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Abstract Extending the research on work–family interface in the Chinese
context, the present study examines how organizational citizenship behavior
(OCB) may enrich the quality of OCB performers’ family life through personal
learning. Results from a sample of 385 supervisor-subordinate dyads in China
show that OCB is positively associated with work-to-family enrichment. This
association is fully mediated by one type of personal learning, namely personal
skill development. The findings are discussed with respect to their theoretical
contributions and practical implications in Chinese contexts.
Keywords organizational citizenship behavior, personal learning, work–family
enrichment

1

Introduction

The phenomenal growth of both basic and applied research on organizational
citizenship behavior (OCB) attests to the importance of OCB from both a theory
and a practice point of view (Hoffman, Blair, Meriac and Woehr, 2007). OCB is
defined as an extra-role behavior that fuels the maintenance and enhancement of
the social and psychological context, facilitating organizational effectiveness
(Organ, 1997). Previous research on OCB has shed light on individual outcomes
in the work domain. The benefits of performing OCB include higher salary
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attainment (Allen, 2006), promotion rate (Allen, 2006; Hui, Lam and Law, 2000),
appraisal evaluation (Allen and Rush, 1998), and job performance (Bommer,
Dierdorff and Rubin, 2007). Clearly, prior work has broadened our understanding
of the outcomes of OCB and the implications of such behavior for OCB
performers.
Despite this interest, there is a paucity of research examining the impact of
OCB on work-to-family outcomes, i.e., how work roles enrich family roles. This
research area is particularly important because this cross-role relationship can
influence job satisfaction, marital satisfaction, life satisfaction, individual stress,
well-being, and mental health (Hanson, Hammer and Colton, 2006; Hill, 2005;
Tiedje, Wortman, Downey, Emmons, Biernat and Lang, 1990). Recently, Bolino
and Turnley (2005) have sought to understand the effect of OCB on personal
consequences using a university alumni sample. Their work mainly applies the
scarcity approach, which suggests that displaying OCB requires extra resources,
such as time and energy of employees, thereby leading to work–family conflict.
Although the above findings are fruitful, the expansion approach that has long
been studied in sociology is underestimated. Indeed, personal resources can be
expanded through a series of daily activities (Marks, 1977). Empirical research
has provided more considerable support for the expansion model than for the
scarcity model (Kirchmeyer, 1992; Nordenmark, 2004). OCB performers provide
services for other employees and the organization and, in turn, may obtain
reciprocated benefits. Various interactions can actually enrich rather than drain
personal resources away (Sieber, 1974). Not surprisingly, researchers have called
for attention to systematically examining the process of work–family enrichment
with the argument that work and family roles can be allies, and that acquired
resources from one role can be utilized in another role (Greenhaus and Powell,
2006). To echo this call, this study explores how OCB may enrich the quality of
OCB performers’ family life. Additionally, according to work–family enrichment
theory (Greenhaus and Powell, 2006) and empirical findings (Kinnunen, Feldt,
Geurts and Pulkkinen, 2006), skills are a case in point to illustrate this process.
This study thereby applies a type of personal learning, namely personal skill
development, to exploring the mechanism of this cross-role relationship. More
specifically, this research seeks to determine whether personal skill development
mediates the relationship between OCB and work-to-family enrichment.
This study contributes to the literature on OCB, personal learning, and
work–family enrichment in several ways. First, it takes a first step toward
understanding the role of OCB in personal learning. Researchers have called for
studies of mechanisms that OCB links to individual outcomes (Organ, Podsakoff
and MacKenzie, 2006). Personal learning is a key predictor of turnover, job
satisfaction, role ambiguity (Lankau and Scandura, 2002), job attitude, job
identity, and career growth (Hall, 1986). As these variables also draw attention of
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OCB research (e.g., Chen, Hui and Sego, 1998), understanding the influence of
OCB on personal learning can guide researchers to develop theories and
mechanisms for OCB. In practical terms, employees may be encouraged to
display OCB when they understand what benefits they can exactly obtain.
Second, this study extends the theory of work–family enrichment by applying
personal learning to explore the resource generation process that has not been
discussed deeply (Greenhaus and Powell, 2006). Third, given that nearly all
work–family enrichment and scale development studies were conducted in
Western developed countries (e.g., Carlson, Kacmar, Wayne and Grzywacz, 2006;
Grzywacz and Bass, 2003; Hill, 2005) and there have been calls for samples
outside the United States recently (Casper, Eby, Bordeaux, Lockwood and
Lambert, 2007), we use a Chinese sample to increase the generalizability of
work–family enrichment research findings. Because cultural differences may
affect work–family outcomes (Yang, Chen, Choi and Zou, 2000), the
investigation could show evidence that the family life of employees in Oriental
developing countries can also be enriched by personal resources accrued in the
workplace.
The present study may have practical implications to Chinese companies
because work–family issues are particularly important for Chinese employees
and human resource management. Unlike understandings of family in the United
States (Rothausen, 1999), the common understanding of family in China is an
extended family that includes grandparents, unmarried brothers and sisters, and
uncles and aunts with nephews and nieces (Tsui, 1989). Given the scarcity of
resources throughout China’s history, such a concept of an extended family
encourages the family to protect personal resources and fulfill members’ various
needs (Fukuyama, 1995). Hence, Chinese people hold a strong belief that family
is the core of their lives. Given the distinctive work and family contexts in
Chinese societies, Chinese people also experience different patterns of
work–family interface. Although Chinese are family-oriented, scholars have
found that managers in the mainland, Hong Kong, and Taiwan of China, and
Singapore consistently assign low importance to personal and family time
(Shenkar and Ronen, 1987). These surprising findings are attributable to the fact
that the Chinese tradition regards work as more important than leisure. Work is
perceived as a contributor, as opposed to a competitor, to family benefit (Shenkar
and Ronen, 1987). Therefore, how to enrich employees’ family life by exporting
work resources is a critical topic for Chinese researchers and managers.
Understanding the OCB impact on employees may offer implications beneficial
for multinational firms pursuing to propel work–life balance of their culturally
diverse employees.
To provide a foundation for studying the relationships, this paper will first
review the expansion theory and work–family enrichment theory, and discuss the
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hypotheses, followed by the methods used to test these hypotheses. Lastly, the
results and discussion will be presented.

