (1996). Five items measured WIF (coefficient a = .88; .77 for
China and .93 for the United States) and FIW (coefficient « = .84; .80 for
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Table 1. Demographic Characteristics of the Study

Variable China United States Combined
Total respondents® 214 (51.7) 180 (48.3) 394 (100)
Age® 32.88 (6.13) 4223 (12.29) 37.19 (10.56)
Organization tenure® 7.98 (5.05) 9.61 (9.27) 8.74 (7.34)
Gender®
Male 94 (43.9) 47 (26.1) 141 (35.8)
Female 119 (55.6) 133 (73.9) 252 (64.1)
Not reported 1(0.5) 0 (0) 1(0.3)
Marital status®
Never married 24 (11.2) 0(0) 24 (6.1)
Married or living together 183 (85.5) 156 (86.7) 339 (86)
Separated or divorced 6(2.8) 20 (11.1) 26 (6.6)
Widowed 0 (0) 4(22) 4(1)
Not reported 1(0.5) 0(0) 1(0.3)
Education®
Some high school 1(0.5) 25 (13.9) 26 (6.7)
Some college or diploma 74 (34.6) 98 (54.4) 172 (43.7)
University degree 122 (57) 48 (26.7) 170 (43.1)
Postgraduate degree(s) 9(42) 9(5) 18 (4.6)
Not reported 8(3.7) 0(0) 8(2)
Position®
Managerial 26 (12.1) 33 (18.3) 59 (15)
Professional 47 (22) 61 (33.9) 108 (27.4)
Administrative 14 (6.5) 30 (16.7) 44 (11.2)
Technical 19 (8.9) 4(2.2) 23 (5.8)
Clerical 47 (22) 27 (15) 74 (18.8)
Other positions 33(15.4) 22 (12.2) 55 (14)
Employment status®
Full-time employee 196 (91.6) 170 (94.4) 366 (92.9)
Part-time employee 3(14) 10 (5.6) 13 (3.3)
Not reported 15(7) 0(0) 15 (3.8)

*Reported as means (standard deviations are in parentheses). “Percentages are in parentheses.

China and .87 for the United States), respectively, ranging from strongly
disagree (1) to strongly agree (5). Sample items included, “The demands of
my work interfere with my home and family life” (WIF), and “Family-
related strain interferes with my ability to perform job-related duties”
(FIW).

Job Withdrawal Intentions

A six-item scale developed by Hanisch and Hulin (1990, 1991) was
used to measure the extent to which respondents have thought of quitting
(coefficient a = .73;.79 for China and .69 for the United States). A sample
item included, “How often do you think about quitting your job?” Re-
sponses were made on a 5-point scale, with 1 representing never and 5
representing constantly.
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Allocentrism and Idiocentrism

Allocentrism (coefficient a = .66; .70 for China and .62 for the United
States) and idiocentrism (coefficient « = .61; .63 for China and .69 for the
United States) were measured by 22 items adopted from the INDCOL
scale (Singelis, Triandis, Bhawuk, & Gelfand, 1995; Triandis, 1995). These
items address the extent to which respondents agree or disagree that they
exhibited allocentric and idiocentric attributes. Although the coefficient
alphas for allocentrism and idiocentrism scales are somewhat low, they are
consistent with past studies that have used similar items (e.g., Lawler,
Probst, Robert, & Martocchio, 2000; Robert & Wasti, 2002) and thus can
be said to be acceptable and reasonable for scales measuring broad con-
structs such as cultural differences (Singelis et al., 1995). Sample items
included, “I usually sacrifice my self-interest for the benefit of my group”
(allocentrism), and “My personal identity independent from others is very
important to me” (idiocentrism). Responses ranged from 1 = strongly
disagree to 5 = strongly agree.

Control Variables

Age, gender, education, organization tenure, and job level were used
as control variables in this study. As career stage indicators, age and tenure
have been found to influence job turnover intentions or behaviors (Hell-
man, 1997; Lynn, Cao, & Horn, 1996; Manlove & Guzell, 1997; Riordan,
Griffith, & Weatherly, 2003). This body of research suggests that employ-
ees who are older or have stayed with an organization for a long time are
likely to become emotionally involved with the organization, resulting in
less intention to quit. Education was found to be positively correlated with
turnover intentions in work by Cotton and Tuttle (1986) and Steel and
Rentsch (1995). Prior research (e.g., Cotton & Tuttle, 1986; Greenhaus,
Collins, Singh, & Parasuraman, 1997; Steel & Rentsch, 1995) has shown
that women are more likely to leave their jobs than men for family reasons.
Finally, there is evidence to suggest that people in higher job levels may
perceive their work and workplace more positively, thus are unlikely to
leave their jobs (Carlopio & Gardner, 1995; Sawyer, 1989).

