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Abstract

Cross-cultural research has been gaining momentum ever since the last globalization period
began 40 years ago, but its relevance is not smaller even if a deglobalization period ensues. This
field of research produced a myriad of constructs and measures to gauge, mostly, cultural
differences within organizations and HRM. However, deeper differences have been explored
in psychological literature but have not yet found full use within HRM research. These
differences pertain to the cognitive and affective processing styles. Such cognitive and affective
differences are often outside the conscious scrutiny of individuals and, therefore, makes them
critical in the human interaction processes, which are especially important for international
HRM. This research gap motivates this study that builds on the expectation that such
fundamental differences have not been duly accounted for, mostly because 1) cultural values
differences have been dominating the comparative studies, 2) scholars have been working with
a profusion of taxonomies that do not converge, and 3) the measures for empirical use have not
been tested for autochthone bias.

To fill this research gap, this thesis proposes four empirical studies. The first study
systematically reviews the literature on fundamental cross-cultural comparative differences in
cognition, emotion, and axiology between West and China. Based on 326 valid articles it
showed the main constructs to measure relevant differences in human interaction. The second
study tests, with a Chinese sample of 254 individuals, the psychometric quality of dominant
western measures for these constructs. It found some were usable, but others needed to be
revised for such context. Targeting HRM, the third study addresses one of the constructs
(temporal horizon) by testing its role as a boundary condition in a model linking HPWS to
turnover intentions. With a sample of 430 individuals in China, findings show, at the light of
expectancy-valence theory, that the temporal horizon (i.e. long term orientation) matters when
designing HPWS intending to retain employees. The fourth study extends this focus by
exploring a three-way interaction between individual profiles (cognitive styles and personal
values) with an HR-related construct (participative safety) within healthcare organizations. This
conditional moderated mediation model intended to explain medical service quality through
organizational citizenship behaviors. With a sample of 293 healthcare professionals, findings
showed analytical thinking crossed with long-term orientation enacted the effectiveness of HR

practices favoring participative safety to increase medical service quality.
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Findings show a need to converge on the relevant constructs and especially on designing
universally valid measures. The affective dimension might be a promising venue for further
development as BEQ could not be used in its current form. Findings evidenced that fundamental
individual differences other than the cultural values (namely the cognitive style) are important
for international HRM and interact in such a way that commonly used explanatory models in
the West may not apply at all in other settings, such as China.

Keywords: human resources management, analytical thinking, long term orientation, turnover
intention, medical service quality, China, West
JEL Classification System codes: M12, M14



Resumo

A investigacdo intercultural tem vindo a ganhar impulso desde o Gltimo periodo de globalizagéo
iniciado hé& 40 anos, mas a sua relevancia ndo é menor ainda que um periodo de desglobalizac&o
ocorra. Este campo de investigacao produziu uma miriade de constructos e medidas para aferir,
na sua maioria, as diferencas culturais dentro das organizagdes e a HRM. Contudo, as diferencas
mais profundas foram exploradas na literatura psicoldgica, mas ainda ndo foram plenamente
utilizadas na investigacdo da HRM. Estas diferencas séo relativas aos estilos de processamento
cognitivo e afetivo. Tais diferencas cognitivas e afetivas estdo frequentemente fora do
escrutinio consciente dos individuos e, portanto, tornam-nas criticas nos processos de interacdo
humana, que sdo especialmente importantes para a GRH internacional. Esta lacuna de
investigacdo motiva este estudo, que parte da expectativa de que tais diferencas fundamentais
ndo tém sido devidamente tidas em conta, principalmente porque 1) as diferencas de valores
culturais tém dominado os estudos comparativos, 2) os académicos tém trabalhado com uma
profusdo de taxonomias divergentes, e 3) as medidas de utilizacdo empirica ndo foram testadas

guanto ao viés autdctone.

Para preencher esta lacuna de investigacao, esta tese propde quatro estudos empiricos. O
primeiro estudo revé sistematicamente a literatura sobre as diferencas comparativas
transculturais de natureza cognitiva, emocional e axioldgica entre o Ocidente e a China. Com
base em 326 artigos validos, mostrou os constructos principais para medir as diferencas
relevantes na interacdo humana. O segundo estudo testa, com uma amostra chinesa de 254
individuos, a qualidade psicométrica das medidas ocidentais dominantes para estas construgdes.
Verificou que algumas eram utilizaveis, mas outras precisavam de ser revistas para tal contexto.
Visando a GRH, o terceiro estudo aborda um dos constructos (horizonte temporal) testando o
seu papel como condicdo limite num modelo que liga a HPWS as intencGes de saida. Com uma
amostra de 430 individuos na China, os resultados mostram, a luz da teoria da expectativa-
valéncia, que o horizonte temporal (i.e, orientacdo a longo prazo) é importante para desenhar a
HPWS com a intencdo de reter empregados. O quarto estudo alarga este foco explorando uma
interacdo de trés vias entre perfis individuais (estilos cognitivos e valores pessoais) com um
constructo relacionado com os RH (seguranca participativa) dentro das organizagdes de salde.
Este modelo de mediacdo moderada condicional pretendeu explicar a qualidade do servigo

médico atraves de comportamentos de cidadania organizacional. Com uma amostra de 293



profissionais de salde, os resultados indicaram que um pensamento analitico cruzado com uma
orientacdo a longo prazo promove a eficacia das praticas de RH que favorecem a seguranga

participativa assim melhorando a qualidade dos servicos médicos.

Os resultados mostram a necessidade de convergir quanto aos constructos relevantes e
especialmente quanto a concecdo de medidas universalmente validas. A dimensdo afetiva
podera ser um aspeto com desenvolvimento promissor, uma vez que o BEQ ndo poderia ser
utilizado na sua forma atual. Os resultados demonstram que as diferencas individuais
fundamentais que vao além dos valores culturais (hnomeadamente o estilo cognitivo) sdo
importantes para a GRH internacional e interagem de tal forma que os modelos explicativos
habitualmente utilizados no Ocidente podem néo se aplicar de todo noutros contextos, tais como

a China.

Palavras-chave: gestdo de recursos humanos, pensamento analitico, orientagdo a longo prazo,
intencdo de saida, qualidade do servico médico, China, Ocidente
Cadigos do Sistema de Classificacdo JEL: M12, M14
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Chapter I: General Introduction

In most management literature, globalization is a background phenomenon that goes almost
unquestioned, but a deeper understanding of history shows a cycle of globalization and
deglobalization in the world economy (Jones, 2006). According to this author the first
globalization started in 1840 until the great depression in 1929, from which a deglobalization
period ensued until 1979. From this point onwards an intense globalization activity followed
until the economic crisis of 2008 after which pressure has been felt towards deglobalization
which is forecasted to continue (Kim et al., 2020). The pandemic came as a recognized
accelerator of deglobalization (Abdal & Ferreira, 2021; Peng et al., 2021) and, although
globalization is seen as a factor that brought many problems, deglobalization brings with it the

specter of conflict escalation among economic powers (Komolov, 2020).

In the last globalization period (1979-2008) everyone was strongly influenced by this
development changes and the quickening flow of the world events (Contractor, 2021).
Academia is not an exception because as the world connected more and the fundamental
differences are thought of as both opportunities as well as barriers in conducting business
internationally, cross-cultural research gained a central position. It has attracted many scholars
and writers doing cross-cultural explorations and discussions (Gelfand et al., 2017).
Deglobalization then would be a negative pressure upon cross-cultural research interest as
inferred by the single reference it deserved on a comprehensive review about cross-cultural
interactions (Adler & Aycan, 2018). However, the demise of cross-cultural research under a
period of deglobalization overlooks the fact that facing current technological evolution, people
will always be in contact, (directly person-on-person or indirectly by means of organizations),
either because they want to collaborate or because they want to compete.

The benefits from a deep understanding of cross-cultural psychology are evident to
establish sustainable international cooperation and business (Bond, 2019) but its benefits are
equally, if not even more, critical in guaranteeing that conflict escalation does not attain the
level of mutual destruction (Keith, 2019).



The heritage from decades of cross-cultural research has left a rich body of knowledge for
management (Adler & Aycan, 2018). The borders that are used to do cross-cultural comparison
vary according to the focus of the scholars. Schwartz (2013) eight transnational regions
anticipate many possible paired or multiple comparisons but, considering the emerging players
in globalization-deglobalization dialectics, it is the West-East axis that offers more interesting
findings. According to this author the West will most likely include Western European countries
together with English Speaking countries while the East is mostly thought of the Confucian

countries of which China is the most representative.

The cultural differences between the West and China are striking (Chen & Miller, 2010)
and have always been noted ever since the first European contacts occurred (Page, 2012). For
example, it has long been recognized that relational network culture prevails in east Asia,
especially in China. People who want to build trust, especially for business issues with Chinese,
need to start with the relationships, because making friends is given priority to making a deal.
A pleasant dinner or plenty of delightful social activities might be the key successful business
factor for such affective trust building (Meyers, 2014). This can be clearly reflected from
literature associated with the keyword “guanxi”, which is an expressive interpretation of
personal interactions in China (e.g. Guo et al., 2018; Shao & Pan, 2019). People with cultural
background are closely connected to each other. In the West, like Germany, cognitive trust
comes from the other party’s skills, achievement, as well as reliability, being a more task-based
than relationship-based cooperation style (Meyers, 2014). Therefore, whether it is in business
areas or in social life areas, the understanding of cultural differences is always important and

matters in all communication aspects.

Cultural differences are expressed in many ways. The most intuitive is by focusing on
cultural value differences like national cultural values, social values, and individual values,
which are both shaped and also shapers of culture (Hamedani, 2019). These cultural values
have deserved the attention of the most prominent scholars such as Geert Hofstede,
Trompenaars, Globe, Inglehart, or Shalom Schwartz. Hofstede’s cultural dimensions theory is
regarded as the fundamental and influential framework in many cross-cultural studies focused
on domains such as business and psychological interplay (Kirkman et al., 2017). Although some
scholars questioned or criticized Hofstede’s conceptualization and operationalization
(McSweeney, 2002), the undeniable contributions of his model in both academic and practical
fields have been far more commonly recognized than criticized (e.g. Kristjansdottir et al., 2017).

Based on Hofstede’s cultural values, the Globe (Global Leadership and Organizational



Behavior Effectiveness) project, firstly started by Robert House in 1993, made a further
contribution to the theory, differentiating between values and social practices while giving
priority to cross-cultural leadership (House et al., 2004). Trompenaars and Hampden-Turner
(1993) focused on cross-cultural studies by classifying cultures along a mix of behavioral
patterns and identifying seven value orientations, including, universalism & particularism,
individualism & communitarianism, neutral & emotional, defuse & specific, achievement &
ascription, sequential time & synchronic time, inner &outer-directed, among these, some
overlap with Hofstede’s dimensions, while others offer novel perspectives. Inglehart and
Welzel (2010) argued that values are not static but instead, they change with the development
of technology and economy. They constructed a famous map based on the world value survey,
one dimension including survival values and self-expression values, the other dimension
including secular-rational values and traditional values. More recently, Schwartz (2012)
identified 10 basic values: self-direction, stimulation, hedonism, achievement, power, security,
conformity, tradition, benevolence, and universalism. These are classified into openness to
change values, self-enhancement values, conservation values, and self-transcendence values.
Irrespective of the categories used to identify cultural values differences, irrespective of its
overlap or divergences, the fact remains that no author denies the fundamental contrasts
between West and East, namely China, cultural values. The differences are obvious but not

necessarily easy to systematically characterize.

It has long been common sense that, because of respective geographic and historical
background, West and East differ not only in the aspect of behaviors and underlying values
(Bond, 2010) which we might easily observe, feel, learn and adapt to, but also tacitly on the
patterns of thinking, which is not as easy to understand, compared to the previously surface

perceptible differences such as culture, age, or experience among others.

People who share cultural values might have similar culturally-based behaviors and
cognitive thinking (Triandis, 1972). Conversely, differences at this level may be prone to
misunderstandings. This kind of deep-rooted cultural differences is one of the most essential
and critical challenges for world integration. International business and workforce
diversification challenge global leadership and human resources and pose an important and
practical issue for organizational performance in international settings (Cho et al., 2017). It is
commonsense for everyone that men are from Mars and women are from Venus (Gray, 2009),
and it seems that all people agree that men’s thinking style is different from that of women.

Then what about thinking way differences from across-cultural perspective? People from



different countries, especially distinct cultures, that are working in the same team may
misunderstand each other and even think the ideas or behaviors of others are logically flawed.
Misunderstandings can often occur among colleagues or between leaders and subordinates. For
example, when the leader gives a fierce negative feedback to two subordinates during the
working session, an American employee may chat with that manager happily as before, while
a Japanese colleague may not accept and even would like to quit the job. This is similar to the
consulting cases Meyer (2014) reported focusing on how the most successful managers in the
world navigate the cultural mind field in a global environment. Although these fundamental
differences are critical to the basic cross-cultural communication, literature is relatively poorly
developed compared to the attention given to cultural value differences. Therefore, we expect
that by bringing together cultural values, cognitive processes and emotion expressiveness in the
organizational business settings, this research could offer theoretical novelty to broaden the
horizon and deep-understanding in cross-cultural research, especially in bridging Western and
Chinese research.

The achievement of Richard Nisbett and his research team made invaluable contributions
to the west-east difference in the psychological domain, namely in the cognitive or thinking
dimensions?. Nisbett is a famous scholar who has done several in-depth studies as to how
easterners and westerns think differently and why. He conducted many experiments with his
colleagues and his book “The Geography of Thought” (2003) has become one of the significant
references in this line of research. He emphasized the implied differences in thinking patterns
between east and west based on empirical evidence from laboratory research. His research
teams studied cognitive differences between Westerners and East Asians linking these
differences to the corresponding social orientation differences, cultural differences as well as
linguistic and genetic distinctions (Varnum et al., 2010). Through the lens of cognitive social
psychology, Nisbett contends that the Asians and Westerners have kept very distinct systems
of thought for thousands of years. Westerns are more analytic, paying more attention to the
object and categories to which it belongs and using rules, including formal logic, to understand
and explain the world. He argued that intellectual traditions in ancient Greece emphasized
analytic thought, which is defined as a detachment of the object from its context, a tendency to
focus on attributes of the object in order to assign it to categories, resting in the use of formal
logic, and avoidance of inconsistency. Conversely, in the East Asian cultures like China,

CLINNT3 EEINNT3

ZIn literature scholars often use the term “cognitive style”, “thinking style”, “thinking pattern” or “intellectual
styles”. They refer to the same underlying construct and therefore we will use it interchangeably to keep the
terminology closer to the original.



individuals give prevalence to focusing on the framework of holistic and entire field,
relationships, dialectical reasoning, as well as collective action (Nisbett et al., 2001; Oliveira &
Nisbett, 2017).