2

Theories and Hypotheses

This study applies the expansion (Marks, 1977) and work–family enrichment
approaches (Greenhaus and Powell, 2006) to examining how OCB leads to
personal learning and work-to-family enrichment. Over the past 30 years, the
expansion approach has attracted scholars’ great attention (e.g., Ahrens and Ryff,
2006; Barnett and Hyde, 2001; Marks, 1977; Schultheiss, 2006). In fact, there are
two competing models for work–family spillover. From the approach of scarcity,
individuals are assumed to have limited personal resources. Long work hours and
inflexible work schedules lead employees to drain time and energy away, making
it difficult to fulfill requirements of a family role and causing work-to-family
conflict (Greenhaus and Beutell, 1985). In contrast, the theory of expansion
suggests that human resources are flexible and thus, the energy potential of
people at any given time is physiologically abundant rather than scarce (Marks,
1977). Drained energy is caused by imbalance of role commitment levels when
individuals over-commit one role but under-commit another role. Put differently,
too much time and energy spent in one role leads an individual not able to cope
with the need and requirement of another role (Marks, 1977). For example, an
employee with high levels of job commitment and low levels of family
involvement may work overtime and bring his or her work to home. This
behavior decreases family time and attention to family members which, in turn,
augments the difficulty meeting the requirement of a family role, potentially
inducing work–family conflict. As the level of personal resources largely
depends on role quality and commitment, and time demands and flexibility,
multiple roles do not necessarily cause conflict (Barnett and Hyde, 2001; Froberg,
Gjerdingen and Preston, 1986; Nordenmark, 2004). Indeed, multiple roles can
offer opportunities for resources and burdens, and success and failure. Some
roles may be displayed without any energy loss, and at the same time, create
resources for improving other role performances (Marks, 1977).
The expansion theory posits that multiple roles are beneficial to individuals
through accumulated personal resources when the use of time is flexible and
individuals increase satisfaction and subjective energy levels during and after
performing the role (Marks, 1977). Accumulated personal resources include
buffering, social support, increased self-efficacy, and self-complexity (Barnett
and Hyde, 2001; Sieber, 1974). For instance, young and junior employees choose
a senior colleague with rich experiences as an informal mentor in the workplace.
This decision leads the employees to become protégés and to obtain psychosocial
support, which buffers work–family conflict (Nielson, Carlson and Lankau,
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2001).
Because cultural norms and roles in the family and workplace have changed
sharply, increased attention to the expansion theory has directed researchers to
rethink the positive relationship between work and family roles, and the two
competing approaches (Barnett and Hyde, 2001; Greenhaus and Powell, 2006;
Powell and Greenhaus, 2006). Research has indicated that work–family conflict
and enrichment can exist at the same time, depending on the process by which
experiences of one role influence another domain (Powell and Greenhaus, 2006).
A review of past work–family studies has shown that the relationship between
work–family conflict and enrichment is not definitely negative. In fact, positive
and insignificant relationships have been found in some work–family studies
(Greenhaus and Powell, 2006). Along with this line of thought, although Bolino
and Turnley (2005) found that OCB has negative effects on personal resources, it
is also possible that OCB can enhance personal resources through the expansion
mechanism. This investigation based on the expansion theory can be viewed as a
complementary study rather than a competing study to provide a comprehensive
picture for the work–family interface.
Finally, the theory of work–family enrichment could guide us to realize the
process by which personal learning generated in the workplace enhances the
family life of OCB performers. Positive work–family spillover has long been
investigated in empirical studies (e.g., Small and Riley, 1990). Recently,
work–family enrichment theory has been developed, in which work–family
enrichment is defined as the extent to which experiences in one role improves the
quality of life in another role (Greenhaus and Powell, 2006). Enrichment can be
bi-directional such that work roles can enrich family roles and family roles can
enrich work roles at the same time. This study focuses on the process by which
work experiences enrich consequences in the family role because OCB is a
work-related behavior and personal learning is acquired in the workplace.
Distinguished from the work–family spillover and enhancement approaches,
work–family enrichment theory emphasizes resources derived from work and
posits that those resources can contribute to the high performance of a family
role directly by applying relevant resources to perform family duties through the
instrumental path or indirectly by enhancing positive affect in the workplace,
which then promotes the family performance through the affective path
(Greenhaus and Powell, 2006). Two important resources are skills and
perspectives. Skills generated by work may include knowledge, wisdom,
inter-personal skills, coping skills, and multitasking skills, while perspectives
refer to the ways of perceiving or handling situations.
On the basis of the above theories, this study proposes that employees who
exhibit OCB are expanding their resources which, in turn, could have positive
impacts on their personal learning, ultimately enriching their family life.
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OCB and Personal Learning

Personal learning is defined as acquired knowledge, skills, or competencies
leading to individual growth and development in terms of the interpersonal
competencies of empathy, feedback, authenticity, empowerment, self-reflection,
self-disclosure, and active listening (Lankau and Scandura, 2002). The
fundamental principle of personal learning is that a person actively and
automatically learns from solving problems with others.
Personal learning is critical because this self-directing ability can be
generalized to other settings continuously. Protean careers (Hall, 1996) and
boundaryless careers (Arthur and Rousseau, 1996; Eby, Butts and Lockwood,
2003) that highlight mutuality and interdependence in the workplace have
become prominent in the modern world. Therefore, the boundary of teaching and
learning in the work domain is not very clear (Hall, 1996). Employees cannot
fully depend on the one-time learning in one organization and must develop their
skills and enhance their experience relevant to work through continuous learning
across positions and organizations. Self-directing learning, a higher-level mental
process, is thus necessary for individuals to pursue (Rogers, 1983).
Research has divided personal learning into two dimensions—namely,
relational job learning and personal skill development. Relational job learning
refers to learning the context of work to see how self related to others (Lankau
and Scandura, 2002). This kind of learning seems irrelevant to work–family
spillover because it shed light on the work context. As a result, this study focuses
only on personal skill development that is defined as acquired skills and abilities
that enable better work relationships. This learning refers to the ability to read
and manage the emotions, motivations and behaviors of oneself and others
during social interactions or in a social-interactive context. People can develop
personal skills through two-way communications, active listening, and problem
solving in various interactions. Prior studies have demonstrated that a number of
organizational, individual, and task variables affect learning. Examples include
organizational culture (Guberman and Greenfield, 1991), training (Baldwin,
Magjuka and Loher, 1991), learning goals (Dweck, 1986), and task
interdependence (Karambayya, 1990). This study applies the behavioral
approach to exploring how OCB influences personal skill learning.
On the basis of the expansion approach, it is possible that employees
accumulate personal resources including personal skills by engaging in OCB.
Based on the expansion theory, individuals can expand their personal resources
through multiple roles and increased daily activity (Barnett and Hyde, 2001;
Marks, 1977). Employees who display high levels of OCB are named good
citizens because their behaviors can facilitate organizational effectiveness (Organ,
1988). This extra role leads employees to help others, attend informal meetings,
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work beyond normal hours, and draw attention to updated information. As a
result, OCB performers enlarge their role boundaries and work activities, actively
learning from extended work environments. This enhanced learning can be
explained by several reasons.
First, the extra role provides opportunities for employees to consider their
roles and behave themselves in varying situations because the target of OCB
performance is very broad, from individuals and groups to the whole
organization (Organ, 1988). OCB performers spend time and energy to share
their knowledge and skills with others, and in return, they obtain immediate
feedback, referent and normative information from others (Morrison, 1993).
Valuable feedback and information may exert positive impacts on good citizens
to recognize the identity change process by encouraging them to reflect on their
own roles in organizations. When the work boundary is extended, OCB
performers may also introspect whether their beliefs, thoughts, feelings, and
behaviors are suitable in various situations, how their work related to others and
the organization, and how they should listen to and communicate with people
with different values and backgrounds. This introspection may thus increase the
likelihood to modify their identity, direction, and guidance of their life in the
workplace, and to enhance their flexibility to adjust demands of diverse work
roles to fit different settings.
Second, the expansion theory suggests that multiple roles encourage tolerance
of discrepant viewpoints (Sieber, 1974). Good citizens often want to benefit
others and the organization. To achieve the best consequence, they may need to
realize the want, value, and belief of their colleagues and the organization before
going extra miles. This need stimulates good citizens to perceive the gap of
wants, values, and beliefs between themselves and others, and to find out reasons
for the gap. OCB is an efficient way to broaden world view because OCB
performance can be within the context of cross-gender, cross-position,
cross-group, and cross-department relationships (Chen, Lam, Naumann and
Schaubroeck, 2005) that stereotypes are mitigated and employees learn to value
the experience of others from diversified backgrounds. Enhanced world view
directs individuals to increase the tolerance of discrepancy that assists OCB
performers to handle tasks and communicate with others effectively in the future.
Third and lastly, the expansion theory has proposed that people with multiple
roles are more likely to act as a central gate-keeper for assessing resources from
different sources and to enjoy wide and varied contacts with expanded
relationships (Sieber, 1974). Likewise, research has suggested that OCB is likely
to foster the formation of relationships between organization members across
groups and departments (Bolino, Turnley and Bloodgood, 2002). Because good
citizens often participate informal activities that are not required by the
organization, they tend to meet other people and therefore establish network ties.
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There are many resources such as information embedded in the network ties (Lin,
2001), and those resources might meet fundamental needs to yield personal
learning. Moreover, the persons met in informal activities may not overlap those
met in in-role meetings. As a result, good citizens can enlarge their networks to
different work groups and departments, and increase the likelihood to become a
structural hole between work groups and departments (Bolino et al., 2002).
Employees who span structural holes could learn personal skills faster because
they have higher opportunities to express and discuss their ideas with different
kinds of people (Burt, 2004). Hence, we predict that:
H1 OCB is positively associated with personal skill development.
2.2