RESULTS

Preliminary Analyses

One of the pressing issues in cross-cultural research is establishing
construct comparability in different cultures (Little, 1997). To address this
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issue, we used a combination of mean and covariance structures (MACS;
Byrne, 2001) and simultaneous factor analysis in several populations
(SIFASP; Joreskog, 1971). Both techniques were performed using AMOS
maximum likelihood estimation (Arbuckle & Wothke, 1999; Byrne, 2001).
Following the work of Fitzgerald, Drasgow, Hulin, Gelfand, and Magley
(1997), we formed multi-item indicators for each of the constructs. This
procedure was chosen because of its ability to generate more stable pa-
rameter estimates. To do this, progressively restricted models are fit to
multisample data to test the assumption that factor loadings are equivalent
across samples (Little, 1997). In the unrestricted model, each indicator was
allowed to load only on its factor, but the factor loadings and covariances
were allowed to vary between China and the United States. In the re-
stricted model, factor loadings were restricted to be invariant between the
two countries, but the covariances were free to vary. The chi square/
degrees of freedom ratio was less than 2.3, the goodness-of-fit index was
.93, the comparative fit index was .92, and the root-mean-square error of
approximation was .06 in both models, indicating a reasonable fit to the
data. All the estimated factor loadings were significant and reasonably
close to 1.00, suggesting that the indicators measured the latent traits well.
Finally, because our models are nested, their differences in chi square can
be compared with their differences in degrees of freedom (Robert, Probst,
Martocchio, Drasgow, & Lawler, 2000). The ratio was 10.82/7 = 95, p =
.15, indicating that the factor loadings were approximately equivalent
across the two samples. Table 2 presents means, standard deviations, and
correlations of major variables in the study.

Tests of Hypotheses

Tests of hypotheses were performed using hierarchical regression.
However, before performing our analysis, all main-effect variables were

Table 2. Means, Standard Deviations, and Correlations
China United States

Variable M SD M SD 1 2 3 4 5

1. Work interfering

with family 292 75 236 1.02 — S2# 04 A1 21
2. Family interfering

with work 195 .65 1.81 .68 14% — -.06 .08 15
3. Allocentrism 370 39 3.80 36 -01  -35%* — 3107
4. Idiocentrism 343 38 342 42 A3 —12 37— =02
5. Job withdrawal

intentions 248 .68 22 .62 .05 A7+ 13 202

Note. n = 214, China; n = 180, United States. Correlations for China are below the diago-
nal, and those for the United States are above the diagonal.
*p < .05, **p < .0l
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mean-centered. This was done to reduce possible multicollinearity and to
facilitate model estimation when main effects and interactive effects were
both present (Aiken & West, 1991).

Hypothesis 1 predicts that WIF is positively associated with job with-
drawal intentions. Hypothesis 2 predicts the differences in the relation-
ship between WIF and job withdrawal intentions between two country
samples. To test these hypotheses, we performed separate regression
analyses for the Chinese and United States samples. We first entered con-
trol variables into the equation, followed by two explanatory variables:
WIF and FIW. Table 3 summarizes the results of the regression analyses.
To test if significant differences existed between the two countries, we
performed ¢ tests between raw regression coefficients (Cohen, Cohen,
West, & Aiken, 2003). WIF was significantly and positively related to job
withdrawal intentions in the United States sample (B = .20, p <.05) but not
in the Chinese sample (3 = .02, p > .1). Hypothesis 1 was thus supported
only in the United States sample. A one-tailed ¢ test for the two indepen-
dent samples showed that the relationship between WIF and job with-
drawal intentions was not more positive in the United States than in China
at the .05 level, #(392) = 1.45, p > .05, n = 392. Hypothesis 2 was not
supported. It is interesting to note that the results also showed that FIW
was positively and significantly associated with job withdrawal intentions in
the Chinese sample (3 = .18, p < .01). However, when we performed ¢
tests, no significant differences in the relation between FIW and job with-
drawal intentions were detected between China and the United States,
1(392) = 1.24,p > .1, n = 392.

Tests for the moderating effects of allocentrism and idiocentrism were
performed using moderated multiple regression (Stone & Hollenbeck,
1984). We first entered all controls into the equation. Next, we entered
WIF and FIW, followed by allocentrism and idiocentrism in the third step.
In the fourth step, we entered two-way interactions. Table 3 summarizes
the results of the regression analyses. As can be seen, idiocentrism mod-
erated the relation between WIF and job withdrawal intentions (B =.14, p
< .05). Allocentrism, however, failed to moderate the relation between
WIF and job withdrawal intentions (8 = -.08, p >.1). Consequently, Hy-
pothesis 4 was supported, but Hypothesis 3 was not. Unexpectedly, idio-
centrism (B = —.23, p <.001) moderated the relation between FIW and job
withdrawal intentions. Overall, the inclusion of the interaction terms into
the equation explained a significant amount of additional variance in job
withdrawal intentions (AR* = .04, p < .001).