Sternberg (1997) proposed the necessity to consider culture into the empirical research of
thinking styles, although most of his significant studies concern the nature of intellectual styles,
rather than the cultural differences comparison. Rooted in the combined product of cognition,
personality, and activity (Grigorenko & Sternberg, 1995) people with similar levels or patterns
of abilities might have very different thinking styles. Additionally, those who have similar
personality characteristics might also differ in their styles of thinking (Grigorenko & Sternberg,
1995). Therefore, in a global economic system, such possible differences may be far more
significant than expected, yet scholars do not agree on the full extent of such differences,
especially in terms of thinking and feeling toward objects, be they social, physical or just

abstract.

Additionally, the difference between West and East has also been studied from the
perspective of the emotional domain which is relatively overlooked in cross-cultural research.
Paul Ekman (1992) is regarded as one of the most fundamental authors about the nature of
emotions from a cross-cultural perspective. His study focused on emotional facial expression.
Based on empirical findings, he proposed that seven universal discrete emotions are common
for all human beings (Ekman & Davidson, 1994). Albeit universal, such emotions can be
differently expressed. Butler et al. (2007) found that in collectivistic cultures, people are less
likely to express their own emotion, while other people, predominantly those adopting
European values, less frequently suppress emotion expression. This is convergent with Meyer
(2014) conclusion that Easterners such as Chinese and Japanese, seem to be more emotionally
unexpressive and prefer to avoid confrontation due to the cultural preference for harmony. So,
although emotions are universal, their expression is not. Different cultures may have different
emotional display rules, for example, individualistic cultures place more importance on the
freedom of emotion expressivity and relatively more differences among people than those in

collectivistic cultures (Matsumoto et al., 2008).

Considering both the cognitive and emotional domains, as in all research fields growing at
a fast pace, cross-cultural studies produced many constructs that are intended to depict
comparative psychological dimensions. The vast array of constructs is expectable in a complex
phenomenon such as cultural and psychological differences, however, there seems to be

divergence in its use (scholars refer to the same constructs attaching difference meanings), in
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the choice of wording itself (some constructs differ in name but seem to be addressing the same
meaning), and overall, there is a lack of integration in this literature. Likewise, when making
an analysis of a cultural phenomenon, we should care against own cultural bias. Literature has
not been very successful in bringing together views from all sides, i.e. in countering the
autochthone bias. The autochthone bias is critical in cultural research and truly important in
business research. The expatriation challenge in international human resources is a suitable case
to illustrate this. It is obvious that the management of expatriates is greatly important for
organizations in building global strategic base, but some case studies showed that China and
other countries in East Asian that share a Confucian culture give great priority to harmony,
modesty and diligence (Lin et al., 2012). Chinese expatriates would not be much comfortable
to directly give their negative comments or criticism in front of others during a business
meeting. Therefore, it would be not easy for them to accept and adapt to a setting that accepts
and fosters the direct disagreement or criticisms from their colleagues in host countries like The
Netherlands (Meyer, 2014). Overall, there is a disarray in cross-cultural research due to the
volume of constructs, their partial conceptual overlap, and scholars seemingly not being able to
build a tight network, as suggested by the mapping of the akin research (Figure 1. 1). This figure
is made out by use of VOSviewer software developed for scientific literature analysis and

visualizing bibliometric landscapes.



morals

analytic

morality
addigtion idealogy
aged, 80@nd over g
v v gambling .
Y impulsiveness reasening
« N optimism Y religiosi
satisfaction giosity
attitudeito health religion politics
- intuition cognitive ability
< offapdeP w . gunited states - =
ruminatioms cognitive criminalghinking intelligence
" university ® dual-process theory
longitudi@ial studies f‘ﬁdd ged soclal behavior motivation S
® experientid? thinking S‘W ic®
chllduparent reldtion chronié pain n ratiopality L] critica‘inking s ¢
A @ @ mentalhed
longitudjpal st o th]nk e - = o g ‘&midr high Sthools
3 A e - sogabedla o .
@ ¢oPing behavior >) lw.l ®

valldlty 2 rtseyg)methods
- o

° ¢ @ informatiogprocessing
psychologicalirating scalew - o P i wgproach
psycpiatric status ratmg " Y a n& e i
: 3 1l cisiomsmakin
qualitysof life aq B A - @ LA 3
¢ = awareness =
® % mskﬁcto* “’. : ! o CO
rfectionism nt d st dy o ® & \as®
aniiety‘sé’rder & & e . v\* v perception aits® ° [ - e@rmr‘ a&ueVement
@ risk wors men(alstveg pr°‘ures . ' rigidity e &

ﬁUlVlduaw&eSo
therapyeffect foll' umPSY.Ch“"BVBPyhnWrnaj wskiperformance ‘ ° perg)ndtzatlon

reatmen@outcome o ‘ orientatidl 4 k”'fg ®

-
-
v idolw:int: i > P ta‘:nm ag@lgn _ semahtics . " eye-tracki.g studies
anorexi@neryosa mery 4 @ memory z -
> ® £ ® phyﬁo!pgy . . assodiation - field degBndence
b i< — ® neuroimaging
case geport @ pﬁjowmlog}/ al@m - ° field dependenwinder?endence
psyabosis > autism spectgum disorders brain . - ¢ visual gearch

psychoticadisorders language develapment spatial orientation

presch@ol child

®
magnetic resanance imaging visual perception

* @ animals
frori

Figure 1. 1 Mapping of co-citations on cognitive style/thinking style

This challenge of finding suitable parsimony in building constructs concerning the cross-
cultural differences is matched by the challenge of building suitable measures that allow
researchers to go beyond the qualitative approaches. Therefore, we turn to consider
hypothetico-deductive method, which has a long history since the time of Plato and widespread
in different scientific disciplines such as behavioral sciences (Borsboom et al., 2020).
Hypothetic-deductive method is a cornerstone of Science to test results from observations or
any other inductive ways, empirically examining these consequences drawn from the
hypotheses (Grimes, 1990). Following this scientific logic, in all our next studies, we use

quantitative research through specific data collection to test model or theory.

Based on these motivations, thus thesis is designed to exam issues and offer answers as
regards cross-cultural fundamental cognitive and emotional differences importance in addition
to the cultural values for business, namely, for managing human resources. The first challenge
pertains to the conceptual lack of clarity as regards the constructs. To tackle this issue, we
designed study 1, based on a systematic review of literature akin to the topic. The leading



question is: “What are the constructs that better depict cognitive, emotional and value

differences between Westerners and Chinese?”

Without such construct clarity, empirical studies with extant measures may suffer from the
same conceptual blurredness. This is the second challenge: to exam existing measures of the
constructs, mostly cognitive and emotion differences. For this purpose, we designed study 2. It
focused on the quality of the most dominant measurement scales for cognitive, emotional, value
by testing its validity and reliability with a Chinese sample. The current knowledge about these
differences within HRM organizational context is contingent upon the quality of these measures
used outside the Western context where they were originated. The leading question is thus:
“What is the overall psychometric quality of the dominant measures on cognitive, emotional

and value differences used in cross-cultural research?”

This knowledge is important not because it allows us for a better understanding of the true
nature of human cultural differences, but most importantly because in a world that is hyper
connected, the lack of such knowledge opens room for conflict, misunderstandings and
ineffectiveness in interpersonal and organizational communication. The domain of international
organizations is perhaps the one that experiences at the most the positive and negative effects
stemming from this kind of knowledge. Within management research, this knowledge (the
conceptual, the theoretical and the measures) is important so to adjust behavioral models
pertaining to important variables in organizations. Among these variables, HRM literature has
been targeting how to build a set of best practices to foster positive outcomes in employees, or
counter negative ones such as turnover intention. Turnover is often chosen as a critical variable
in HRM. With the fierce competition for human capital, employee turnover (especially within
the context of talent retention) has become one of the major concerns to senior management in
organizations (e.g. Gandhi et al., 2021). Many studies demonstrated the consequence of
turnover especially voluntary turnover (e. g. Halter et al., 2017; Staw, 1980). High turnover rate
can not only increase the huge cost for organizations but also reduce the competitive advantage
of companies. To be more specific, turnover increases replacement and recruitment and other
opportunity costs which implies a substantial economic loss (Halter et al., 2017). Meanwhile,
actual employee turnover can downgrade the employee morale and organizational cohesion
climate. All of these have a significant adverse impact on organizational effectiveness (Staw,
1980). Literature on turnover takes it as a reaction to existing situation. However, this
perspective can be a product of a short-term view. Cross-cultural psychology can bring novelty

to this line of research by highlighting another temporal view: long term orientation (LTO).



As we found that high-performance work systems research is now called to explore how its
effectiveness depends on the interaction with context such as culture values, in study 3, we plan
to turn to mainly focus on the well-known Chinese culture, trying to explore and examine its
moderating role in HPWS-turnover intention model. LTO in research firstly proposed in Geert
Hofstede’s studies, which is rooted in Confucian value concerning about tradition, perseverance,
time and future (Hofstede, 2009). This kind of values focusing on both past and future is
contrasting with a short-term perspective that is only focusing on the here and now. One
dimension of long-term orientation in approaching organizational behavior that is closely linked
to temporal views in the long term is the idea of expectancy. Expectancy-valence theory (EVT,
Vroom, 1964) is a crucial departing point to understand the important effect of expectancy in
organizations when it relates to short vs long term objectives. It can help explain motivations
of employee behavior, so it has developed to a basic paradigm as motivation theory in
organizational behavioral studies (Wiesenfeld et al., 2017). Bringing all together suggests LTO

can be an important moderator between the expectations and turnover intention.

Our study 3 is designed to address the issue about how the effectiveness of high-
performance work systems (HPWS, Wright & Kehoe, 2008) depends on the interaction with
the cultural context where the focus is consistently put on performance expectations which
reverse the commonly published conceptual models on this topic. Within this cultural context,
perceived performance can be a mediator in the relationship between HPWS and turnover
intention with the plausible moderation of long-term orientation. The leading question thus is:
“How does long term orientation modulate the relation between HPWS and turnover

intention?”.

We expect through this study to offer an account on the boundary understanding of time
horizons (long-term vs. short-term orientation) in the implementation of HPWS related with

turnover, that is, how HPWS can be more effective when long-term orientation values prevail.

This study with a priority on temporal cross-cultural dimensions is not targeting the other
important dimension in cross-cultural differences: cognitive processes. Therefore, our next
study 4 was designed to examine this domain. We aim to bring together literature on cognitive
and value differences in organizational settings but opted to focus on a specific industry to avoid
overgeneralization issues: healthcare. HRM has been keen on devising best practices to foster
high service quality in healthcare (Li et al., 2008; Tsaur & Lin, 2004; West et al., 2016) which
has been also related to its ability to foster a positive working climate like psychological safety

(Agarwal & Farndale, 2017; Bartram et al., 2014) and enabling extra-role behaviors (Morrison,
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1996). To complement the previous study, we opted to focus on these key-variables in HRM:
participative organizational climate (West & Fare, 1990) and organizational citizenship
behaviors (OCB, Organ, 1997). Therefore, the leading question for this study is: “How much
does the intersection of cognitive style and individual values change the organizational

processes linking organizational climate to service quality?”.

We reasoned that the interplay between organizational context and individual features
(cognitive and values) is a complex phenomenon as it occurs simultaneously, and the
dimensions must be intertwined. Therefore, we designed a conceptual model that previews a
three-way moderation of one central cognitive style (analytical thinking), individual values

(long term orientation), and an organizational instrument (participative climate) to explain

when and how OCB as a mediator in this process leads to higher service quality in hospitals.

Overall, for clarity’s sake, Table 1.1 shows the sequence and main findings of the studies.

Table 1. 1 Preview of the empirical studies

Leading question

Main findings

Study_1

Study_2

Study_3

Study_4

What are the key comparative
relevant constructs in cognitive,
values

emotional, and cultural

domains?

How valid are dominant western
measures on cognition, emotion

and values in Chinese context?

How important is long term
orientation (as a key cultural value)
in shaping the effect of HPWS on
turnover intention via expected

performance?

How do cognitive style and

temporal orientation interact to
shape the effect of participative

culture on service quality via OCB?

Findings from a systematic literature review on 326 articles confirmed
both Western and Chinese literatures diverge as regards some core
constructs as well as the frequency with which cultural values, cognitive

styles, and emotions are targeted.

With a sample of 254 individuals, a valid solution for thinking styles was
found only for a 7-factor structure which suggest TSI-R2 is overly
complex and may not be suited for Chinese research in HRM as is.
Additionally, emotional expressivity measure (BEQ) failed to achieve
acceptable fit indices. VSM is more formative rather than reflective such

as a latent construct.

Findings show a direct and indirect effect of HPWS on turnover intention
via perceived financial performance for a sample of 430 employees.
However, perceived non-financial performance had a stronger effect in
retaining long-term oriented employees but also the opposite effect on
short-term oriented employees.

Findings with a sample of 293 healthcare professionals show a direct
effect between participative culture and service quality which was
reinforced by an indirect effect of OCB only when participants reported
being more analytical and long term oriented, thus supporting the three-

way interaction.
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Together, these studies are expected to offer an understanding on how much one should
take into consideration the cognitive and cultural values when transposing HRM practices and
policies from the West to China and vice-versa, with important outcomes such as preventing

turnover and improving service quality. Studies will be detailed in the ensuing chapters.
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EMPIRICAL STUDIES

STUDY 1

Cross-cultural differences in cognition, emotion, and values: A
two-way systematic literature review to counter autochthone bias

between West and China®

3 Submitted to an international peer reviewed indexed journal
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Chapter Il: Cross-cultural fundamental differences between West

and China: A systematic literature review (Study 1)

Three humble shoemakers brainstorming
will make a great statesman.*

=SB TN 8 5

Abstract

International business interactions, such as those observed between the West and China, very
much rely on knowledge from cross-cultural research, which has developed with some degree
of disjunction between publications in own language. This paper conducts a systematic
literature review on cross-cultural cognitive, emotional, and value constructs in articles written
in English and Chinese, so to contribute to a two-way understanding of the most salient
constructs used in West and China comparison, relevant for international business settings. We
conducted a PRISMA-P compliant systematic literature review on four electronic databases that
were systematically searched for eligible studies including those written in both languages.
Further eligibility criteria retained 326 articles out of 5810, whose content and results were
synthesized and narratively analyzed. Findings confirmed both literatures diverge as regards
some core constructs as well as the frequency with which cultural values, cognitive styles, and
emotions are targeted. A more parsimonious but comprehensive range of constructs is
suggested to apprehend the differences. The two-way systematic literature review adds a novel
dimension to cross-cultural systematic reviews by including articles written both in Chinese
and English. Bringing together Western and Chinese views on the cognitive, emotional, and
cultural values differences foster a finer understanding of the assumptions each party has to
counter the autochthone bias in the subjective representation of the I and Other in international

settings.