Personal Learning and Work–Family Enrichment

This study speculates that personal skill development can enrich the family role
of OCB performers. Based on work–family enrichment theory, skills and
perspectives are resources that can be transferred to the family context from the
instrumental path directly (Greenhaus and Powell, 2006). Another study also
evidences that employees whose work demands related to high-level cognitive
and interpersonal resources could utilize these resources in the family domain
(Greenberger, O’Neil and Nagel, 1994). The transferable level is high because
enhanced personal skills in the workplace are compatible with the requirement of
the family role (Greenhaus and Powell, 2006). High-quality family relationships
can be gained when family members use skills of empathy, empowerment, and
active listening. These kinds of skills are definitely important to all relationship
development. Recent research has argued that “balance-supporting” resources
including interpersonal skills and new perspectives on work roles are highly
relevant to work–family enrichment (Greenhaus and Singh, 2007). Personal
skills generated in the workplace are one of those “balance-supporting” resources
because it enhances the ability of individuals to read and manage one’s and
others’ emotions, motivations, and behaviors across work and family domains.
As personal learning is a lifelong process in which skills and perspectives are
acquired from different roles and experiences continuously (Hall, 1996), it is not
surprising that personal skills can be applicable in family roles. For example,
from the view of buffering, individuals may learn how to understand and
encourage a colleague who cannot achieve the work target in the work domain.
When they go back home and know that their spouses and children get failure in
the workplace and school respectively, employees can use similar personal skills
to comfort their family members. From the perspective of appreciation, managers
learn the importance of appreciating individual differences and of recognizing
the special need of each employee. When performing family roles, they tend to
give each family member the special attention he or she wants and to appreciate

104

Ho-Kwong Kwan, Yina Mao

the uniqueness of each family member. As appreciation is involved with care and
love needed by all people (Schultheiss, 2006), both parties can enjoy positive
affect outcomes, having higher likelihood to enjoy high-quality family
relationships. To sum up, employees who enhance their personal skills in the
work domain are more likely to enrich their family life. Hence, we predict that:
H2 Personal skill development is positively associated with work-to-family
enrichment.
2.3

OCB, Personal Learning, and Work–Family Enrichment

As mentioned above, OCB performers acquire their personal resources by
broadening their work boundaries. OCB is powerful for employees to achieve
diversified personal resources because OCB can target toward different kinds of
individuals, groups, departments, and organizations that are potential sources for
good citizens to accumulate their personal resources (Organ, 1988). Resources
generated from various channels have a higher opportunity to be applied to
different situations than resources generated from a narrow scope of sources
(Sieber, 1974). As a result, personal resources extracted from OCB performance
should be highly transferable from work to family by meeting the requirement of
the family domain. For example, when OCB performers help younger colleagues
to solve job related problems, OCB performers learn and understand the thought
and behavior of younger colleagues from mutual communications. Then OCB
performers can utilize these personal skills to communicate with their children
or/and younger siblings, which could enhance their family life. Another instance
is involved in a work–family sharing regarding values, goals, and understandings.
OCB performers tend to share their ideas, thoughts, and information with others
in additional informal activities during their personal time (Organ, 1988). The
opportunity of sharing personal life in these informal activities seems to be
higher than that in the workplace because the informal environment is more
comfortable for individuals to be themselves through the increased psychological
safety (Edmondson, 1999). This personal life sharing could include guidelines
and implications of how individuals understand the work–family value and goal
of other persons. By transferring a work–family lens, OCB performers increase
the likelihood of enriching their family life. We thus predict that:
H3 OCB is positively associated with work-to-family enrichment.
Work–family enrichment theory describes that resources derived from the
work role mediates work activities and work-to-family enrichment (Greenhaus
and Powell, 2006). There are two paths for this mediating effect of resources.
The instrumental path refers to the mechanism that employees apply resources
directly from the work domain to the family domain. The affective path refers to
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the mechanism that employees receive additional resources to improve their job
performance, resulting in positive effect. Then this positive effect in work
facilitates their functioning in families. As discussed above, the degree to which
employees demonstrate OCB might influence the degree to which they learn
personal skills that are flexible resources applied to establish various
relationships. Given that OCB performers can enjoy higher levels of
work–family quality, we further expect that personal skill development play the
role of a mediator between OCB and work-to-family enrichment. Of course,
displaying OCB is not the only way to enhance employees’ personal skills
applied in the family domain. However, being good citizens to obtain personal
skills may be an effective way to enrich the quality of employees’ family life. We
predict that:
H4 The relationship between OCB and work-to-family enrichment is
mediated by personal skill development.

3

Methods

3.1

Sample and Procedure

Surveys were conducted to examine the above hypotheses. Data were collected
from a private company for manufacturing construction materials in Hangzhou of
Zhejiang province in 2007. Previous OCB field research has primarily used
samples from the service industry (e.g., Hui, Lam and Schaubroeck, 2001;
MacKenzie, Podsakoff and Paine, 1999; Morrison, 1996). This emphasis on the
service industry causes a concern that the findings could not be generalized to
other industries. Recent OCB research has focused on the manufacturing industry
(Bommer et al., 2007), and scholars have called for OCB research on different
industries (e.g., Aryee and Chay, 2001).
Two sets of questionnaires were designed for two kinds of respondents,
namely supervisors and subordinates. This arrangement aimed to decrease the
common source error (Podsakoff, MacKenzie, Lee and Podsakoff, 2003).
Supervisors evaluated OCB performance of one to three subordinates. OCB was
rated by supervisors because they can evaluate their subordinates in diversified
ways (Organ, 1988). Meanwhile, subordinates reported their personal skill
development, work-to-family enrichment, and control variables.
The company had about 12 000 employees. As OCB research has focused on
white-collar or/and well-educated respondents (e.g., Bolino and Turnley, 2005;
Hui et al., 2000), and work–family enrichment research on professionals and
managerial employees (e.g., Kirchmeyer, 1995; Ruderman, Ohlott, Panzer and
King, 2002), this study chose all technical workers, totally 1 128 people as our
target respondents to extend OCB and work–family enrichment research to
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blue-collar employees. Survey packets were distributed to the technical workers
and their supervisors during work hours. Data collectors were trained and led by
a Chinese professor. Survey questionnaires were coded and an officer from
human resources department helped record the identity numbers and the
respondents’ names in order to match supervisor-subordinate dyads. The data
collectors stressed the confidentiality of the responses, and pointed out that only
the researchers could access the responses.
The respondents sent back their answered questionnaires by mail within one
month after the delivery. Finally, 474 and 451 complete and usable surveys were
returned by subordinates and their supervisors with a response rate of 42.0% and
40.0%, respectively. The total number of matching pairs of supervisorsubordinate dyads was 385. These 385 dyads comprised the sample for the study.
About 62.6% and 37.4% of subordinate respondents were male and female,
respectively. The average age was 24.78 years (S.D. = 5.66 years) and tenure was
3.92 years (S.D. = 3.35 years). Approximately 43.4% graduated from technical
schools and 34.3% from high schools.
3.2