To further explore these moderating effects, we plotted regression
lines for those scoring one standard deviation above and one standard
deviation below the mean on allocentrism and idiocentrism (Aiken &
West, 1991). Figure 1 represents the interaction between idiocentrism and
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Table 3. Effects of Work Interfering With Family, Family Interfering With Work,
Allocentrism, Idiocentrism, and Job Withdrawal Intentions—Standardized
Regression Coefficients

Job withdrawal intentions

American
Independent variable Chinese sample  sample =~ Combined
Step 1
Country—China 16
Age -17* -.14 —.14%
Gender—Male .05 -.17 -.06
Tenure -.04 -.02 -.07
Education
Some college or diploma —.44* -.04 -.19%
University degree -.18 12 -.00
Postgraduate degree 15 -.02 .06
Job level
Manager 14 .07 A1
Professional 18* .09 .09
Administrative .02 .05 .04
Technical -.01 -.09 -.06
Clerical .06 .06 .03
AR? 24 .08 15
F 5.2 %% 1.22 5.10%%*
Step 2
Work interfering with family .02 20% .06
Family interfering with work 18k .05 1405k
AR? .03 .04 .03
F 5.10%%% 1.64 5.26%%%
Step 3
Allocentrism -.05
Idiocentrism .07
AR? .01
F 4773555
Step 4
Work Interfering With Family x Allocentrism -.08
Work Interfering With Family x Idiocentrism 14
Family Interfering With Work x Allocentrism A1
Family Interfering With Work x Idiocentrism — .23k
AR? .04
F 4.97 %%

Note. Work interfering with family, family interfering with work, allocentrism, and idiocen-
trism were mean centered.
*p <.05. *p <.0l. **¥p < .001.

WIF. The graph shows that the effect of WIF on job withdrawal inten-
tions was more positive as the level of idiocentrism increased, providing
support for Hypothesis 4. Figure 2 depicts the interaction between idio-
centrism and FIW and between allocentrism and FIW. The results sug-
gest that the effect of FIW on job withdrawal intentions was more posi-
tive as the level of idiocentrism decreased or as the level of allocentrism
increased.
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Figure 1. The interactive effect of work-interfering-with-family and idiocentrism in predicting
job withdrawal intentions.

DISCUSSION

This study extends our knowledge of work—family conflict by incorpo-
rating the role of cultural differences into the process. The results from our
U.S. sample were consistent with the argument that WIF predicts higher
levels of turnover intentions and behaviors (i.e., Anderson et al., 2002;
Frone, 2003; Greenhaus, Parasuraman, & Collins, 2001). However, our
findings further revealed no significant difference in the effect of WIF on
job withdrawal intentions between the United States and China. Instead,
WIF was more positively related to job withdrawal intentions among
people scoring high on idiocentrism (regardless of national cultural norms).
Unexpectedly, we found out that FIW was significantly and positively as-
sociated with job withdrawal intentions in China. Our individual-level
analysis suggested that FIW was more positively related to job withdrawal
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Figure 2. The interactive effect of family-interfering-with-work and idiocentrism in predicting
job withdrawal intentions.

intentions among those scoring low on idiocentrism. These findings are
interesting because they sharply contrast with results from earlier studies
(e.g., Anderson et al., 2002; Frone, 2003; Greenhaus et al., 2001), which
reported no association between FIW and turnover intentions.

The lack of a differential effect of WIF on job withdrawal intentions
between the United States and China may reflect the transition currently
taking place in contemporary Chinese society. The shift to a profit-driven
market economy in China has inevitably conditioned self-focused values
and behaviors. The ideology of individualism has been introduced through
increased cultural, commercial, and personnel exchange between China
and Western countries. Individualism is becoming popular, especially with
the younger generation in China. Consequently, dissimilarities along the
individualism—collectivism cultural dimension may become decreasingly
prominent between China and the United States. This may be a possible
reason why we did not observe a significant difference in the relationship
between WIF and job withdrawal intention.
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The results of our study also demonstrate how individual differences,
namely allocentrism and idiocentrism, might influence the relationship be-
tween WIF and job withdrawal intentions. The findings suggest that the
strength of the relationship between WIF and withdrawal is contingent on
individual variations in cultural values. Individual cultural attributes may
influence the appraisal and reaction to the conflict. When studying the
effect of WIF on individuals’ behaviors, researchers should also consider
the interactive effect of situational and personal variables.