4 Meaning: Joint efforts and wisdom can help solve problems.
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2.1. Introduction

As a consequence of world integration and the emergence of large non-western economies,
such as China or India, the contact and collaboration between people from different cultures
and countries are becoming the norm. Effective communication is required, but it is long known
that problems can easily occur due to diverse approaches and preferences of information
processing and expression (Adler et al., 1986). Language barriers receive much attention, but
the true challenge lies in the deep cognitive, affective, and value structure differences that

escape consciousness.

Not surprisingly there is considerable literature specialized on cross-cultural comparisons,
namely on the East-West divide with a focus on international business (e.g. Brett et al., 2017,
Filatotchev et al., 2020; Srivastava et al., 2020; Semnani-Azad & Adair, 2013; Westjohn et al.,
2017). These differences concern the ways of behavior and underlying cultural values (Bond,
2010) and tacitly the cognitive and emotional patterns. These three domains set the

fundamentals for comparison but there are many divergences in literature.

An obvious one is the varying meaning of West and East. Although within-variance in the
West is acknowledged, scholars focus on common grounds, and it is this commonality that
literature highlights with West referring to western Europe and English-speaking countries
(mostly the US). The same applies to the East but is less acknowledged. East comprehends
many cultures that share some features but are largely contrasting (e.g. Japan vs. China).
Schwartz’s (2007) Confucian transnational region may be helpful to look for common ground
because Confucian values are shared across most of the Asian countries, having China as the
most representative of the Confucian culture. This divergence is not truly critical as there seems

to be awareness and more clarity about what is meant by West and East.

A not-so-obvious divergence stems from autochthone bias. This bias concerns subjective
divergences about own-versus-other assumptions on any dimension that could be used for
comparison purposes. It fundamentally highlights the subjective nature of social judgment,
especially the inescapable lenses of own cultural values (Murphy & Arenas, 2010). This has
been discussed as the ethic-emic issue in cultural organizational studies and acknowledged as
an important step towards building a universal science that integrates emic constructs with those

prevalent in Western cross-cultural literature (Berry, 1989; Gelfand et al., 2017).

The relative disconnected development of research on West and China differences between

the respective Academia (e.g. English speaking and Chinese) may be one of the sources for this
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autochthone bias. Some indigenous concepts such as Guanxi and Mianzi have long gained
ground in Western literature (e.g. Buckley et al., 2006) other, subtle constructs such as
assumptions about logical reasoning (e.g. strategic ambidexterity, Zhang et al., 2020) remain
very much separated. The consequences are extensive both for business research and practice.
As regards research, such bias may impoverish knowledge building and contributes to
conceptual overlap. As regards business practice, in international settings, this autochthone bias
(matched by the other party’s allochthone bias) is a fertile ground for misunderstanding and
difficulties in conducting international negotiations and agreements (Han et al.,2021; Metcalf
etal., 2006). Moreover, extensive evidence is available showing that cultural lenses can hamper
cross-border knowledge transfer (Bhagat et al., 2002), that merger and acquisition failure occurs
not only because of strategic misfit but due to individual and group level cognitive and
emotional responses to change processes (Khan et al., 2017). In the same vein, negotiation
failure is due to wrong assumptions about cultural normative behaviors of all parties (Adair et
al. 2009). In further exploring causes of failure, Tinsley (2012) underlined that cultural value
differences contribution may be overstated as other fundamental differences can be more
critical. Among these, culturally-bounded cognitive styles and emotional processes are strong
factors in any international business negotiation (Han et al., 2021; Kumar, 2004; Morris &
Gelfand, 2004). Thus, cognitive and emotional dimensions are at least as important as cultural

values but have received less attention from an emic perspective.

Following Gelfand et al. (2017) call for exploring convergences with etic and emic
constructs in cross-cultural research, we have designed a comparative study of China versus
West cognitive, emotional, and cultural value features via a two-way systematic literature

review to comprehend autochthone literatures.

To achieve this, the paper is structured to introduce challenges in current akin literature by
conducting a PRISMA-P compliant systematic literature review (Moher et al., 2015). Findings
are discussed and a conclusion is made as regards four leading questions related to challenges

in current literature.
Challenges in the current literature

Research on the topic of East-West differences has been challenged to identify constructs, what
cross-cultural comparison shows about their differences, and what are the consequences of such
differences. There is a long-lasting and vast collection of studies focused on devising constructs

in the cognitive domain (e.g. Epstein, 1994; Grigorenko & Sternberg, 1995; Kagan, 1966;
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Witkin et al., 1977), in the affective domain (e.g. Ekman & Friesen, 1971; Gross & John, 2003;
Russell, 1980) or the values domain (e.g. Hofstede, 2001; Kluckhohn & Strodtbeck, 1961,
Schwartz, 2007). These constructs have been originated from individual differences research
within the same cultural background or by contrasting different cultures namely East and West
comparison studies (e.g. Mesquita & Frjda, 1992; Nisbett et al., 2001; Peng & Nisbett, 1999).
Research has converged in highlighting the intertwined nature of cognitive, affective, and
cultural domains and has evolved in relating these configurations with outcomes as diverse as
psychological self-esteem (e.g. Zhang & Postiglione, 2001) or decision-making (e.g. Phillips et
al., 2016).

Literature in this domain is overwhelming and the speed with which knowledge advanced
was only matched by the speed constructs proliferated. Such proliferation expresses differential
focuses within the same scholarly communities, as found by Millroth et al. (2020) and it is a
natural expression of independent research and theory, but it usually goes against the principle
of parsimony and leads to conceptual overlap (Singh, 1991) and empirical redundancy (Le et
al., 2010). This is a ubiquitous challenge to researchers. Another challenge pertains to
interpretation bias. This concerns the classification efforts and conceptual identification being
made from an intrinsically subjective perspective, as highlighted by Chan & Yan’s (2007)
critique of Nisbett’s fundamental assertions about culture differences. Other authors have
joined their voices to this critique but targeting other theoretical proposals, e.g. Hofstede’s
outstanding work in cultural values due to methodological options or generalizability (e.g.
Baskerville, 2003; McSweeney, 2002; Nasif et al., 1991; Shaiq et al., 2011) although it has been
validated by popularity but requires some substantial adjustments (Minkov, 2018). Likewise,
oversimplification of reality has been a concern within this field of research (Nussbaum, 1998).
Although it might be impossible to escape one own’s cultural lenses when making sense of
another culture, it may be helpful to bring views from both (e.g. Western and Chinese) academia
so that convergences may be found, and contrasts comprehensively discussed. This means
having a deep understanding of local language is critical because language itself is a product
and a factor of cognitive and affective processes as well as cultural values themselves (e.g.
Bloom & Bloom, 2014; Liu & Zhang, 2005).

Overall, the challenges reviewed motivate four leading research questions within the scope
of West-China comparison:

1) How many and what constructs related to the specific domains under analysis

(cognitive, emotion, or values) emerge in the literature?
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2) Which are the most salient constructs based on their frequency in the papers?

3) How are they defined? What is the definition of the most popular and recognized

constructs in the cognitive, emotional, and value domains?

4) What specific features were attributed or empirically found to relate to Western-Chinese

differences in each domain area?
2.2. Methods

2.2.1 Search Strategy and Protocol

The four following databases were systematically searched for eligible studies: ABI Inform,
Scopus, WoS, and CNKI (the most widely Chinese Integrated Knowledge Resources Database)
was conducted in 2018 and updated lastly in July 2020. The search strategy and protocol were
discussed and established with one professor who is a specialist in the field. The search included
terms related to cognitive styles, emotions, values, west and east, China / ese, cross-culture. In
order to get more precise search results, a preliminary exploratory literature search focused on
the combination of keywords, namely: “west* / east*” OR “China” OR “Chinese” AND
“cogniti*”, OR “thinking styles”, OR “thinking patterns” OR “emotion* intelligence”, OR
“emotion* regulation”, OR “emotion* labor”, OR “emotion* suppression”, OR “emotion*
expressivity”, or OR “values”, OR “cultural values” AND “cross-cultural”. Due to the language
context and translation difference, in the search of CNKI, we used the corresponding Chinese
constructs but opted for using “east and west” OR “China and US” to replace “China” OR
“Chinese”. This can help us to have a rough idea about the propositions about western or eastern
thinking/emotion/value dimensions by western and Chinese scholars. This final search was
updated on July 31, 2020.

2.2.2. Eligibility Criteria

To ensure the relevance and eligibility of the analysis we assessed and selected literature

according to the following specific inclusion and exclusion criteria.

Cognition, emotions, and cultural values were the main focal dimensions. Related topic-
studies must have focused on 1) definition and classifications of cognitive-based constructs
(e.g. thinking styles), or emotion-based constructs (e.g. emotional regulation), or values-
based constructs (e.g. collectivism) and, 2) characteristics or features of these constructs in

contrasting west to China.
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Both theoretically descriptive and empirical studies published in peer-reviewed journals

are eligible.

Because cognitive, emotional, and values-based constructs are vastly studied in psychology,
anthropology, philosophy, and educational areas, we have not made restrictions to research
domains (e.g. Business) so to explore the whole and gain a comprehensive understanding

from the systematic literature review.
Papers must be written either in English or Chinese.

China has been selected as the focal geography for the East for being the predominant
economy in Asia as our ultimate focus is placed on the relevance of differences for work
settings. In defining the target of this study, it is evident that the frontier between west and
east is not so clear that it can be identified without doubts. Therefore, building on
Schwartz's (2007) classification of the transnational regions in the world, we have set as
our eastern target the Confucian societies (with China being the most representative
country) and as our western target western Europe and the English-speaking cluster.
Overall, the western countries cover the entire west and central Europe as well as North

America and Australia plus New Zealand.

There were no restrictions for the year of publication.
2.2.3. Record selection procedure

We entered our defined sets of terms and all possible combinations in the search fields. The
search of these terms helped us quickly locate published papers that had relevant information
concerning cognition, emotional and cultural values, in addition to focusing on characterizing

the western world, eastern world, or contrasting west and east.

The search yielded 5810 articles, 3381 written in English, and 2429 written in Chinese.
After excluding the duplicate studies, 3675 articles remained for screening (1747 in English
and 1928 in Chinese). The selection procedure comprised three steps. First, two researchers
independently assessed titles and abstracts for eligibility and sorted out disagreements until
reaching consensus. Overall, at this stage, 166 papers were excluded for not being published in
peer-reviewed outlets, 231 due to having a medical or mental health focus, 1494 due to targeting
only China or West but not both simultaneously, and 1116 for being unrelated to the study
question. To help make a justified decision, the researchers scanned the full content of the
remaining 668 articles to consolidate eligibility decisions. This led to further exclusion of 340
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papers for being unrelated to the study question (which was not apparent in the abstract) as well
as the exclusion of two papers for being written neither in English nor Chinese, as these papers
had the title and abstract registered in English in the databases but were actually written in
German and Russian. An iterative process developed between researchers to sort out decisions
when disagreement occurred. Overall, 342 articles were excluded from the full-text analysis
conducted. This resulted in 326 articles retained (126 in English and 200 in Chinese). This set

of articles was independently reviewed by two researchers.
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= v (N=1494)
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B Full-text articles assessed for Unrelated to study question (N=1116)
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! Full text neither written in English nor
= Studies included in full-text for Chinese (N=2)
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English (N=126) Chinese (N=200)

Figure 2. 1 Diagram for data processing

2.2.4 Data analysis

To analyze the data, a content narrative analysis of literature was conducted. Due to the

heterogeneity of the constructs as well as their research aims and designs that were more
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inclined to theoretical explorations in different domains, a meta-analysis was neither possible
nor suitable. Following the guidance on the conduct of narrative synthesis in systematic reviews
by Popay et al. (2006), we conducted the following steps: first, we created a data extraction
form for each study, in which we summarized the author(s), year of publication, title, abstract
(if existent), definitions of constructs, comparative features of western and Chinese. Second,
we clustered the terms into two separate perspectives, i.e. east-features and west-features in

terms of thinking styles, emotional expressivity, and values.

As in any qualitative analysis, subjectivity can bias findings, and to control for this flaw we
have conducted two independent codifications of the papers by two raters. For viability sake
we randomly extracted 10% of papers written in English and 10% written in Chinese and sent
them to two qualified scholars, one fluent in Chinese and the other fluent in English,
respectively We have also sent a dictionary of categories with a short explanation of what each
one comprised and asked to assign the categories to each paper starting by stating if it concerned
cognitive, emotion, and/or value domains and then the specific category or categories identified
in each paper. To calculate inter-rater agreement, we use Cohen’s Kappa coefficient (Cohen,
1960) that overcomes the biases posed by a simple percentage as it accounts for agreement due
to chance. For the sets of papers separately treated, the rating of the Chinese papers converged
moderately to show an interrater agreement of .629 and the English were strikingly stronger
.878 (almost perfect). For the overall sample of papers, Cohen’s kappa was .723 which falls in
the .61 to .80 interval that Landis and Koch (1977) label as “substantial”. Thus, the categories
and guidelines for coding can be taken as sufficiently objective and we can rule out codification

biases.
2.3. Results

2.3.1. Descriptive information about the remaining samples used to analyze

The description separates the English and the Chinese subsamples. We retained 126 articles
written in English, among them, 38 concerning the cognitive domain, 30 the emotion domain,
and 62 concerning values. Among these, a couple covered two domains and one paper covered
the three domains simultaneously. Most papers (N=91) report empirical research, while the
remaining 35 are theoretical. 200 articles written in Chinese were included in the final selection,
151 concerning cognitive domain, four concerning emotion domains, and 50 concerning value

domains. Three covered two domains, and one paper the three domains simultaneously. All the
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200 included articles are theoretical in nature reporting neither quantitative nor qualitative

research.

Due to the comparative focus of this study, 326 articles met this cross-cultural criterion,
contrasting China and the West in at least one of the dimensions under study (cognitive,

emotional, and values).