Measures

As all items were originally written in English, back-translation was conducted
by two Chinese doctoral students in the management field to examine the quality
of the translation (Brislin, 1980) with the exception of OCB and personal
learning for which we applied the Chinese version from Lam, Hui and Law
(1999) and from Liu, Liu, Kwan and Mao (2009), respectively. The results
satisfactorily reported that all important words existed in the back-translation. A
five-point scale ranging from (1) “Strongly Disagree” to (5) “Strongly Agree”
was utilized for all constructs.
OCB was measured with 15 items of three dimensions developed by
Podsakoff and associates (1990). Altruism, conscientiousness, and civic virtue
were chosen to represent OCB because these three dimensions are the common
OCB dimensions in China and the West (Farh, Zhong and Organ, 2004). A
sample item included “Helps orient new people even though it is not required.”
Cronbach’s alphas for altruism, conscientiousness, and civic virtue were 0.87,
0.88, and 0.94, respectively in the present study. As our main concern for OCB is
the construct rather than the dimensions and recent research has argued that OCB
is best viewed as a single factor (LePine, Erez and Johnson, 2002; Hoffman et al.,
2007), we combined the scores for each dimension of OCB to form an overall
composite measure, and used the three aggregate scores as an indicator for OCB.
Cronbach’s alpha for this measure was 0.79.
Personal skill development scale with six items was originally developed by
Lankau and Scandura (2002) and adopted in this study. An example of the items
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included “I have learned how to communicate effectively with others in the
workplace.” Cronbach’s alpha for this measure was 0.82.
Work-to-family enrichment was measured with nine items of three dimensions
developed by Carlson et al. (2006). The three dimensions are work-to-family
development, work-to-family affect, and work-to-family capital. A sample item
included “My involvement in my work helps me feel personally fulfilled and this
helps me be a better family member.” Cronbach’s alphas for work-to-family
development, work-to-family affect, and work-to-family capital were 0.74, 0.75,
and 0.62, respectively. Similar to OCB, our main interest is the construct rather
than the dimensions. In addition, the theory of work–family enrichment is
developed at construct levels. We thus averaged the scores for the three
dimensions to create a composite measure, obtaining Cronbach’s alpha 0.70.
Control variables. We controlled for subordinate demographic variables
including gender, age, education levels, organization tenure, and marital status
because those variables may provide unexpected influences on the findings of
work–family enrichment (Greenhaus and Powell, 2006). Moreover, some
researchers have argued that learning goals should be included as a control
variable in studies of learning (e.g., Dweck, 1986). To control for the potential
influence of learning goals in the analyses, we assessed learning goal orientation
using Button, Mathieu and Zajac’s (1996) eight-item measure. A representative
item was “The opportunity to do challenging work is important to me.”
Cronbach’s alpha for this measure was 0.90. Furthermore, scholars have
suggested that role involvement may influence the cross-role enrichment. To
restrain this influence, we controlled for family involvement using Greenhaus,
Parasuraman and Collins’ (2001) three-item scale. A sample item was “Most of
the important things that happen to me involve my family.” Cronbach’s alpha for
the scale was 0.78.

4

Results

A correlation matrix of all the variables used in this study, and the means and
standard deviations for those variables are provided in Table 1.
We employed structural equation modeling (SEM) to test our measurement
models. LISREL 8.54 was used to conduct the second order factor analysis and
confirmatory factor analysis (CFA). Overall model fit was examined by various
fit indices including root-mean-square error of approximation (RMSEA),
incremental fit index (IFI), non-normed fit index (NNFI), and comparative fit
index (CFI). The requirements of a reasonable model fit are met if RMSEA is
below 0.08 (Browne and Cudeck, 1993) and IFI, NNFI, and CFI above 0.90
(Bentler and Bonett, 1980; Byrne, 1998).

Variables
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Note: N = 385; Cronbach’s alpha appears along the diagonal; Gender is coded: 1 = male, 2 = female; Education levels are coded:1 = no formal
education, 2 = primary school, 3 = high school, 4 = technical school, 5 = bachelor degree, 6 = postgraduate degree; Marital status is coded:1 =
single, 2 = married, 3 = divorced; * p < 0.05, ** p < 0.01.
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0.03

8. OCB
9. Personal skill
development
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enrichment
Mean

0.07

0.04
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0.07
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3
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0.11*

2
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0.05

3. Education levels
4. Organization tenure

0.01
–0.12*

2. Age

1

Means, Standard Deviations, Scale Reliabilities, and Correlations

1. Gender

Table 1
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In order to examine whether OCB and work-to-family enrichment can be
viewed as three-dimension constructs in the present study, we ran second-order
models. The overall second-order models to the data were well fitted with χ2 (87) =
256.82, p < 0.01; RMSEA = 0.07; IFI = 0.98; CFI = 0.98; NNFI = 0.98 for OCB,
and with χ2 (24) = 68.99, p < 0.01; RMSEA = 0.07; IFI = 0.97; CFI = 0.97;
NNFI = 0.96 for work-to-family enrichment. Hence, OCB and work-to-family
enrichment can be treated as second-order latent variables in the further analysis.
To assure that there was sufficient discrimination between the constructs, we
ran a CFA with all the constructs in one model. The model of all the constructs
yielded acceptable fit with χ2 (220) = 436.27, p < 0.01; RMSEA = 0.05; IFI =
0.97; CFI = 0.97; NNFI = 0.96. We also conducted a one-factor model for all
constructs, yielding unacceptable fit with χ2 (230) = 3 203.86, p < 0.01;
RMSEA = 0.18; IFI = 0.73; CFI = 0.73; NNFI = 0.71. Hence, all constructs and
dimensions can be applied to test the hypotheses.
Hierarchical Regression Modeling (HRM) was used to test all the four
hypotheses. The results of those analyses are shown in Tables 2 and 3. Table 2
presents the relationship between OCB and personal skill development.
Consistent with our prediction, even after we included the control variables,
OCB was positively related to personal skill development (β = 0.32, p < 0.01) in
Model 2, supporting H1.
Table 2

Regression Analyses of OCB-Personal Skill Development Relationship
Dependent variable: Personal skill development
Model 1

Model 2

Control variables
Gender
Age
Education levels
Organization tenure
Marital status

0.06

0.08

0.10

0.07

–0.05

–0.05

0.05

0.07

–0.11

–0.09

Learning goal orientation

0.24**

0.19**

Family involvement

0.13*

0.09

Independent variable
0.32**

OCB
F

5.01

R2
ΔR

2

Note: N = 385; * p < 0.05; ** p < 0.01.