It is interesting to note that we unexpectedly found that FIW was
significantly and positively related to job withdrawal in China, a predomi-
nantly collectivist society. The effect of FIW on job withdrawal intentions
was stronger among people scoring low on idiocentrism or high on allo-
centrism. These findings are different from those in the existing literature.
For example, Frone (2003) argued that FIW is not likely to result in em-
ployees’ quitting their job because the source of interference does come
from the family domain. Consequently, leaving a job would not be antic-
ipated to reduce an individual’s level of stress. Though this argument has
received consistent empirical support in North American studies (see
Anderson et al., 2002; Greenhaus et al., 2001), it has received less empirical
attention across cultures. Our results suggest that this argument may need
modification when considering collectivistic cultures. Perhaps, because of
their loyalty to family, people low in idiocentrism or high in allocentrism
are likely to be motivated to fulfill their excessive family responsibilities,
even if it interferes with their work performance. Moreover, because of
their social-orientation scheme, they may feel obligated to continue work
in order to assure the material well-being of the family. The dilemma is
thus created and may intensify their stress levels, which may consequently
make them leave their current jobs for a less demanding or more flexible
work environment.

Implications

This study has theoretical and practical implications for future re-
search. Theoretically, the present study extends previous research by in-
corporating cultural influences into the analysis of work—family conflict
and job withdrawal intentions. Our results suggest that individual cultural
differences moderate the effects of work—family conflict on job withdrawal
intentions. We are aware of no study that has examined the interactive
effects of individual cultural orientation with work—family conflict to ex-
plain employees’ job withdrawal behaviors. This is an important area for
future research.
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Practically, our results suggest that the relationships between work-
family conflict and job withdrawal intentions might be a function of indi-
vidual differences in culturally influenced values. These findings have prac-
tical implications for managerial practices in multinational corporations.
For instance, it may be beneficial for multinational companies to include
cultural components when designing and delivering training programs in
order to have the greatest impact. The findings also suggest that it might be
helpful for managers of multinational organizations to think carefully
about issues of work—family conflict. Clearly, results from this study sug-
gest that efforts that are highly effective in addressing work—family conflict
in an individualist culture will not automatically transfer to the collectivist
cultural context.

Limitations and Conclusions

As with all research, our study is bound by certain limitations that
warrant further attention. First, we measured job withdrawal intentions
rather than actual behavior. Although past studies (e.g., Hanisch & Hulin,
1990, 1991) suggest that behavioral intentions or perceptions are an ideal
substitute for actual behaviors when the ability to measure actual behaviors
is constrained, this limits generalization of our findings. Future studies
should attempt to measure actual behaviors, not intentions as surrogates,
as in the present study.

Second, the use of cross-sectional data precludes definitive assertions
regarding causality and directionality. Although job withdrawal intentions
are theoretically more likely to be the consequence rather than predictors
of work—family conflict, longitudinal research design is necessary to reveal
the true directions of these relationships. However, such studies must take
into consideration the optimal time lag. Otherwise, longitudinal data might
provide biased parameter estimates worse than those obtained from cross-
sectional data.

Third, because data for this study were collected by means of self-
report, this raises the possibility of the common-method variance problem.
To address this potential problem, we performed Harman’s (1967) single-
factor statistical procedure. Results indicated the presence of five factors,
suggesting that common-method variance was not a serious problem in the
present study, although this strategy does not completely rule out the
common method bias problem. It is also important to point out that al-
though the likelihood of common-method bias cannot be denied, common-
method variance cannot explain why certain variables exhibit expected
relationships while others do not (Jex & Bliese, 1999). Moreover, common-
method variance problems would tend to dampen or obscure, rather than



Work-Family Conflict 409

accentuate, interaction effects. The fact that our study provides support for
several specified interaction effects thus also is suggestive of limiting prob-
lems in this area.

A final limitation is the fact that the present sample focused on a single
industry—the banking sector. Though this allowed us to match samples
between the United States and China, our sample pool was nevertheless
restrictive. In future studies, it would be useful to replicate these findings
in a more occupationally diverse sample.

Despite these limitations, the present study makes an important con-
tribution to our understanding about the effect of work—family conflict in
diverse cultural contexts. More specifically, our research contributes to
literature by developing a better understanding of how work—family con-
flict affects individuals’ job withdrawal intentions. To our knowledge, this
is the first study to systematically examine the relations between work—
family conflict and job withdrawal intentions taking a cross-cultural per-
spective. Therefore, we hope that the results of the current study will
stimulate further investigation in this area.
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