Considering the objective of this systematic literature review (to identify what are the
dimensions that gather more consensus comparing Westerners with Chinese) we structured

results based on the four leading research questions.
2.3.2. Construct identification

This section pertains to the first question: How many and what constructs related to the specific

domains under analysis emerge in the literature?

2.3.2.1. Cognitive domain

There are 33 constructs extracted from the set of 189 articles that focused on the cognitive
domain. These constructs are mostly paired within each other as they concern qualitatively
opposite meanings in bi-poles, although they may not have been explicitly reported as such.
Thus, the constructs identified were:

1. Holistic vs. Analytical cognitive style: understanding a system by large-scale patterns,
an orientation to the context or field as a whole, categorizing objects based on their thematic
relations, and attributing causality to context vs. breaking it down into pieces, understand each,
and putting them together, involving a detachment of the object from its context and a focus on
attributes of the objects, categorizing objects taxonomically, and ascribing causality to focal

factors or objects (Nisbett et al., 2001).

2. Linear vs. nonlinear cognitive style: preference to attend to external, tangible data and
facts versus attending to internal feelings, impressions and sensations, to either process the
information through logic and rational ways versus processing it through intuition and insight,

respectfully (Groves et al., 2008; Vance et al., 2007).

3. Abstract vs. Concrete (Imagery) cognitive style: preference for interpreting information
by use of reasoning and intuition to deal with subjective concepts and feelings, and perceive

information that is invisible to the physical sense, vs. preference for interpreting information
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that is gathered by the senses, such as visual, auditory, and tactile stimuli and to apply this

information to the physical world (Gregorc, 2006).

4. Intuitive vs. Logical cognitive style: relying more on feelings to make decisions, prefer
unstructured situations, and solve problems holistically, vs. preferring to solve problems by
breaking them into manageable parts by using analytical and quantitative techniques (Allinson

& Hayes, 1996).

5. Dialectical Thinking vs. Logic thinking: accepting the unity of opposites, regarding the
coexistence of the opposites as permanent vs. following the laws of formal logic and struggle

to solve contradictions by synthesis rather than mere acceptance (Peng & Nisbett, 1999).

6. Field independence vs. Field dependence judgment: to perceive items with low
dependency on the field vs. perceive items with a high dependency of the field (Witkin &
Goodenough, 1981).

7. Impulsivity vs. Reflexivity: Tendency to respond quickly without much information or
thought about an object vs. carefully consider alternative solutions, pausing to decrease the

number of errors in problem-solving situations (Kagan, 1966).

8. Divergent vs. Convergent cognitive style: preference for concrete experiences and
reflective observation, to observe rather than to act, being emotionally-oriented and creative,
vs. preference for abstract conceptualization and active experimentation, to act rather than to

observe (Kolb, 1984).

9. Inductive vs. Deductive reasoning: preference for establishing inferences from the
particular to the general vs. establishing inferences from the general to the particular (Arslan et

al., 2009).

10. Subjective vs. Objective: Preference for judging the truthfulness of a statement relying
on own interests, attitudes and biases or relatively to the nature of the ‘total context in which
the assertion is made' vs. relying on external objects of facts, independently of the own interests,

attitudes, biases or its global context (Gao, 2007; Wang & Liu, 2001; Zhao, 2015).

11. Vague vs. Accurate cognitive style: preference for describing and expressing thinking

in ambiguous vs. clear ways (Shi, 2007; Tu, 2015; Zhao, 2014).

12.Relationship oriented vs. Object oriented: preference for categorizing objects based on

its relations with other objects vs. based on its attributes (Ji et al., 2000).
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13. Functional vs. Thematic: a tendency to categorize stimuli based on functions vs. based

on their interrelationships and thematic relationships (Chiu, 1972; Rau et al., 2004).

14. Adaptative vs. Innovative cognitive style: the tendency to consider established
procedures and try to “do things better” vs. “do things differently” when solving problems

(Kirton, 1976).

15. Sharpening vs. Leveling: preference for focusing on differences between objects vs.

focusing on similarities (Holzman & Klein, 1954).

16. Rule-based vs. Affect-based decision-making style: preference for an explicit rule that
dictates choice behavior for specific types of situations vs. preference for the immediate,

holistic, affective reaction to different choice alternatives (Weber et al., 2005).

Additionally, Sternberg’s thinking styles were seen referred to as the whole set of styles or
some of these taken individually, namely, monarchical, external, legislative, internal, judiciall,
anarchic, hierarchical, or liberal. Sternberg (1988) named the preference of processing the
information as thinking styles, which is a concept at the interface between intellectual abilities
and personality. Instead of proposing these thinking styles as operating in bi-poles, Sternberg
proposed 13 thinking styles different from previous studies, and his categorization of thinking
styles is based on a five-layered conceptualization than brings together functions (degree of
autonomy in planning and judging - legislative, executive, and judicial), attention (ranging from
doings tasks one-by-one to not having any systematic approach to distributing attention to the
pending tasks, monarchic, hierarchic, oligarchic, anarchic), level (preference for concrete
versus abstract tasks — local vs. global), scope (preference for independent from others work vs
interdependent from others - internal vs. external, that relate closely to introverted and
extroverted), leaning (preference for tasks that go beyond rules and are open to change vs.
strictly adhere to rules and are change-averse-liberal vs conservative). The last three pairs of
thinking styles have correlation coefficients smaller than 0.5 and to a certain extent have an
acceptable degree of independence, which suggests they can be treated as different dimensions.
Later, Zhang and Sternberg (2005) aggregated around three overarching types: Type | — more
creativity-generating and complex (Legislative, Judicial, Hierarchical, Global, Liberal), Type
I1 — more norm-favoring and simplistic (Executive, Conservative, Monarchic, Local), and Type
I11 — contingent focus influenced by task characteristics and depending on situational factors
like specific tasks and contexts (Internal, External, Oligarchic, Anarchic).
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Overall, there is a substantial conceptual overlap between proposed cognitive styles
because authors tend to adopt or propose constructs referring to distinct leading research. This
has been documented within this line of research (e.g. Allinson & Hayes, 1996; Kozhevnikov,
2007; Kozhevnikov et al., 2014; Miller, 1991; Witkin et al., 1977; Sternberg & Grigorenko,
1997) and this situation adds confusion to the field especially because cognitive styles
comprehend dimensions that are often treated as same-level constructs. For example, the
Holistic cognitive style (Nisbett et al., 2001) is defined as “distributed attention and
contextualized reasoning”. Therefore, both “attention focus” and “field dependence” could be

comprehended inside the holistic cognitive style.

According to Kozhevnikov et al. (2014), theoretical bases to identify cognitive style
dimensions are scant, which creates challenges into clarifying constructs. Therefore, many of
the constructs related to cognitive style have arbitrary distinctions and overlapping problems.
The same authors stated that the analytical cognitive style has commonly been described in the
literature as convergent, differentiated, sequential, reflective, and deductive, whereas the
holistic cognitive style has been described as divergent, global, impulsive, intuitive, inductive,
and creative. In the review of Blazhenkova and Kozhevnikov (2012), four constructs emerged
linked to cross-cultural psychology studies between east and west, including, 1) context
dependency vs. independency; 2) analytical vs. intuitive; 3) internal vs. external locus of
control; 4) global vs. sequential. Meanwhile, Nisbett and Norenzayan (2002) also categorized
some constructs to compare west and east, including, holistic and entire-field vs. analytic;
relationships-focused vs. object-focused; intuition/dialectical reasoning vs. rules and formal
logic. Within this categorization, the dimensions are often clustered in bundles which could be

interpreted also as conceptual identity overlap.

Consequently, for parsimony's sake, we combined constructs based on their conceptual
identity referring to the joint proposals of Kozhevnikov et al. (2014), Nisbett et al. (2001), and
Sternberg (1997). We propose six overarching paired cognitive styles. To control for
subjectivity (especially as the categories differentially seem to jointly relate) we have conducted
an interrater agreement test with four experienced researchers with a psychology background.
We sent a dictionary of categories with a short explanation of each construct and asked to assign
the categories to each paper starting by stating if it concerned cognitive, emotional, and/or value
domains and then the specific category or categories identified in each paper. Results showed
a kappa of .775 reflecting substantial agreement. The meta-categories and respective cognitive

styles are as follows:
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Holistic-analytical meta-category cognitive style (holistic vs analytical; non-linear vs
linear; intuitive vs logical; inductive vs deductive; field dependent vs field independent;

impulsivity vs reflectivity; vague vs accurate; abstract vs concrete(imagery))
Subjective-objective cognitive style
Dialectical-formal logical meta-category cognitive style (dialectical vs formal logic;

leveling vs sharpening)

Adaptative-innovative meta-category cognitive style (adaptative vs innovative; divergent

vs convergent, Sternberg’s thinking styles ranging from creative to norm oriented)

Relationship-object oriented meta-category cognitive style (relationship vs object

oriented; functional vs thematic)

Affect vs rule-based decision-making style

2.3.2.2. Emotional domain

Unlike the cognitive domain, the emotional domain has a less complex set of constructs

established from the 34 articles focused on this domain. The three constructs were:

Emotion Expression-Suppression: how much individuals show externally their emotions
(Gross and John, 2003).

Emotional intensity: how much individuals seek to experience intense emotions (Davis et
al., 2012).

Self-focused vs Other-focused emotions: how much individuals are empathic towards
others (Lv et al., 2010).

In this domain, the same construct can be read under different labels although they refer to
the same qualitative meaning, e.g. emotional regulation and emotional labor, both refer to
emotional expressivity, defined as how much individuals show externally their emotions based
on their activation of emotion regulation processes. Likewise, emotional intelligence, albeit a
widely used construct in research, was surprisingly targeted only twice in the set of 34 papers
and only referring to one of its dimensions, such as emotional awareness, without further

consideration about its trait or competence nature.
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2.3.2.3. Values domain

Compared with the cognitive and emotional domains, the values domain is more coherent. The
cultural value frameworks of Kluckhohn and Strodtbeck (1961), Hofstede (2001), and Schwartz
(2007) provide the most popular constructs in the literature reviewed. Many scholars targeted
one or several dimensions from these theoretical frameworks in their research questions.
Overall, there are 32 constructs extracted from the set of 112 articles that focused on the values
domain. The constructs identified are as follows (the least-known constructs are backed up with

an exemplary reference while all the others originate from the three frameworks).

Individualism vs. Collectivism: the ties between individuals in a society are loose, people
are expected to care only themselves vs people are integrated into strong, cohesive in-groups,

value harmony, and interpersonal relationships.

Hierarchy (high power distance) vs. Equality (low power distance): unequally power
distribution is accepted, and powerful members and organizations are expected within a society
vs. belief that individuals are and should be equal.

Long term orientation vs. Short term orientation: value future rewards and delayed
gratification in a long time-scale perspective vs. value instant rewards or interests without any

delay in a very short time perspective

Tradition (past time orientation) vs. Future (future time orientation): foster virtues
related to the past-experience or tradition vs. foster virtues towards future, decisions are made

with the future in mind

Uncertainty avoidance vs. Uncertainty acceptance: feel threatened by uncertain,
unknown, ambiguous, or unstructured situations vs. feel calm and comfortable about

uncertainty and ambiguity.

Masculinity/Competition vs. Femininity/Collaboration: value assertive, tough, and

material success vs. focus on being more modest, tender, and concerned with the quality of life.

Harmony vs. Conflict: value and seek harmony relationships with each other vs. dare not

have conflict among groups

High vs. Low context communication culture: there is little assumed shared context or
codified and the words themselves contain few or relevant information vs. there is much
assumed shared context or codified and the words themselves contain most of relevant

information
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Harmony with nature vs Control nature: the harmonious relationship between humanity

and its natural environment vs. human beings controlling the natural environment

Law-based vs. Ethics-based value: give priority to law or ethics, following the law or

ethical relationships when making decisions

Being activities vs. Doing activities: belief that people should concentrate on living for the

moment vs. belief on striving for goals and accomplishments

Dualistic vs. Monistic: conceiving minds and bodies as distinct substances vs. conceiving

minds and bodies as essentially the same substance (Dai & Shang, 2008)

Pragmatic vs. Idealistic: giving priority in decision-making about a problem to “whatever

works” vs. giving priority to ideals in a broad and future-oriented way (Huang & Wang, 2011).

Focus on results vs. focus on process: value the results the most important vs value the

process the most important

Additionally, authors can refer to larger cultural values frameworks to depict this
dimension. Namely, Confucian culture values may be globally mentioned to highlight Chinese
cultural values such as Guanxi, Mianzi, Family as a basis for education, Hierarchy, Social
harmony, or tradition. The same occurs with Taoism that emerges in literature when authors
highlight the belief in the naturalistic or the way it is, follow the natural world value. Kluckhohn
and Strodtbeck's Values Orientation is also mentioned refereeing to the relationship with nature
(mastery, harmony, subjugation); relationship with people (individualistic, collateral, lineal);
human activities (being, becoming, doing); relationship with time (past, present, future); and
human nature (good, neutral, evil). Schwartz culture value has a comprehensive view covering
dimensions of power, achievement, hedonism, stimulation, self-direction, universalism,
benevolence, tradition, conformity, and security. Hofstede (2001) is frequently mentioned but
not so much in general terms as the five cultural dimensions of his framework tend to be treated
conspicuously and were already mentioned above in this paper (masculinity vs femininity;
individualism vs. collectivism; uncertainty avoidance vs. uncertainty acceptance; high vs. low

power distance; long term vs. short term orientation).
2.3.3. Frequency

This section pertains to the second question: Which are the most salient constructs based on

their frequency in the papers?
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2.3.3.1. Cognitive domain

The most frequent construct “Holistic-Analytical” was targeted 117 times, followed by
“Nonlinear-Linear” which was targeted 62. The proportions are not very dissimilar in English
and Chinese literatures as in the English sample Holistic-Analytical is mentioned by 57.9% of
articles, against 62.9% in the Chinese articles. Using the six-overarching paired cognitive styles
conceptualized above, findings show that holistic-analytic meta-category is the absolute
dominant metacognitive style construct in both English and Chinese literature as it covers over
70% of all frequencies in English and about 85% in Chinese (Table 2.1). Authors have
occasionally referred to more than one of the cognitive styles in the holistic-analytical meta-
category, which is not redundant as it pertains to what could be taken as facets of this meta-
category, with a total hit of 305 in the 189 articles. This is especially visible in Chinese

literature.
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Table 2. 1 Frequencies per cognitive construct and per sample

English Chinese
Sample
Construct Sample Sample
(N=189)
(N=38) (N=151)
Holistic-Analytic meta-category 305 41 264
Holistic vs. Analytic 117 22 95
Non-Linear vs. Linear 62 4 58
Intuitive vs. Logical 38 3 35
Inductive vs. Deductive 14 0 14
Field dependent vs. Field independent 10 9 1
Impulsivity vs. Reflectivity 7 2 5
Vague vs. Accurate 7 0 7
Abstract vs. Concrete (imagery) 50 1 49
Subjective-Objective 24 0 24
Dialectical-Formal logic meta-category 22 6 16
Dialectical vs. Formal logic 21 5 16
Leveling vs. Sharpening 1 1 0
Adaptative-Innovative meta-category 13 3 10
Adaptative vs. Innovative 1 1 0
Divergent vs. Convergent 11 1 10
Sternberg' thinking style 1 1 0
Relationship-Object oriented meta- 7 7 0
category
Relationship vs. object oriented 5 5 0
Functional vs. Thematic 2 2 0
Affect-Rule based decision-making style 1 1 0
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2.3.3.2. Emotional domain

Within the three emotional constructs identified in the literature, “emotional expression-
suppression” is overwhelmingly represented with 33 hits out of a sample of 34 articles
(accounting for 97.1%). English and Chinese literatures strikingly contrast as regards the
occurrence of emotion-focused articles in comparing Westerners and Chinese. Chinese-related
articles account only for four out of the 34 identified and all focused on “emotional expression-
suppression”. Emotions in cross-cultural research have been noticeably more studied in the

English articles. Table 2.2 lists the frequencies per construct and per sample.