**

10.35**

0.07

0.17

—

0.10**
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Then we examined H2 regarding the relationship between personal skill
development and work-to-family enrichment. Table 3 indicates the predictors of
work-to-family enrichment. As predicted, personal skill development (β = 0.31,
p < 0.01) was positively associated with work-to-family enrichment in Model 3,
providing support for H2. In addition, as expected, the relationship between OCB
and work-to-family enrichment in Model 2 was significantly positive (β = 0.18,
p < 0.01), supporting H3.
Table 3

Regression Analyses of Direct and Mediation Effects
Dependent variable: Work-to-family enrichment
Model 1

Model 2

Model 3

Model 4

–0.07

–0.06

–0.09*

–0.08

0.02

0.01

–0.01

–0.01

Control variables
Gender
Age
Education levels

0.05

0.05

0.06

0.06

Organization tenure

–0.07

–0.06

–0.08

–0.08

Marital status

–0.02

0.00

0.02

0.02

Learning goal orientation
Family involvement

**

0.20

**

0.33

0.17

**

0.13

**

0.31

**

0.12**

0.30

**

0.29**

0.31

**

0.28**

17.52

**

16.06**

0.20**

0.26**

0.26**

**

**

0.09**

Independent/mediating variables
0.18**

OCB
Personal skill development
F

12.32

R2
ΔR

**

0.17**
2

12.91
0.03

**

0.09

0.09

Note: N = 385; * p < 0.05; ** p < 0.01.

H4 predicts that personal skill development will act as a mediator between
OCB and work-to-family enrichment. According to Baron and Kenny (1986),
four conditions must be held: (1) the predictor is significantly related to the
mediator in the first equation; (2) the predictor must be significantly associated
with the outcome in the second equation; (3) the mediator must have a significant
relationship with the outcome in the third equation; (4) the predictor has no effect
when the mediator is controlled. As mentioned above, the first three conditions
have been accepted. To test the mediating effect, we put OCB and personal skill
development into the same model. Consistent with our expectation, Model 4 of
Table 3 displays the finding that OCB had no significant effect on
work-to-family enrichment (β = 0.09, ns) when personal skill development was
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still significantly related to work-to-family enrichment (β = 0.28, p < 0.01).
Suggested by Baron and Kenny (1986), this result revealed that personal skill
development fully mediated the relationship between OCB and work-to-family
enrichment. However, because the test of mediating effects proposed by Baron
and Kenny (1986) has limitations, we used the Sobel Test to compare the
strength of the indirect effect of OCB on work-to-family enrichment to the point
null hypothesis (Preacher and Hayes, 2004) and found significant difference (z =
4.315, p < 0.01). Hence, H4 was supported as well.

5

Discussion and Conclusion

5.1

Theoretical Contributions

This study has examined the possibility that performing OCB could affect
employees’ personal learning and work-to-family enrichment. Consistent with
the hypotheses, the findings show that OCB is positively associated with
personal skill development and work-to-family enrichment. In addition, personal
skill development fully mediates the effects of OCB on work-to-family
enrichment. In sum, good citizens seem to obtain personal benefits.
This article makes contributions to the growing literature on OCB in at least
three ways. First, prior research on OCB has mainly emphasized individual
outcomes in the work domain (e.g., Allen, 2006; Allen and Rush, 1998; Hui et al.,
2001). Little research has examined how OCB influences employees’ personal
consequences. Although researchers have shed light on the relationship between
OCB and work–family interface, the primary approach is either scarcity (Bolino
and Turnley, 2005) or negative spillover (Bragger, Rodriguez-Srednicki, Kutcher,
Indovino and Rosner, 2005; Tompson and Werner, 1997). This study contributes
to our understanding of the positive impacts of OCB on personal resources using
the expansion theory (Marks, 1977).
Second, this study provides theoretical foundation to examine the relationship
between OCB and individual positive outcomes in the organization. Scholars
have raised a call for theoretical support to understand this relationship (Organ et
al., 2006). Not surprisingly, recent research has used a resource allocation
framework to illustrate how performing OCB can have negative influences on
career outcomes (Bergeron, 2007). Similar to the scarcity approach, however, the
basic assumption of this resource allocation framework is that time is limited.
This scarcity approach helps researchers understand the negative relationship
between OCB and career outcomes, and on another hand, downplays the
expansion approach. In fact, whether time experienced as scarce depends on
cultural agreements (Marks, 1977). In addition, time is not a resource class but a
factor affects resource exchange (Foa and Foa, 1976). The present study extends
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the extant OCB literature by applying the theory of expansion to explain the
mechanism of OCB and personal learning. This expansion approach may help
researchers understand how OCB performers expand their resources by
reviewing personal learning as one of the resources generated by OCB
performance. Past research has found that OCB is related to career advancement
and service quality leadership but has not given theoretical support to explain the
links (Hui et al., 2001; Van Scotter, Motowidlo and Cross, 2000). According to
the expansion theory, it is conceivable that OCB performance can be exchanged
for various resources, spurring individuals to become a good leader or to expand
individual career growth. We hope that the present study offers a springboard for
future OCB research on individual outcomes from the expansion approach.
Third, this investigation increases our understanding of OCB impacts on
learning at individual levels. Past researchers have paid attention to the
relationship between OCB and learning but focused on organizational levels
(Somech and Drach-Zahavy, 2004). As learning is highly related to individual
attainment (Dweck, 1986), job performance, job adaptability, job attitudes, job
identity (Hall, 1986), self-confidence, creativity, and ability to make wise choices
(Rogers, 1983), investigating the relationship between OCB and personal
learning may provide insights into the process by which OCB affects the
personal growth of OCB performers.
Moreover, the contributions of this article to the extant literature of
work–family enrichment are threefold. First, this study extends work–family
enrichment theory by providing empirical findings for realizing resource
generation. Greenhaus and Powell’s (2006) study focuses on cross-role
relationships and does not discuss how employees can generate resources. Our
study portrays the process by which employees can increase their personal
resources, extending work–family enrichment theory to include resource
generation.
Second, our findings show that personal resources can be applied in the family
domain, consistent with the theoretical argument (Powell and Greenhaus, 2006).
Personal skills are flexible and transferable resources which provide positive
impacts on the family life of employees. Further studies may consider whether
personal skills acquired in the family can be applied in the workplace.
Third, the job nature of all respondents was blue-collar workers and some
respondents were singles without children. This sampling approach is to echo a
recent call on work–family research that more diverse samples of family should
be adopted (Casper et al., 2007). In fact, the number of single workers is
increasing sharply because the age of first marriage for both men and women is
on the rise (National Bureau of Statistics of China, 2009). This trend also exists
in the United States (Barnett and Hyde, 2001). Past work–family research tend to
ignore this kind of respondents in spite of their unique work–family issues
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(Casper et al., 2007). The present study addresses this research gap to encourage
researchers to understand the fact that the effects of work–family enrichment can
be found in the sample of single employees because single employees can also
have parents and siblings at home or use electronic communications to alleviate
the barrier of physical distance when the employees do not live with their family
members.
5.2