Table 2. 2 Frequencies per emotional construct and per sample

Construct Sample English Sample Chinese
(N=34) (N=30) Sample (N=4)
Emotion Expression vs. Suppression
33 29 4
Emotional labor / regulation
High vs. Low emotional intensity 1 1 0
Self-focus vs. Other-focus 1 0 1

2.3.3.3. VValues domain

The most frequently used construct in studies aiming to compare cultural values between China
and the West is “Collectivism vs Individualism”, which was targeted 76 times out of 112
possibilities (a 67.9% hit). “Hierarchy vs Equality” is the second construct targeted 36 times.
Hofstede’s culture value theory is recognized and assumed in most studies both by Chinese and

Western scholars when they do comparative studies.
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Table 2. 3 Frequencies per value construct per sample

English Chinese
Sample
Construct (value) Sample Sample
(N=112)

(N=62) (N=50)
Collectivism-individualism meta-category 97 44 53
Collectivism vs. Individualism 76 40 36
Harmony with nature vs. Control nature 12 2 10
Harmony vs. Conflict 11 4 7
High vs. Low context 2 2 0
Law vs. Ethics-based (renging, mianzi) 5 2 3
Power distance (hierarchy-equality) 36 16 20
Time orientation meta-category 23 10 13
Long-term orientation vs. Short-term orientation 15 9 6
Past-time (tradition) vs. Future-time orientation (future) 7 1 6
Being vs. Doing activities 2 1 1
High-Low Uncertainty avoidance 21 14 7
Confucian cultural values 14 4 10
Masculinity vs. Femininity 10 6 4
Dualism vs. Monism 10 0 10
Focus on results vs. process 1 0 1
Pragmatist vs. ldealist 1 1 0
Kluckhohn and Strodtbeck's Values Orientation 1 0 1
Schwartz culture values 1 1 0
Taoist values 1 1 0
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2.3.4. Definition

This section pertains to the third question: What is the definition of the most popular constructs

in the cognitive, emotional, and value domains?

2.3.4.1. Cognitive domain

The predominant construct in the cognitive domain, holistic-analytical, has been mostly defined
in converging ways with its homonymous construct as proposed by Nisbett et al. (2001, 2003).
The meta-category comprehends several constructs that partially overlap but emphasize
different aspects of this holistic-analytical dimension. Namely, holistic cognitive style involves
attention to the framework as a whole (field dependence, Witkin et al., 1981), triggered by
intuitive nonlinear processes (intuitive, Allinson & Hayes, 1996, nonlinear, Groves et al., 2008),
that occur in a short time (impulsivity, Kagan, 1966) and offer impressions of an inductive
nature (inductive, Arslan et al., 2009) that are imprecise (vague, Shi, 2007) but preferred to gain
insight, interpreting information by use of reasoning and intuition, versus sensorial information
(Gregorc, 2006).

The second and third cited cognitive style construct “subjective vs. objective” and
“dialectical vs. formal logic meta-category” refers to the preference for judging by own interests
or external objects of facts, and preference for the extent of acceptance of paradox or
contradictions respectively. Interestingly, “subjective vs. objective” is only seen in Chinese
literature. The remaining cognitive styles have received relative scarce attention and, in most
occasions, they will be seen only in the English literature (i.e. Relationship vs. Object
orientation, and Adaptative vs. Innovative meta-categories, affect vs rule-based decision
making style).

Overall, English and Chinese literatures converge as regards the holistic vs. analytical
cognitive style as the strongest difference between Westerns and Chinese. Both literatures have
also produced constructs that have not been mutually used to conceive and measure cognitive

differences thus indicating a lack of integration.
2.3.4.2. Emotion domain

The dominant construct in both literatures is “emotion expression vs. suppression” that has been
commonly defined as the extent to which individuals hide or restrain the expression of their

true positive and negative emotions. This is one of the core dimensions of emotion regulation
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proposed by Gross and John (2003) and overshadows all other emotional constructs that have
been used to compare West with China. It is worth noticing that Chinese literature has given
very scarce attention to emotion-based constructs when comparing Chinese with Westerns.
Lastly, some other constructs have been proposed but only in English articles (emotional self-

awareness, and emotional intensity) or single one case in Chinese literature (empathy).
2.3.4.3. Values domain

The predominant construct in the values domain, collectivism vs. individualism, gathers the
largest attention from authors publishing either in English or Chinese. In its broader
understanding, the meta-category highlights the degree that individuals value the
interdependence among things, mostly at the social level (Minkov & Hofstede, 2012). In this
way, collectivism expresses a belief that interconnectedness is the nature of relations, be their
social or with the environment. Harmony as opposed to “conflict with” (Harmony social, Wang,
2010) and to “control over” (Harmony nature, Schwartz, 2007) is a corollary of embracing
interdependence and social ethics such as Renging or Mianzi prevail over other considerations
(Ethics-based, Ma & Fan, 2020) to protect social cohesiveness (Hwang, 1987). These tight
social bonds favor a complex communication that uses the context to communicate without the

need to make much information explicit (high context communication, Richards, 2014).

It is no surprise that this is the dominant meta-category because there is a specific set of
Chinese constructs that relate to collectivism, e.g. Guanxi refers to a sense of embeddedness in
the hierarchically structured network of social relationship that leads to Renging, mutual
support, and benefits and Mianzi that values saving the face of the others, and thus maintain
social harmony (Zhu, 2015). According to the famous professor Fei (1948), there is a discrete
pattern of Chinese cultural values, that is, Chinese have a clear view separating in-group and
out-group. Behavior (cognitions, emotions, and values) change when dealing with different
groups. When in-group, Chinese value harmony and others’ interests but when dealing with
out-group Chinese are more cautious and competitive. Family is the most important in-group
for Chinese people.

The second most frequently mentioned values category is power distance (Hofstede, 2001)
that expresses the degree to which individuals accept and expect hierarchical differences in a
society where power is unevenly distributed. The third more frequently cited dimension, time
orientation, differentiates between preferred time horizons for receiving returns of a given

action or decision. The long-term orientation, which is the fifth dimension of cultural values by
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Hofstede, seems to be mixed with descriptions of past-time orientation and future-time
orientation in some literatures, though they differ. According to Venaik, Zhu, and Brewer
(2013), Hofstede’s LTO dimension focuses on past tradition and future thrift, while Globe’s
Future Orientation emphasizes the present and future capture. Long-term oriented individuals
tend to view time as a continuum, valuing both the past and the future (Hu, Chand & Evans,
2013) rather than acting only for their effects in the here and now (being, Niu, 2018). Lastly, a
closely mentioned construct, high vs low uncertainty avoidance, gathers the attention of both
English and Chinese literatures where individuals are contrasted as regards their willingness to
embrace and cope with uncertainty (Lu & Luo, 2014). The remaining categories have received
comparatively lower attention in both literatures, and in some cases, they have emerged only in
the Chinese (dualism vs. monism, Dai & Shang, 2008, or focus on results vs. process, Yan,
1996) or the English (when authors refer to whole cultural values systems without detailing its

dimensions, e.g. Schwartz culture values, or Taoism).
2.3.5. Comparison between Chinese and western

This section pertains to the last question: What specific features were attributed or empirically

found to relate to Western-Chinese differences in each domain area?

2.3.5.1. Cognitive domain

One of the undisputable leading scholars that pioneered the cross-cultural research on cognitive
styles is Richard Nisbett. His fundamental assertions have been also questioned and criticized
for being overly general and thus unable to provide a nuanced account of reality (e.g. Chan &
Yan, 2007). In the same vein, Smith (2013) stressed that people in all cultures may display all
cognitive styles even if they seem to be incompatible, e.g. one may find in the same culture
both analytic and holistic thinkers. Despite doubts concerning the conspicuous existence of
culturally-based cognitive differences, Nisbett’s assertions about the geography of thought
between Chinese and westerners are the most commonly recognized and assumed in most of
the articles reviewed. This has been specially found for the analytical vs. holistic cognitive
styles, which cumulated 305 hits out of a 189 sample, thus indicating their centrality in

literature.

Scholars seem to strongly converge, both in the theoretical and empirical studies, in stating

that westerners prefer holding analytical thinking while Chinese opt for holistic thinking.
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Among the many examples that could be cited, Norenzayan et al. (2002) found that the formal
logic thought is held more predominantly in European Americans, while the intuitive one is
held more predominantly in their East Asian sample, including Chinese. In another example,
when contrasting Americans and Chinese as regards strategies to visually explore websites,
Dong and Lee (2008) attributed differences to Americans being cognitively more analytic
while, conversely, Chinese were more holistic. In a set of experimental studies, De Oliveira and
Nisbett (2017) also found a higher holistic tendency among Chinese than Americans. The
differences seem to run deep as they have an organic marker such as the one found by Huang
et al. (2019). These authors conducted a cross-cultural MRI study and found that Chinese had
more holistic processing information as compared to westerners and that this preference was
also matched by differences in gray matter density in specific brain regions. Within the context
of learning, Cheng et al. (2011) examined the learning behavior of American and Chinese

students to find the former had comparatively higher mean scores on the analytic thinking style.

From another approach, due to the close relationship between language and thinking, we
found that Chinese articles prefer comparing Chinese with English language syntaxes relating
it to how people think. By resourcing to diverse language examples, many articles intended to
provide evidence of underlying cognitive differences which, in our samples, reached near 60%
of all Chinese articles. Good examples of such an approach have been made by Hou (2008), Li
and Yang (2001), Liu and Zhang (2005), Qian (2006), Wang (2004), Wei (2013), and Yu
(2010). From the translation, discourse organization, sentence structure, writing and teaching
and other aspects of language-related analysis difference, cognitive styles are described and
explained, mainly referring to Chinese being more holistic, non-linear, vague and using
concrete (imagery) thinking patterns as contrasted with westerners being more analytic, linear,

accurate and using abstract thinking patterns.

To summarize, both the Chinese and English literatures acknowledge the holistic-analytical
dimension as the major dichotomy concerning cultural-based cognitive variation profiles. This
seems to be the most significant dimension in contrasting westerners with Chinese as to
cognitive styles. Lastly, the co-existence of predominantly analytic individuals and those that
are holistic in both cultures does not preclude its cultural attribution because there is no logical
requirement of group homogeneity, but rather there is a requirement that one of the cognitive

styles is dominant within each group.
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2.3.5.2. Emotion domain

Emotions are so deep-rooted in human evolution that expectable differences could be minimal,
if any, in experiencing emotions across cultures. Margavio et al. (2016) findings do support this
claim as they found no significant difference in the emotional intelligence score of American
and Chinese students. Thus, emotional differences seem to occur in how they are expressed or

reacted to, not how they are internally experienced (Deng et al., 2019).

It is the emotional expression that is culturally regulated and fixed by encouraging, through
education, the expression of emotions that are taken as advantageous to the group while
discouraging those that may be taken as harmful (Liddell & Williams, 2019). For example,
westerners show less guilt and being prouder of themselves than Chinese, who tend to have the
opposite emotional expression, thus showing more guilt emotions and expressing less
individual proud (Lv et al., 2010). Chinese parents, compared with western parents, educate
and endorse cooperation, harmony, rather than expressing emotions like anger and aggression
(Grabell et al., 2015) while children and families from the U.S. reported greater emotional

expressiveness than their Chinese counterparts (Suveg et al., 2014).

Chinese people are influenced and cultivated by the historical development of the
Confucian mindset, which encourages no more than and no less than the right appropriate
intensity of emotions, just to a properly balanced degree, or its suppression if necessary, to
achieve harmony in group relationships (Zhang, 2007). These differences may be elusive to
self-report as an experimental study conducted by Zhou and Bishop (2012) showed. In this
study, Chinese had a weaker cardiovascular response to suppressing than expressing anger
whereas westerners’ physiological response was the opposite although, in the study, no

difference in emotional suppression was found between Chinese and westerners.

In this systematic review, 33 out of the 34 occurrences pertained to emotional expressivity.
Overall, the reviewed articles converge into featuring westerners as more prone to express
emotions than Chinese, especially positive emotions, while Chinese get used to suppressing
emotions, especially the negative. Westerner people find it normal and comfortable to express
true natural emotions (Allen et al., 2014), and accept more positive emotions and less negative
emotions (Lv et al., 2010). When communicating with others, for harmony sake, Chinese are
sensitive to the emotions of others and tend to express them implicitly and suppress both
negative and positive emotions, thus using silence (Zhu, 2016). Some other variables can be at

play in expressing emotions. Davis et al. (2012) found a gender moderation in comparing
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Chinese and western males and females, where women reported more intense negative

emotions than did men.

Emotional labor has surfaced in these studies. Given the overarching norm for emotion
control in collectivistic cultures, the act of suppressing emotional self-awareness and faking
arousal emotions in such cultures may be experienced as being less effortful and result in less

dissonance than doing so in an individualistic culture (Allen et al., 2014).