Limitations and Directions for Future Studies

The contributions of this study must be considered in light of its limitations.
Although the use of the expansion approach can increase our understanding of
OCB and work–family issue, this study does not apply the scarcity approach.
Regarding OCB as a double-edged sword, recent OCB research has raised a
concern of considering both benefits and costs of OCB performance (Bergeron,
2007). Along with similar lines, work–family researchers have argued that it is
necessary to realize the relationship between work–family conflict and
work–family enrichment in a single study (Greenhaus and Powell, 2006; Powell
and Greenhaus, 2006). Past empirical research has shown that the correlation of
work–family conflict and work–family enrichment is not necessarily negative or
significant (Greenhaus and Powell, 2006). Hence, OCB may induce work–family
conflict and work–family enrichment at the same time. The relationship between
work–family conflict and work–family enrichment may depend on contexts or
degrees of resources transferred (Powell and Greenhaus, 2006). Besides, a
scarcity model may better explain family outcomes for demonstrating OCB
under different conditions such as single parents, blended families, and
employees with strong responsibility for elder care than those implied in the
sample characteristics (mostly young and single). Additional research should be
undertaken from both expansion and scarcity approaches in the future.
Second, based on work–family enrichment theory, there are five kinds of
resources which can facilitate work-to-family enrichment, including
psychological resources such as positive affect and respect from other people
(Greenhaus and Powell, 2006). Although our findings show that personal skill
development fully mediates the relationship between OCB and work-to-family
enrichment, we are not certain about the effects of personal skill development
when those resource variables are included. Conceptually, it is possible that other
resources can also play the role of mediator. Therefore, it may be necessary to
incorporate additional variables related to resource variables to investigate how
much personal skill development can account for the work-to-family enrichment
outcome.
The cross-sectional design is another limitation of this study. One may
criticize this study, since the findings were not derived from a longitudinal design,
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given the independent and dependent variables were assessed once. We recognize
that the causal relationships between the antecedent and the consequences should
be explained with caution. It is possible that employees with higher levels of
work–family enrichment are more likely to perform OCB and to learn faster.
However, this possibility may not be high because of the following two reasons.
First, OCB is a behavior, whereas personal learning is a process or result relating
to ability, and work–family enrichment always acts as a final outcome from the
workplace to the family domain. Logically, behaviors should lead to abilities,
which influence the family outcome. Second, our hypothesis development was
guided by well-developed theories and the research of multiple roles and
work–family spillover has long been studied. Another critique may be about
confounding variables, because it is possible that individual characteristics play
the role of a predictor in both OCB and work–family enrichment. For example,
people with high levels of altruistic values might contribute themselves in work
and family domains, thereby obtaining relatively high scores of OCB and
work-to-family enrichment. To reduce the likelihood of confounding effects, this
study controlled for family involvement that was significantly related to OCB
and work–family enrichment. The relationship of family involvement links with
OCB and work–family enrichment may be because people who are
family-oriented view the workplace as a family and therefore perform high levels
of OCB (Restubog and Bordia, 2006). By controlling for family involvement, the
effect of confounding variables was alleviated. Regardless of the above reasons,
longitudinal designs in future research would help confirm assumptions
underlying our investigation.
Finally, this special sample of respondents clearly cannot represent all
employees. Particularly, the respondents in this study were young, blue-collar
and less well educated compared to the conventional sample of work–family
studies. Past national studies have provided empirical evidence that age and
occupation have impacts on work-to-family positive spillover (Grzywacz,
Almeida and McDonald, 2002). More specifically, older employees have higher
levels of work-to-family positive spillover while service workers report more
work-to-family positive spillover than blue-collar workers. Although the above
findings imply that the results of this study are likely generalized to older and
service workers, we still need to explain our findings with caution. On the other
hand, the family structure of some respondents was not the same as that of past
studies such as dual-income families with children. Empirical studies have
reported that parents experience higher levels of work–family conflict than
nonparents (Galinsky, Bond and Friedman, 1996) and that the number of children
contributes to positive work-to-family spillover (Kinnunen et al., 2006). Even
though this study could not find significant effects of marital status on
work–family enrichment, other unidentified family characteristics may affect the
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findings. As a result, replications of this work with more representative sample
would be helpful.
5.3

Managerial Implications

Despite these limitations, our theoretical model and empirical findings have
important implications for managers in Chinese contexts. As an increasing
number of Chinese organizations rely on OCB to maintain competitive
advantages in the face of unpredictable competition (Farh et al., 2004), it is
essential for companies to keep in mind that OCB can also promote employees’
work-to-family enrichment. As work-to-family enrichment is of strategic
importance to employees and human resource management, OCB again draws
our attention as a stimulus to organizational success in Chinese contexts. In
addition, OCB can also promote the personal skills of employees. Organizations
depending extensively on personal skill outcomes may benefit from OCB and
encourage employees to create learning and work–family balances within their
environments.
Our work suggests an important way by which Chinese organizations can
facilitate employees’ personal skill development and work-to-family enrichment.
It is beneficial for the organizations to take steps to increase the level of
employees’ OCB. Research indicates that perceptions of psychological contract
among Chinese employees can lead them to perform OCB (Hui, Lee and
Rousseau, 2004). Therefore, organizations should consider the expectations of
employees, generate a fair work climate, and carry out transparent procedures.
Moreover, recent investigation also evidences that mentoring functions as
perceived by Chinese protégés can promote their OCB exhibition (Kwan, Liu
and Yim, in press). Hence, organizations should establish mentoring programs
and encourage mentors to provide more mentoring functions to their protégés.
5.4

Conclusion

Despite these limitations, the present study has addressed some important issues
regarding OCB outcomes, and revealed personal skill development as a key
mediator that can explain the relationship between OCB and work–family
enrichment. Many studies have indicated that OCB facilitates organizational
effectiveness and individual career success (Organ et al., 2006). The personal
benefits, however, have not been highlighted. If displaying OCB has positive
implications for employees’ family life, employees will be more likely to go the
extra mile in work domains. In practical terms, employers may need to find ways
of encouraging employees to work beyond in-role duty and of transferring their
employees’ personal resources from work to family.

116

Ho-Kwong Kwan, Yina Mao

Acknowledges The authors would like to thank Jun Liu for data collection, and Chun Hui,
Jeffrey Greenhaus and John Schaubroeck for their helpful comments on early drafts of this
paper.