In conclusion, no matter in which setting, work, or social life context, scholars recognized
that Chinese have a more emotional-suppression and concealed tendency profile, while

westerners have a more expressive stance with lower emotional regulation.
2.3.5.3. Value domain

Cultural values were covered by an extensive number of studies that originated from various
academic areas. The articles reviewed in this study highlighted individualism-collectivism
value orientation which is common to both the cultural value model of Hofstede and the Globe
project. This well-established and recognized cultural dimension was used to understand value
differences between China and the West and is the most commonly mentioned feature in
distinguishing Chinese and western profiles (Lv et al., 2010). For example, individualism is
widely regarded as an essential value in American culture while Chinese gives priority to
collectivism (Yi et al., 2015). Although western countries might experience different degrees
of collectivism and individualism (e.g. contrast the United Kingdom with Portugal, in Hofstede
and Globe indices, Chui et al., 2010) there is a consensus that the vast majority of western
countries, such as Germany, are less collectivistic than China (Felfe et al., 2008). This does not
come as a surprise because China is considered to be typically a collectivist culture where
people value group harmony and interdependence over many other social values (Tsai & Men,
2012). Renging and Mianzi are representative cultural beliefs derived from Confucian values
that illustrate the primacy of collectivism. One famous Chinese scholar of literature Lin Yutang
(Lin, 1962) summarized that Renging and Mianzi are far above law, which is the most concern
in Chinese ethical relationships. This has been popularized in the movie industry, in novels, and
in advertisements. Based on its popularity, five of the articles reviewed used the famous movies
“Guasha” and “pushing hands” to discuss the diverse behaviors influenced by culture, i.e.
Chinese tend to focus on collective interest, and can sacrifice their own interests if necessary,
giving priority to power and authority. Conversely, westerners emphasize their own interest and
independent freedom, advocating equality (Fan, 2014; Guan, 2014; He, 2016; Lu & Jia, 2017,
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Xiao, 2009). Wang (2010) argued that the main reason for diverse social titles involves

individualism-collectivism, hierarchy-equality value orientation between China and the west.

A second cultural value dimension mentioned in the comparison between China and the
west in this review is power distance. China has been consistently found to have higher power
distance than e.g. Australia or New Zealand (Albaum et al., 2010), but also the US (Kirkman et
al., 2009) or Germany and Denmark (Bredillet et al., 2010). In line with these findings, Hu and
Zhang (2012) stated that in China, subordinates have a higher dependence on their senior
leaders who have a strong authority while the relations between subordinates and leaders are
more equal, with more negations or debate in the communication in the west. Another
expression of this high-power distance in China can be witnessed in Chinese tourists consuming
behaviors that tend to buy expensive goods to show their social status and purchasing power

whereas western tourists show less such consuming behaviors (Liu, 2018).

A third cultural value concerns the temporal orientation and refers to how time is valued,
and the extent to which individuals believe they can control time. This dimension has gained
relevance in literature, especially when scholars systematized cross-cultural studies targeting
Chinese culture (Minkov & Hofstede, 2012). According to these authors, Chinese emphasize
the past experience and use it as guidance for the present and future more than westerners do.
Conversely, due to a focus on the future, westerners put more value in time and effort into
planning while Chinese value more flexibility. On the other hand, China has a high long-term
orientation, which values thrift and perseverance, while many western countries have a fairly
low long-term orientation score, preferring to spend now than saving for tomorrow (e.g. Chen
& Partington, 2004; Cheong et al., 2010; Hu, Chand & Evens, 2013). Long term orientation
value long interest and perseverance, focusing more on the results than the process, while short

term orientation value more process than results.

The fourth cultural value dimension to stand out in the English and Chinese literatures
reviewed is Uncertainty avoidance. High uncertainty avoidant cultures make people think more
about hazards and pressure them to plan or prepare for long in advance, such as China does.
Whereas low uncertainty avoidance culture makes people more optimistic and calmer,

tolerating changes, and adventures (Lu & Bo, 2019).

Lastly, an overarching reference is mostly found in the Chinese articles where authors tend
to broadly refer to Chinese culture via Confucian Values. These comprehend many of the

dimensions already explored, namely, collectivism, social harmony, high power distance, and
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tradition that was registered as a global entry but largely overlaps with the previous dimensions

explained but shown under the same “Confucian” umbrella.

To summarize, there are four important dimensions found in literature to compare West
and China (by order of importance): collectivism vs. individualism, high vs. low power
distance, long vs. short term orientation, low vs high uncertainty avoidance. Scholars largely
converge in depicting China as a collectivistic culture, which is more conservative, stable, and
strives for social harmony, focusing on ethical family relationships, hierarchical relations,
emphasizing long-term interests over the short-term benefits. Conversely, the West is depicted
as being mostly individualistic, valuing more equality, accepting social or relational conflict,
abided more by law, emphasize short-term rewards over long-term benefits.

2.4. Discussion and Conclusion

After decades of cross-cultural research on West and East, namely China, it would be
expectable to find a convergence between western scientific outlets (mostly published in
English) and their Chinese counterparts. Surprisingly, many divergences may suggest some
disconnectedness already noticed in Sociological studies (Roulleau-Berger & Peilin, 2018) is
not yet overcome in business studies. Due to the nature of the topic, it is reasonable to assert
such integration would greatly benefit knowledge building. This is especially true when one
considers the proliferation of constructs about cognitive, emotional, and cultural values
differences (Meglio & Schriber, 2020; Sadler-Smith, 2001) adding to the array of redundant
constructs in organizational research (Le et al., 2010). To contribute to a convergence about
which constructs can be used for this purpose, this systematic literature review was conducted
based on all available relevant publications that explicitly compare China and the West written
either in English or Chinese. Accordingly, we analyzed the included sample records in four
aspects 1) constructs extracted and derived from content analysis and their descriptions, 2)
frequency and generality of each construct, 3) definition and features of the dominant
integrative construct in each domain (cognition, emotion, value), and 4) the comparison

between Chinese and Western profiles.

We searched databases both written in English and Chinese. The decision to comprehend
not only western publications was based on the principle that, as far as cultural studies are
concerned, the cultural perspective from scholars themselves (autochthone) can also be an
untapped source of bias due to culturally-based criteria used to compared and conceive

dimensions. This concern has been expressed by many researchers (e.g. Hofstede, 2001;
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Nisbett, 2004; Peng and Nisbett, 1999) and was therefore taken into consideration in designing

this systematic literature review.

This option was fruitful in the sense that findings showed the sample of Chinese articles is
distinct from the English in many ways. Firstly, the Chinese sample comprehends theoretical
articles only. This may explain the relatively lower interrater agreement found for Chinese
articles (although still within the acceptance range) as empirical articles must be clearer about
variables under analysis. This also suggests that studies concerning cross-cultural cognition,
emotion, or values written in China are in lack of empirical methods, either by using
questionnaire survey measurements or by systematically run content analyses or another code-
based qualitative research. Secondly, an additional difference concerns the attention paid to the
emotion domain as the proportion of Chinese articles in this category is strikingly smaller than
that in English, which might be a gap with both theoretical and practical significance in Chinese
academic areas. Third, Chinese articles used different profiles to explain or explore more issues
in intercultural communication, language areas, advertising, compared to more diverse research

subjects or approaches in English articles.

As stated, both Western and Chinese publications converge as to the relevance of holistic-
analytical dimension but highlight distinct aspects. Chinese scholars highlight nonlinear,
intuitive and inductive cognitive, and abstract imagery processes, unlike Western scholars. This
can be somewhat overshadowed by both scholars acknowledging the holistic-analytical
dimension as the most central but e.g. when representing idiosyncrasies Chinese scholars stress
the divergent-convergent thinking which passes almost unnoticed to Western scholars. The
consequence of this contrast is a misrepresentation of the true nature of cognitive style
differences e.g. at a negotiation table or when training a manager for an expatriation assignment
in line with Adair et al. (2009). While a culturally-aware Chinese would be making an effort to
communicate with their Western counterparts by adjusting behavior when presenting ideas or
proposals towards his/her representation of western cognitive style, some of the adjustments
made may be off-target because they are now recognizable by the counterpart. Simultaneously,
the culturally-aware Westerner will be doing the same effort with equivalent, but reversed
misconceptions. As an example, a culturally intelligent Chinese negotiator (Imai & Gelfand,
2010) trained in Chinese Academia knows that the counterpart has a preference to go through
details until an agreement is achieved, and also that a frontal negative communication would
be expectable at a western negotiation table. The Chinese negotiator then puts effort into

focusing on details but may put too much emphasis on being direct about divergences, which
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might not be taken as expectable by the Western counterpart because it is not an often-occurring
behavior, even in the West. This means the effort to adjust behavior to the parties’ ascribed
norms could be counterproductive if any given dimension and understanding about differences
is not shared. Likewise, although scholars from both Academia converge about emotion
expressivity differences, the scant literature in China may give Chinese a minimalist view of its
critical importance at the negotiation table or within the framework of expatriation assignment

(Gullekson & Dumaisnil, 2016) when compared to the cognitive styles.

Although distinct Chinese and Western profiles in cognition, emotion, and values can be
clearly seen in the systematic review, we admit that there seems to be a trend to blur differences,
especially due to the deepening global interdependency and more transnational education and
mass media (Gelfand et al., 2017). Western cultural values permeate Chinese traditional values
and vice-versa. This can call for further in-depth studies that target which aspects or dimensions
are assimilated and becoming more and more similar (e.g. in Millennials), and likewise which

aspects or dimensions, if any, are becoming more different.

Findings also have implications for future cross-cultural research comparing the West and
China as there is a pattern of scarce empirical research in Chinese articles contrasting with the
frequent quantitative studies in English, yet based on various specific research goals, where
most scholars also followed the assumption and results of Hofstede and Nisbett about the
cultural differences between China and the West. This means there are opportunities to further
develop comparative quantitative-based research in China, especially focusing on the emotional

dimension.

As in all systematic literature reviews, care was taken to prevent bias both in searching,
selecting, and interpreting papers’ content. However, further systematic literature reviews could
be conducted targeting each of the three dimensions separately with finer search keywords or
applying broader eligibility criteria. China was also chosen because it is the most representative
Confucian society, but not having covered all the Eastern countries can also be taken as a

limitation but, just as well, an opportunity to extend this systematic literature review.

To summarize, the systematic literature review extracted dominant constructs for each
domain to compare the Chinese and Westerners and identified their feature profiles, i.e.
cognition (Westerners more analytic, abstract, objective cognitive styles, while Chinese more
holistic, concrete, subjective cognitive style); emotion (Westerners more emotionally

expressive with less emotional control, while Chinese more prone to suppress emotion with less
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emotional expressions); cultural values (Westerners with more individualism, valuing equality,
short-time oriented, and future time value beliefs, while Chinese more collectivism,
hierarchical, long-term oriented and past time value beliefs). This is not be a surprising finding,
but it helps to navigate across the profusion of constructs that can be seen in the literature. They
might be found to be redundant or unnecessary to account for differences mostly because
constructs can be nested according to their level of abstraction, in the same way Minkov (2018)
found that power distance is a facet of individualism-collectivism. Such a research effort
conducted in the cognitive domain would also greatly benefit knowledge in cross-cultural
studies and especially in international business. Findings suggest and hopefully contribute to
more rigorous and parsimonious use of constructs and to further integrate knowledge so that

the cultural divergences are matched by Academia convergences.
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EMPIRICAL STUDIES

STUDY 2

Measuring thinking styles, emotional expressivity, and values: A

psychometric test of instruments in China®

5 A previous version was accepted and orally presented in 29" EBES conference in October 2019 under the title
“Measuring thinking styles and emotional expressivity in HRM contexts: A test of two instruments in China”.
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Chapter I11: Measuring thinking styles, emotional expressivity,

and values: A psychometric test of instruments in China (study 2)

You can’t manage what you can’t measure

Peter Drucker

Abstract

The east-west increasing business interchange is pushing HRM to bridge people with
contrasting cultures. More importantly, it must bridge individuals with differences on cognition,
emotion and values, without which communication is ineffective. For this purpose, managers
need to be able to measure and use the different thinking styles, emotion expressivity and
cultural values to integrate HR practices and individual profiles. This has been mostly proposed
by western scholars, not eastern ones. This research is intended to assess the quality of dominant
western-based measures on thinking styles, emotional expressivity and cultural values, with a
Chinese sample to gauge the extent of their adequacy for comparative purposes. The sample
consisted of 254 valid questionnaires, collected online both with Qualtrics and another Chinese
survey platform-WJX. The constructs’ reliability and validity were analyzed with Confirmatory
Factor Analysis using SPSS AMOS 24. A valid solution for thinking styles was found only for
a 7-factor structure which suggest TSI-R2 is overly complex and may not be suited for Chinese
research in HRM as is. Additionally, emotional expressivity measure (BEQ) failed to achieve
acceptable fit indices. VSM is more formative rather than reflective such as a latent construct.
These findings provide insight on cross-cultural problems when targeting the measurement of
cognitive, emotional, and values differences, which underlie communication effectiveness in
multicultural organizational settings. Findings imply that constructs must be simplified to reach
a common ground and understanding on how to integrate these fundamental differences within
an effective HRM.
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3.1. Introduction

Individuals react according to their interpretations of events, rather than the events themselves.
Such information processing makes people behavior diverse even when facing the same
situations because within organizations truth is socially constructed (Astley, 1985). However,
in most organizational literature, policies and practices such as those established in HRM, tend
to be thought of as being objective in nature, although their true nature is subjective. The
positivistic paradigm prevails in international HRM (Primecz, 2020). Often, such policies and
practices are established under the assumption that they are similarly perceived by employees
without much consideration for their possible deep individual differences that may condition
how they are interpreted. Likewise, context matters for interpretation purposes and so, many
policies and practices consider organizational culture but fail to put into the equation the
individual values which may not converge at all with the cultural level (Fischer, 2006). This is
of special relevance in HRM as the internationalization of business brings to the stage more

deep-rooted differences.

Namely, thinking processes themselves contrast as well as the way emotions are expressed
for example between Western and Eastern societies (Matsumoto et al., 2008; Nisbett, 2003).
Such possible differences, compared to economic or political differences, are far more
important because they concern fundamental cognitive, affective and value differences that pass

unnoticed to the very conscious scrutiny of decision makers.

Although there is an extensive body of research on such differences, mostly focused on
cultural aspects, researchers still do not agree on the constructs related to cognition, emotion,
and values that can better depict such differences. Therefore, it is important to contribute to
constructs’ clarity, which is even more important when conducting empirical studies.