References
Ahrens, C. J. C., & Ryff, C. D. 2006. Multiple roles and well-being: Sociodemographic and
psychological moderators. Sex Roles, 55: 801–815.
Allen, T. D. 2006. Rewarding good citizens: The relationship between citizenship behavior,
gender, and organizational rewards. Journal of Applied Social Psychology, 36: 120–143.
Allen, T. D., & Rush, M. C. 1998. The effects of organizational citizenship behavior on
performance judgments: A field study and a laboratory experiment. Journal of Applied
Psychology, 83: 247–260.
Arthur, M. B., & Rousseau, D. M. 1996. The boundaryless career: A new employment
principle for a new organization era. New York: Oxford University Press.
Aryee, S., & Chay, Y. W. 2001. Workplace justice, citizenship behavior, and turnover
intentions in a union context: Examining the mediating role of perceived union support and
union instrumentality. Journal of Applied Psychology, 86: 154–160.
Baldwin, T. T., Magjuka, R. J., & Loher, B. T. 1991. The perils of participation: Effects of
choice of training on trainee motivation and learning. Personnel Psychology, 44: 51–65.
Barnett, R. C., & Hyde, J. S. 2001. Women, men, work, and family: An expansionist theory.
American Psychologist, 56: 781–796.
Baron, R. M., & Kenny, D. A. 1986. The moderator-mediator variable distinction in social
psychological research: Conceptual, strategic, and statistical considerations. Journal of
Personality and Social Psychology, 51: 1173–1182.
Bentler, P. M., & Bonett, D. G. 1980. Significant tests and goodness of fit in the analysis of
covariance structures. Psychological Bulletin, 88: 588–606.
Bergeron, D. M. 2007. The potential paradox of organizational citizenship behavior: Good
citizens at what cost? Academy of Management Review, 32: 1078–1095.
Bolino, M. C., & Turnley, W. H. 2005. The personal costs of citizenship behavior: The
relationship between individual initiative and role overload, job stress, and work–family
conflict. Journal of Applied Psychology, 90: 740–748.
Bolino, M. C., Turnley, W. H., & Bloodgood, J. M. 2002. Citizenship behavior and the creation
of social capital in organizations. Academy of Management Review, 27: 505–522.
Bommer, W. H., Dierdorff, E. C., & Rubin, R. S. 2007. Does prevalence mitigate relevance?
The moderating effect of group-level OCB on employee performance. Academy of
Management Journal, 50: 1481–1494.
Bragger, J. D., Rodriguez-Srednicki, O., Kutcher, E. J., Indovino, L., & Rosner, E. 2005.
Work–family conflict, work–family culture, and organizational citizenship behavior among
teachers. Journal of Business and Psychology, 20: 303–324.
Brislin, R. W. 1980. Translation and content analysis of oral and written materials. In H. C.
Triandis, J. W. Berry (Eds.), Handbook of cross-cultural psychology, 2: 389–444. Boston:
Allyn & Bacon.
Browne, M. W., & Cudeck, R. 1993. Alternative ways of assessing model fit. In K. A. Bollen,
& J. S. Long (Eds.), Testing structural equation models: 445–455. Newbury Park: Sage
Publications.
Burt, R. S. 2004. Structural holes and good ideas. American Journal of Sociology, 110:
349–399.

Citizenship Behavior in Personal Learning and Work–Family Enrichment

117

Button, S. B., Mathieu, J. E., & Zajac, D. M.1996. Goal orientation in organizational research:
A conceptual and empirical foundation. Organizational Behavior and Human Decision
Processes, 67: 26–48.
Byrne, B. M. 1998. Structural equation modeling with LISREL, PRELIS, and SIMPLIS: Basic
concepts, applications, and programming. New Jersey: Lawrence Erlbaum Associates.
Carlson, D. S., Kacmar, K. M., Wayne, J. H., & Grzywacz, J. G. 2006. Measuring the positive
side of the work–family interface: Development and validation of a work–family enrichment
scale. Journal of Vocational Behavior, 68: 131–164.
Casper, W. J., Eby, L. T., Bordeaux, C., Lockwood, A., & Lambert, D. 2007. A review of
research methods in IO/OB work–family research. Journal of Applied Psychology, 92:
28–43.
Chen, X. P., Hui, C., & Sego, D. J. 1998. The role of organizational citizenship behavior in
turnover: Conceptualization and preliminary tests of key hypotheses. Journal of Applied
Psychology, 83: 922–931.
Chen, X. P., Lam, S. S. K., Naumann, S. E., & Schaubroeck, J. 2005. Group citizenship
behavior: Conceptualization and preliminary tests of its antecedents and consequences.
Management and Organization Review, 1: 273–300.
Dweck, C. S. 1986. Motivational processes affecting learning. American Psychologist, 41:
1040–1048.
Eby, L. T., Butts, M., & Lockwood, A. 2003. Predictors of success in the era of the
boundaryless career. Journal of Organizational Behavior, 24: 689–708.
Edmondson, A. 1999. Psychological safety and learning behavior in work teams.
Administrative Science Quarterly, 44: 350–383.
Farh, J. L., Zhong, C., & Organ, D. W. 2004. Organizational citizenship behavior in the
People’s Republic of China. Organization Science, 15: 241–253.
Foa, U. G., & Foa, E. B. 1976. Resource theory of social exchanges. In J. S. Thiabut, J. Spence,
& R. Carson (Eds.), Contemporary Topics in Social Psychology: 99–131. Morristown, NJ:
General Learning Press.
Froberg, D., Gjerdingen, D., & Preston, M. 1986. Multiple roles and women’s mental and
physical health: What have we learned? Women and Health Review, 11: 79–96.
Fukuyama, F. 1995. Trust: The social virtues and the creation of prosperity. New York: Free
Press.
Galinsky, E., Bond, J. T., & Friedman, D. E. 1996. The role of employers in addressing the
needs of employed parents. Journal of Social Issues, 52: 111–136.
Greenberger, E., O’Neil, R., & Nagel, S. K. 1994. Linking workplace and homeplace:
Relations between the nature of adults’ work and their parenting behaviors. Developmental
Psychology, 30: 990–1002.
Greenhaus, J. H., & Beutell, N. J. 1985. Sources of conflict between work and family roles.
Academy of Management Review, 10: 76–88.
Greenhaus, J. H., Parasuraman, S., & Collins, K. M. 2001. Career involvement and family
involvement as moderators of relationships between work–family conflict and withdrawal
from a profession. Journal of Occupational Health Psychology, 6: 91–100.
Greenhaus, J. H., & Powell, G. N. 2006. When work and family are allies: A theory of
work–family enrichment. Academy of Management Review, 31: 72–92.
Greenhaus, J. H., & Singh, R 2007. Mentoring and the work–family interface. In B. R. Ragins,
K. E. Kram (Eds.), The handbook of mentoring at work: theory, research and practice:
519–544. Thousand Oaks, CA: Sage.
Grzywacz, J. G., Almeida, D. M., & McDonald, D. A. 2002. Work–family spillover and daily

118

Ho-Kwong Kwan, Yina Mao

reports of work and family stress in the adult labor force. Family Relations, 51: 28–36.
Grzywacz, J. G., & Bass, B. L. 2003. Family, work, and mental health: Testing different
models of work–family fit. Journal of Marriage and the Family, 65: 248–262.
Guberman, S. R., & Greenfield, P. M. 1991. Learning and transfer in everyday cognition.
Cognitive Development, 6: 233–260.
Hall, D. T. 1986. Dilemmas in linking succession planning to individual executive learning.
Human Resource Management, 25: 235–265.
Hall, D. T. 1996. Long live the career—A relational approach. In D. Hall, & Associates (Eds.),
The career is dead—Long live the career: A relational approach to careers: 1–14. San
Francisco: Jossey-Bass.
Hanson, G. C., Hammer, L. B, & Colton, C. L. 2006. Development and validation of a
multidimensional scale of perceived work–family positive spillover. Journal of
Occupational Health Psychology, 11: 249–265.
Hill, E. J. 2005. Work–family facilitation and conflict, working fathers and mothers,
work–family stressors and support. Journal of Family Issues, 26: 793–819.
Hoffman, B. J., Blair, C. A., Meriac, J. P., & Woehr, D. J. 2007. Expanding the criterion
domain? A quantitative review of OCB literature. Journal of Applied Psychology, 92:
555–566.
Hui, C., Lam, S. S. K., & Law, K. S. 2000. Instrumental values of organizational citizenship
behavior for promotion: A field quasi-experiment. Journal of Applied Psychology, 85:
822–828.
Hui, C., Lam, S. S. K., & Schaubroeck, J. 2001. Can good citizens lead the way in providing
quality service? A field quasi experiment. Academy of Management Journal, 44: 988–995.
Hui, C., Lee, C., & Rousseau, D. M. 2004. Psychological contract and organizational
citizenship behavior in China: Investigating generalizability and instrumentality. Journal of
Applied Psychology, 89: 311–321.
Karambayya, R. 1990. Contextual predictors of organizational citizenship behavior. In L. R.
Jauch, & J. L. Wall (Eds.), Academy of Management Best Paper Proceedings: 221–225. San
Francisco: Academy of Management.
Kinnunen, U., Feldt, T., Geurts, S., & Pulkkinen, L. 2006. Types of work–family interface:
Well-being correlates of negative and positive spillover between work and family.
Scandinavian Journal of Psychology, 47: 149–162.
Kirchmeyer, C. 1992. Nonwork participation and work attitudes: A test of scarcity vs.
expansion models of personal resources. Human Relations, 45: 775–795.
Kirchmeyer, C. 1995. Managing the work-nonwork boundary: An assessment of organizational
responses. Human Relations, 48: 515–536.
Kwan, H. K., Liu, J., & Yim, F. H. K. In press. Effects of mentoring functions on receivers’
organizational citizenship behavior in a Chinese context: A two-study investigation. Journal
of Business Research.
Lam, S. S. K., Hui, C., & Law, K. K. S. 1999. Organizational citizenship behavior: Comparing
perspectives of supervisors and subordinates across four international samples. Journal of
Applied Psychology, 84: 591–601.
Lankau, M. J., & Scandura, T. A. 2002. An investigation of personal learning in mentoring
relationships: Content, antecedents, and consequences. Academy of Management Journal, 45:
779–790.
LePine, J. A., Erez, A., & Johnson, D. E. 2002. The nature and dimensionality of
organizational citizenship behavior: A critical review and meta-analysis. Journal of Applied
Psychology, 87: 52–65

Citizenship Behavior in Personal Learning and Work–Family Enrichment

119

Lin, N. 2001. Building a network theory of social capital. In N. Lin, K. Cook, & R. S. Burt
(Eds.), Social capital: Theory and research: 3–29. New York: Aldine de Grupyter.
Liu,D., Liu, J., Kwan, H. K., & Mao, Y. 2009. What can I gain as a mentor? The effect of
mentoring on the job performance and social status of mentors in China. Journal of
Occupational and Organizational Psychology, 82: 871–895.
MacKenzie, S. B., Podsakoff, P. M., & Paine, J. B. 1999. Do citizenship behaviors matter more
for managers than for salespeople? Academy of Marketing Science, 27: 396–410.
Marks, S. R. 1977. Multiple roles and role strain: Some notes on human energy, time and
commitment. American Sociological Review, 42: 921–936.
McManus, S. E., & Russell, J. E. A. 1997. New directions for mentoring research: An
examination of related constructs. Journal of Vocational Behavior, 51: 145–161.
Morrison, E. W. 1993. Newcomer information seeking: Exploring types, modes, sources, and
outcomes. Academy of Management Journal, 36: 557–589.
Morrison, E. W. 1996. Organizational citizenship behavior as a critical link between HRM
practices and service quality. Human Resource Management, 35: 493–512.
National Bureau of Statistics of China. 2009. Beijing: China’s Statistics Department.
Nielson, T. R., Carlson, D. S., & Lankau, M. J. 2001. The supportive mentor as a means of
reducing work–family conflict. Journal of Vocational Behavior, 59: 364–381.
Nordenmark, M. 2004. Multiple social roles and well-being: A longitudinal test of the role
stress theory and the role expansion theory. Acta Sociologica, 47: 115–126
Organ, D. W. 1988. Organizational citizenship behavior: The good soldier syndrome.
Lexington, MA: Lexington Books.
Organ, D. W. 1997. Organizational citizenship behavior: It’s construct clean-up time. Human
Performance, 10: 85–97.
Organ, D. W., Podsakoff, P. M., & MacKenzie, S. B. 2006. Organizational citizenship
behavior: Its nature, antecedents, and consequences. Thousand Oaks: SAGE Publications.
Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. 2003. Common method
biases in behavioral research: A critical review of the literature and recommended remedies.
Journal of Applied Psychology, 88: 879–903.
Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. 1990. Transformational
leader behaviors and their effects on followers’ trust in leader, satisfaction, and
organizational citizenship behaviors. Leadership Quarterly, 1: 107–142.
Powell, G. N, & Greenhaus, J. H. 2006. Is the opposite of positive negative? Untangling the
complex relationships between work–family enrichment and conflict. Career Development
International, 11: 650–659.
Preacher, K. J., & Hayes, A. F. 2004. SPSS and SAS procedures for estimating indirect effects
in simple mediation models. Behavior Research Methods, Instruments, and Computers, 36:
717–731.
Restubog, S. L. D., & Bordia, P. 2006. Workplace familism and psychological contract breach
in the Philippines. Applied Psychology, 55: 563–585
Rogers, C. R. 1983. Freedom to learn for the 80’s. Columbus, OH: Charles E. Merrill.
Rothausen, T. J. 1999. ‘Family’ in organizational research: A review and comparison of
definitions and measures. Journal of Organizational Behavior, 20: 817–836.
Ruderman, M. N., Ohlott, P. F., Panzer, K., & King, S. N. 2002. Benefits of multiple roles for
managerial women. Academy of Management Journal, 45: 369–386.
Schultheiss, D. E. P. 2006. The interface of work and family life. Professional Psychology:
Research and Practice, 37: 334–341.
Shenkar, O., & Ronen, S. 1987. Structure and importance of work goals among managers in

120

Ho-Kwong Kwan, Yina Mao

the People’s Republic of China. Academy of Management Journal, 30: 564–576.
Sieber, S. D. 1974. Toward a theory of role accumulation. American Sociological Review, 39:
567–578.
Small, S. A., & Riley, D. 1990. Toward a multidimensional assessment of work spillover into
family life. Journal of Marriage and the Family, 52: 51–61.
Somech, A., & Drach-Zahavy, A. 2004. Exploring organizational citizenship behavior from an
organizational perspective: The relationship between organizational learning and
organizational citizenship behavior. Journal of Occupational and Organizational
Psychology, 77: 281–298.
Tiedje, L. B., Wortman, C. B., Downey, G., Emmons, C., Biernat, M., & Lang, E. 1990.
Women with multiple roles: Role-compatibility perceptions, satisfaction, and mental health.
Journal of Marriage and the Family, 52: 63–72.
Tompson, H. B., & Werner, J. M. 1997. The impact of role conflict/facilitation on core and
discretionary behaviors: Testing a mediated model. Journal of Management, 23: 583–601.
Tsui, M. 1989. Changes in Chinese urban family structure. Journal of Marriage and the
Family, 51: 737–747.
Turnipseed, D. L. 2002. Are good soldiers good? Exploring the link between organization
citizenship behavior and personal ethics. Journal of Business Research, 55: 1–15.
Van Scotter, J. R., Motowidlo, S. J., & Cross, T. C. 2000. Effects of task performance and
contextual performance on systemic rewards. Journal of Applied Psychology, 85: 526–535.
Yang, N., Chen, C. C., Choi, J., & Zou, Y. 2000. Sources of work–family conflict: A Sino-U.S.
comparison of the effects of work and family demands. Academy of Management Journal,
43: 113–123.