Otherwise, findings will suffer from conceptual blurredness.

The thinking patterns are socialized, which means they can be modified by experience and
they are dynamic to some extent (Saracho & Spodek, 1993). Likewise, studies that focus merely
on the national culture level fail to detect the individual difference withing that culture.
Therefore, one of the caveats is to avoid stereotypical views about thinking patterns of people
in diverse cultures and accept within-group variance. Thus, it is of great significance to
understand how possible differences operate when individuals interact with organizational

settings. Such research has much practical and theoretic significance.

45



One of the required conditions to uncover such fundamental differences is the existence of
empirical studies that use sound and clear measures of the cognitive, emotion and values
dimensions. The psychometric quality of these measures is even more critical when using non-
western samples due to possible cultural bias. Within the context of HRM, this is especially
relevant when the measures are used in non-western organizational settings but were generated
in westernized settings. This study is designed to test the psychometric quality of three main

measures of thinking style, of emotion expression and cultural values.
3.2. Literature review

3.2.1 The development of thinking styles

A style is neither a level of intelligence nor a personality trait, but rather an interaction of
intelligence and personality (Grigorenko & Sternberg, 1995). Additionally, people usually have
a profile of styles rather than only one style. Literature focusing on “style” shows an array of
objects that concern e.g. learning styles, cognitive styles, and thinking styles, which are three
popular domains in the field of style (Zhang & Sternberg, 2005). Theoretically, styles reflect
individuals' behavioral manners or preferred ways of dealing with information; different styles
might relate to different behavioral outcomes (Messick, 1984; Sternberg, 1997; Zhang &
Sternberg, 2005).

Thinking style is a concept proposed by Robert Sternberg in his theory of mental self-
government (1988). As a typical model of styles, Sternberg’s (1997) theory of mental self-
government defined thinking styles as preferred ways of using abilities and knowledge people
apply to use. The essential notion of this construct is that people somehow need thinking styles
to govern or manage their daily activities in life or work. An ability refers to what one can do,
whereas a style refers to how one prefers to use one’s abilities. In literature about thinking
styles, authors use different labels to identify it, e.g. thinking patterns, thinking modes. They
are conceptually overlapping under the umbrella of cognitive style and, for parsimony’s sake,
and because of current use, we will adopt “thinking style” as a designation for all of these.

Figure 3.1 depicts the main authors aggregated by preferred terminology.
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Table 3.1 The classification of thinking style akin concepts

Cognitive style

Allinson & Hayes (1996), Epstein (1994), Klein & Schlesinger (1951),
Miller (1987), Nisbett et al. (2001), Riding & Cheema (1991)

Sadler-Smith et al. (2009), Witkin (1964)

Thinking style

Sternberg (1988), Torrance (1988), Vance et al. (2007), Zhang (2006)

Learning style

Dumn (1984), Newble & Entwistle (1981), Kolb (2007), Schmeck (2013)

Personality type

Holland (1997), Jung (1971), Meyers (1962)

Thinking styles have both a long and a short history. The long history dates back to the
philosophical and theoretical foundations, significantly in psychology. The short history
originates from this research topic being seen as generally lacking contact with other field
literature, mostly existing literature in psychological and educational areas as well as business

literature in the recent years (Zhang, 2002). The evolution of the research in the field is depicted

in Figure 3.1

1920s 1930s

Jung (1923)

1940s 1950s 1960s 1970s 1980s 1990s 2000s 2010s

Epstein (1994) ‘

‘ Klein et al. (1951) ‘ Riding & Cheema (1991) ‘

‘ Bruner et al. (1956) ‘ Hayes & Allinson (1994,1996) ‘

‘ Kagan (1958,1966) ‘ ‘ Grigorenko & Sternberg (1995) ‘

‘ Witkin et al. (1962, 1977) ‘ Holland (1997) ‘
Park (1972) Armstrong (1999) ‘
Kolb (1974)
Kirton (1976)
Curry (1983)
Messick (1984)
Agor (1986)
Miller (1987) Sadler-Smith et al. (2000)
Sternberg (1988) ‘ Zhang (2001) ‘

| Zhang Sternberg (2005)

Figure 3. 1 The chronological evolution of thinking style
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Human thinking is the function of the human brain in advanced stages with the
development of experience. Different nations have evolved in different ways of thinking
regarding how individuals should understand reality, experiences, and form habits. These
differences pose a risk: the many conflicts among people, groups, and organizations who think,
feel and act differently (Tajfel & Turner, 1986). The origins and formations of individuals’
thinking styles lie within their social environment and social systems in which they grew up as
well as the learning and life experience they had. So, the styles people employ are rooted in the

value systems that are specific to their sociocultural contexts (Bond, 2010).

The research of intellectual styles gained increasing attention, especially in educational
areas where there are considerable literature reviews (Zhang & Sternberg, 2001, 2006). Many
studies and findings on thinking styles are within an educational context. The importance of
thinking styles in the educational context is visible in some findings. For example, students
were found to achieve better academic results when their thinking styles match their teachers’
thinking styles (Zhang, 2006). Likewise, thinking styles were found to contribute to their
academic achievement (assessed by both self-rating and performance tests) far beyond their
abilities (Grigorenko & Sternberg, 1995; Sternberg & Grigorenko, 1997; Zhang, 2002a, 2002b;
Zhang & Sternberg, 2012). Thinking styles deserved far less attention within the context of
business organizations. Still, we reason that the construct of “thinking styles” is also significant
in these contexts. For example, leaders’ sensitivity and awareness of employees’ diverse
thinking patterns associated with culture can be demonstrated in a wide variety of managerial
practices (Hofstede et al., 2002).

3.2.2 Measure development: theory of mental self-government

As stated, Robert Sternberg (1988) is most likely the fundamental scholar in thinking style
research. In his theory of mental self-government, he refers to the ways in which people apply
or use their knowledge. Rooted in previous work on styles, the theory of mental self-
government shares some characteristic with earlier theories. According to Grigorenko and
Sternberg (1995), existing models and theories on styles are classified into three traditions:
cognition-centered, personality-centered, and activity-centered. Thinking styles falls in the
cognition-centered tradition which most closely resemble abilities, while the personality-
centered styles are viewed as being closer to personality traits, and the activity-centered styles
tend to give priority to the notion of styles as mediators of various forms of activities arising

from some aspects of cognition and personality.
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From the extensive research conducted by Sternberg and associates, it is obvious that the
way people solve problems and make decisions not only depend on their level of knowledge

but is also influenced by their thinking styles.

Adopting the metaphor of the entity governing the society, Sternberg (1988) described 13
intellectual styles which are similar constructs to govern itself, namely: legislative, executive,
judicial, monarchic, hierarchical, oligarchic, anarchic, global, local, liberal, conservative,
internal, and external intellectual styles. Based on a series of studies (e.g. Zhang, 1999; Zhang
& Sternberg, 2001) on thinking styles, Zhang and Sternberg (2005) reconceptualized the 13
thinking styles into three types: Type I, Il, and Ill. Type I includes the legislative, judicial,
hierarchical, global, and liberal styles, and is considered to be more creativity-generating and
complex. Type Il consists of the executive, conservative, monarchic, and local styles, and is
perceived to be more norm-favoring and simplistic. Type Il includes the internal, external,
oligarchic, and anarchic styles, and is thought to be value-neutral and more dependent on
specific contexts or tasks. According to Zhang (2010), cognitive styles, learning styles, and
thinking styles are conceptually different style terms. In her opinion, cognitive styles focus on
how individuals prefer to cognize information, and learning styles tend to characterize how they
learn about information, and thinking styles refer to the preference of thinking about
information. However, these constructs share a fundamental similarity: all refer to the
interaction of abilities and personality. In most studies of Sternberg and Zhang and co-authors,
including books and published papers, the core content of thinking styles, intellectual styles,

and cognitive styles is actually the same.

The corresponding measure of the self-governing theory approach to thinking styles is the
Thinking Style Inventory (TSI, Sternberg & Wagner, 1992). It is composed of 104 items in its
long version, and 65 items in the short one. Due to lower scale reliabilities in dimension of
local, monarchic, and anarchic, seven items of these subscales were rewritten, then the revised
version of 65-item was made, i.e. the second version TSI-R (Sternberg et al., 2003). After that,
Sternberg et al. (2017) concluded the second version of thinking style inventory TSI-R2,
because they found there was still very low reliability for the anarchic style scale which forced
them to radically change its three-item formulation. In line with our research aim of this study,
we opted for the latest version as our testing measurement due to three concerns. First, it is the
dominant and systematic measurement of thinking styles with updated revised version. Second,

it was already used with Chinese samples as well as with samples in Asian and non-western
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countries. Third, its formulation makes it possibly suitable to be used within business

organizations, namely linked to human resources practices.

By checking most published articles employing TSI-R2 measurement in China, we found
that most reported only Cronbach’s alpha as the reliability (internal consistency) and descriptive
statistics for the 13 factors (Cheng et al., 2015; Cheng & Zhang, 2015; Higgin & Zhang, 2009;
Zhang, 2010; Zhang & He, 2011; Zhu, 2013). A few number of papers reported the factor
loadings (principal components analysis), and inter-item correlations as indication of validity.
In addition, up to 2009 no research has employed a confirmatory factor analysis (CFA) for the
thinking style inventory (Fan & Zhang, 2009). Most recent publications do report acceptable
CFA fit indices, but they have used exclusively a student population (e.g. Fan, 2016; Cheng et
al., 2016; Cheng & Zhang, 2017; Yuan et al., 2017) and in some cases the lowest reliability
falls below the .70 threshold. So, nothing is known about the quality of this measure outside the

educational domain with adult working populations.
3.2.3 Emotional domain: model of emotional expressivity

There is an emerging attention given to emotions that has not been sufficiently researched
within this line of cross-cultural studies contrasting west and east, especially in organizational
settings. One of the emphasis found in cross-cultural emotions research lies on emotional
expressivity. Emotional expressivity is important because it relates with several areas, such as
psychopathology (Morelen et al., 2013; Veilleux et al., 2021), health well-being (Grandey &
Melloy, 2017), personality development (Abe & lzard, 1999), or social interactions (Cameron
& Overall, 2018). Thus, researchers targeted the construct, and the measurement of emotional
expressivity. Kring et al. (1994) simply refer to emotional expressivity as a certain kind of
outward display of emotions, no matter if it is positive or negative, no matter if it occurs via
facial expression, vocal cues or gestures. Gross and John (1997) converge by defining
emotional expression as the behavioral changes visible in the face and body posture that
typically accompany emotions, which influence a wide range of intra-and interpersonal process.
This falls within the larger scope of emotion regulation which refers to the processes and
strategies to help keep, increase or decrease a certain kind of emotional experience (Gross et
al., 2006).

One of the prevailing ideas about emotional expressivity is its sensitivity to social learning.
Although there are universal basic human emotions (Ekman, 1992), these can be modulated by

culture (Matsumoto et al., 1988). Ekman (2004) suggested that cultural differences would be
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seen in some of the stimuli, which can elicit particular emotions by learning, and in the rules
that can control facial behavior in special social settings, as well as in those consequences of
emotional arousal. Culture has an obvious impact on how people interpret and regulate their
emotions (Bulter et al., 2009). Therefore, due to cross-cultural variants, emotional regulation

strategies may be employed differently (Markus & Kitayama, 1991).

A rich body of literature including both theoretical and empirical studies has showed that
people vary in emotional expression across cultures, mostly with sampled populations from
west and east, namely, European Americans and East Asians (Soto et al., 2011; Wei et al.,
2013). Mesquita (2001) implied that culture can cause different emotional regulation.
Compared with Asians in collectivistic cultures, European Americans in individualistic cultures
are more likely to choose hedonic emotion regulation strategy for a negative-event experience,
that is, up-regulation of keeping positive affect (Miyamoto et al., 2014). In collectivistic
cultures, where people tie closely and strongly with groups such as their family (Hofstede,
2001), emotional regulation strategy is encouraged and adopted to achieve pro-social
interpersonal relationships (Butler et al., 2007). Kitayama et al. (2006) believed that friendly
feelings and guilt is fostered in Japanese culture, while pride and anger is endorsed in North
American culture. Under Asian dialectical believes, moderated emotions are valued, and
therefore, emotional regulation is common and expected (Miller et al., 2002). Furukawa et al.
(2012) found that Asians were observed with more emotions about shame and guilt while

Americans were observed highly on pride.

Furthermore, Deng et al. (2019) found that compared to European Americans, Chinese
treated emotional expression as more negative and less important. Different cultures have
different emotional display rules, also extended to organizations (Gelfand et al., 2017). For
example, individualistic cultures place more importance on the freedom of emotion expressivity
and also relatively more differences among people than those in collectivistic cultures
(Matsumoto et al., 2008; Oyserman et al., 2002). This is in line with Butler et al. (2007) findings
that in collectivistic cultures, people prefer to express less their own emotion, and conversely,
people adopting European values are less likely to conceal emotions. To sum up, emotional
suppression is desirable in collectivistic groups, and too much emotional display is considered
negatively connected with social relationship and harmony. Conversely, individualistic
cultures, emotional expression is more emphasized and encouraged due to their prioritized

value of individual rights and identity with more attention given to the self (Louie et al., 2015).
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Still, when interacting with in-group members compared to out-groups, people universally
show more emotions (Matsumoto et al., 2008).

3.2.4 Measure development: emotional expressivity questionnaire

The importance of emotions within cross-cultural research has made an impulse to developing
measures that enable its empirical study. Among these there are two main instruments
commonly used in research (Dobbs et al., 2007): Kring et al. (1994) emotional expressivity
scale (EES), and Gross and John (1995) Berkeley Expressivity Questionnaire (BEQ). Both
measurement of EES and BEQ have been shown to have high internal consistency and test-
retest reliability, as well as convergent and discriminant validity by authors who proposed it
first.

EES reflects a one-factor model about a general expressive behavior (Kring et al., 1994)
and BEQ reflects a hierarchical three-factor model about an emotional valence-specific
construct (Gross & John, 1995). EES is a 17-item scale loading on a single general 2" order
factor comprising two 1% order factors (emotional suppression, and emotional expression)
which has been widely used as a self-report measure of emotion expression in organizational
research (e.g. Jiang et al., 2018; Shaw et al., 2003; Schnakenberg & Lysaker, 2020). It is
designed to evaluate the extent to which people externally show their emotions, aiming to grasp

a general individual emotional expressivity.

Likewise, BEQ is a 16-item scale comprising three factors (positive expressivity, negative
expressivity, impulse strength) that can be divided into five factors (impulse strength divides
into positive and negative and a fifth factor is extracted from negative expressivity that targets
only negative suppression). From a cross-cultural point of view, taken into consideration that
negative and positive emotions are related to emotional display norms (Furukawa et al., 2012;
Kitayama et al., 2006) BEQ is more informative on how culture may shape emotional

expression.

As stated, Gross and John (1995) developed BEQ to measure an individual’s emotional
expressivity. The reliability and validity of the scale have been investigated and proven high by
many authors, such as Akan and Bariskin (2017) who used a Turkish population sample;
Kupper et al. (2020) with a Dutch sample, or Lin et al. (2016) with a Japanese sample. The first
two subscales from this measure (positive expressivity, and negative expressivity) emphasize
the behavioral demonstration, while the third one (impulse strength) give priority to the

intentions. Each item is answered on a 7-point Likert-type ranging from 1 (strongly disagree)

52



to 7 (strongly agree). Gross and John (1998) examined and yield five factors: expressive
confidence, positive expressivity, negative expressivity, impulse intensity, and masking. Akan
and Bariskin (2017) Turkish version identified 3 factors: emotional expression, impulse
strength, and masking. BEQ has been translated into Bengal, Dutch, French, Japanese,
Portuguese, Spanish, Swedish and Turkish. Zhao et al. (2015) found reasonable validity
indicators for the Chinese version of BEQ, mostly for the five-factor structure, although fit

indices still open room for improvement or further testing with a similar population.
3.2.5 Value domain: value survey module (VSM)

The most important and popular framework about measuring value in cross-cultural studies is
Hofstede’s value survey module (Sent & Kroese, 2020). In essence, the purpose of VSM is to
identify some basic differences of people across the countries about how they perceive and
interpret the real world. There are six distinct value dimensions summarized in VSM 2013,
namely (Hofstede et al., 2013): power distance, individualism vs collectivism, masculinity vs
femininity, uncertainty avoidance, long-term orientation vs short-term orientation, and
indulgence vs restraint. Power distance is defined as the extent of the acceptance about power
unequally. Individualism vs collectivism is defined as whether people connecting with each
other loosely or closely. Masculinity vs femininity refers to the extent of acceptance of work
goals such as success or quality of life. Uncertainty avoidance concerns the extent of tolerance
of uncertainty. Long-term orientation vs short-term orientation is defined as orientation towards
future rewards or also comprehending the past and present rewards. Indulgence vs restraint

refers to the extent whether gratification, desires and life-enjoying are free or controlled.

Geert Hofstede was a pioneer and influential author is cross-cultural studies (Sent &
Kroese, 2020), who opened way to make cross-cultural empirical research about cultural values
with quantitative measurement (Hofstede, 2001). Therefore, he has made invaluable
contribution to the national cultures research and organizational practices due to his famous
framework of values. Following the research work of Hofstede, Globe project (House et
al.,2001), adopted diverse methods and aimed to answer some basic questions from a worldwide
perspective. For example, are there any leader behavior, attributes and organizational practices
that are accepted and effective universally or only in certain cultures? The nine independent
dimensions within this model comprehend uncertainty avoidance, power distance, institutional
collectivism, in-group collectivism, gender egalitarianism, assertiveness, future orientation,

performance orientation, and humane orientation.
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Concomitantly, Shalom Schwartz’s circle of fundamental values (Schwartz, 1992;
Schwartz et al., 2012) emerged as one the most prevalent and influential frameworks (Schwartz,
2016). He proposed 10 values falling into four big value dimensions, that is, benevolence and
universalism belonging to self-transcendence, tradition, conformity, and security belonging to
conservation, all of these are all social interest focus; self-direction, stimulation, and hedonism
belonging to openness to change, power, achievement, and hedonism belonging to self-

enhancement, all of these are all personal interest focus (Schwadel, 2021).

Stemming from political science and sociology, the cultural theory of Ronald Inglehart
(Inglehart, 1997) and Christian Welzel (Inglehart & Welzel, 2005) prevailed. It comprises two
major dimensions in cultural orientations: one including a preference for traditional versus
secular-rational values, and another including a preference for survival versus self-expression
values (Beugelsdijk & Welzel, 2018). Therefore, the famous Inglehart-Welzel cultural map
identified many countries into some cultural clusters on the basis of four different values (Lin
& Mancik, 2020).

There are some overlaps and idiosyncrasies observable in these proposals. Each has its own
rationale and strengths but from the literature review it is Hofstede’s theory that is the most
popular and influential work on national cultural values. Meanwhile, a key-issue in fully
understanding the model lies in how to operationally defined it, i.e. how it can be translated into
a measure. Value Survey Module 2013 (VSM 2013) is a 30-item paper-and-pencil
questionnaire survey, developed and provided by Hofstede and colleagues (Hofstede & Minkov,
2013), aiming to compare values and sentiments of similar participants from two or more
countries, or regions within countries. It consists of six dimensions of national values, each
dimension with four questions, as well as six social demographic questions, including gender,
age, education, occupation, current personality, and nationality at birth. Gerlach and Eriksson
(2021) empirically examined the psychometric quality of three scales extracted from VSM 2013,
through the use of Pearson correlations to test validity (cf. Post, 2016) and the country-level
Cronbach’s alpha values to test internal consistency (cf. Nunnally & Bernstein, 1994). The
results showed overall poor reliability and consistently inadequate validity, so they argued that
there might be independent dimensions, rather than a well-defined construct. That is to say, it
is a fact that the index is used not as a reflective construct but a formative one. The
interpretations and generalization of Hofstede’s cultural dimension framework go far beyond
what the scale items actually measure, instead they are more valuable in the practical structure
(Taras et al., 2009).
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3.3. Methods

3.3.1 Measurement

The second revised version of Sternberg’s Thinking Styles Inventory (TSI-R2), Berkeley
Expressivity Questionnaire BEQ (Gross & John, 1995), and the VSM manual from Hofstede
et al. (2013) were selected to measure the construct “thinking style”, “emotional expressivity”,
and the “culture-profile”. Whenever the scales were already available in Chinese (i.e. BEQ and
VSM), they were adopted. In the case of TSI-R2 no such version was located and thus we

followed a process of translation and backtranslation (Brislin, 1970).

Thinking styles were measured with a TSI-R2 revised version (52 items, 13 dimensions)
which was the result of removing the lowest loading item per dimension due to practicality
reasons, concerning the length of the integrated survey (detailed items can be seen in the

appendix).

Emotional expressivity was measured with the Chinese version of BEQ comprising the
original 16 items organized into three factors: impulse strength, negative expressivity, and

positive expressivity.

Cultural values were measured with the Chinese version of VSM, 24 items, comprising
power distance index, uncertainty avoidance index, masculinity index, individualism index,

long term orientation index, indulgence vs restraint index.
3.3.2 Data collection and analysis

Data collection was conducted online (with the questionnaire survey both on Qualtrics and
another Chinese survey platform-WJX) and lasted from December 2018 to January 2019. It
was sent with an invitation message through wechat social network stating the purpose of the
study, that it was entirely voluntary, anonymous and for academic purposes. The convenient
sampling method followed a snow-balling strategy. Data analysis to test for construct validity
was conducted based on Confirmatory Factor Analysis and reliability using SPSS AMOS 24.

3.3.3 Samples

From 297 original answers received, after the removal of invalid entries (monotonous answer,
or indication that the questionnaire was done too hastily) the final sample was cut down to 254
valid data. A valid of final sample comprised 254 participants. Most participants are young,
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only including 6.29% above 45, and all others 93.71% falling in the age range of 18-44. The
sample also covers 84.25% well-educated population, which means only 15.75% fall below the

bachelor’s degree. Additionally, most participants (85.83%) have working experience.
3.4. Results

Results showed many difficulties with the psychometric quality of TSI. Mostly because it
comprehends 13 factors. A confirmatory factor analysis on the 13-dimension TSI-R2 failed to
achieve acceptable fit indices (CMIN/DF=1.899; CFI=0.784; RMSEA=0.060). By using
Lagrange multipliers to identify items that could harm the overall quality of the measure, we
have endeavored to improve it but still many factors showed poor reliability (Joreskog’s
Composite Reliability and Cronbach’s Alpha below .70). Still, by sequentially and iteratively
removing items based both in empirical indication and trying to preserve theory, from the full
TSI questionnaire, seven factors survived comprising 18 items (CMIN/DF=1.398; CF1=0.97,;
RMSEA=0.04). The valid solution thus comprehends, separately: Liberal-Change (CR=.847,
AVE=.650), Internal-Self-reference (CR=.760, AVE=.517), Judicial-Analytical/Comparative
(CR=.788, AVE=.555), Local-Detail (CR=.808, AVE=.679), Conservative-Rules (CR=.816,
AVE=.597), Oligarchic-Other-reference (CR=.728, AVE=.573), and Monarchic-
Analytical/One step at a time (CR=.687, AVE=.524).

As regards BEQ, the psychometric quality fell short from achieving acceptable fit
indices (CMIN/DF=2.332; CFI=0.854; TLI=0.827; RMSEA=0.073) for the three-factor
solution (positive emotional expressivity, negative emotional expressivity, impulse strength).
However, although there are no issues pertaining to discriminant validity (all HTMT below .85)
none of the factors reached the minimum level in AVE (.500) and the reliability for each
separately is only acceptable for the Impulse factor (CR=.716). The five-factor solution showed
better fit indices, although marginally unacceptable (CMIN/DF=2.061; CF1=0.892; TL1=0.862;
RMSEA=0.065) which was refined by means of including two covariances in the error terms
thus showing marginally acceptable fit indices (CMIN/DF=1.883; CFI=0.912; TLI=0.885;
RMSEA=0.059). Still, this model kept the same convergent validity issues observed in the
previous solution and likewise only one factor shows acceptable reliability (Negative impulse
strength).

As regards VSM, published studies do not report on its psychometrics mostly because the
indices are formative in nature. Still, if a value is a construct that is intrinsically a latent variable

it is possible that such construct could be treated as reflective in nature. We did conduct a
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confirmatory factor analysis, but the fit was unacceptable (CMIN/DF=2.572; CFI=0.733;
TLI=0.689; RMSEA=0.079). Likewise, no factor showed neither acceptable reliability nor
convergence validity indicators (all AVE below .500) and discriminant validity even returned
impossible figures with HTMT analysis. Thus, judging on the praxis in academia, we concur
that the construct is better treated as a formative construct being a product of expertise and
consensus amongst scholars, than a construct that is supposed to operate as a latent variable in
peoples’ minds. It is also analyzed at national level and not so much at the individual or
organizational level. From further exploring the VSM Manual we found that the final index
value is actually a result of adding the score in each dimension with a value in each dimension
(a constant that is arbitrary on the nature of the samples so to make the scale within the 0-100
range) that will compose the final score. This is a pragmatic decision that allows for some
stability in the comparative indices but that may be doubtful as regards mitigating measurement
error. Even though, because this is a widely accepted measure of culture, and because it has
been so extensively published in top tier journals, and for comparative purposes it does not

create any bias as the constant is the same for each dimension in all countries.

3.5 Conclusions and Discussion

Cross-cultural research is eager on finding measures that have equivalence across populations
with varying cultures. This allows researchers to extrapolate findings and test true differences

in the most varied organizational or societal models.

The ultimate challenge is finding equivalent instruments pertaining to the measurement of
deep-rooted constructs such as cognitive styles or emotional expressivity. However, finding
such instruments is critical to probe into the fundamentals of individual differences based on

culture.

Results from this study are a bit dismaying. Although all three instruments are the most
popular and used in research, none of the original structure survived this study’s empirical test

with a Chinese sample.

VSM might be outside the realm of this discussion because it is commonly treated as a
formative construct. Still, it is not difficult to sustain that culture should be also reflective in
nature as it is internally experienced as a latent construct. From this perspective, its

psychometric quality is well below acceptance which goes in line with Gerlach and Eriksson
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(2021) recent findings. Yet, this topic might deserve more deep theoretical developments to

ascertain the suitability of such analyses.

Overall, the goal of this study was to test the reliability and validity of dominant
measurement to see whether it was suitable in China for our project purposes. The
psychometric validation of TSI and BEQ might look like a failure, and the results were not as

good as expected.

In the case of TSI, our study reports all CFA for TSI-R2. Actually, Fan and Zhang (2009)
stated that before 2009, no research tested and reported CFA for the TSI-R2 scale. Many papers
only reported descriptive statistics for 13 factors together with the Cronbach’s alpha, as well as
the factor-loadings and inter-item correlations to prove reliability and validity. After 2009 some
studies conducting EFA and/or CFA have demonstrated the reliability and validity among
Chinese sample populations but comprehending only students. This might be due to the reason
that the priority of researchers employing thinking style inventory was not to examine the
psychometric quality of measurement scale but rather used it in the educational setting. In our
case, results failed to offer psychometric support for the quality of TSI with a sample mostly
comprising Chinese working population. The reliability and validity indices for the TSI-R2
trimmed down to seven factors comprehending 18 items proved sufficiently satisfactory.
However, this implies a substantial theoretical change in the rational that guided the design of
the original TSI-R2 scale. Disregarding this the facts from the data analysis show that the
missing six factors (global, external, hierarchic, executive, anarchic, legislative) could not
achieve acceptable fit indices for Sternberg’s original thinking styles theory (Sternberg, 1988).
In fact, the subscale of global has been previously reported to have low reliability (internal
consistency) with very modest Cronbach’s alpha, like 0.64 (Zhang & He, 2011), 0.65(Zhang,
2010), and 0.68 (Fan & Zhang, 2014). This goes in line, and reinforce, our findings.

Conversely, BEQ as an instrument, with this sample, cannot be considered neither valid
nor reliable, which is slightly different from the results for previous studies. For example,
Kupper et al. (2020) used Dutch population samples to reproduce the BEQ’s original factor
structure and the results showed good internal consistency (Cronbach’s alphas ranging 0.86-
0.88 for subscales) as well as convergent and divergent validity. However, Dobbs et al. (2007)
conducted a CFA of BEQ to find it failed to achieve an adequate fit to their data, except when
they modified two items (which were not neither statistically nor theoretically supported, e.g,
item 12 loaded on both negative expression and impulse strength factor, as well as error

variances of certain items correlated).
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The model structure is different from the original hypothesized model structure proposed
by Gross and John (1995) which might be due to the inconsistency of the CFA criteria.
Furthermore, different results about the assessment of BEQ imply that emotional expressivity
is a complicated construct which comprehend many discrete negative and positive emotions not
always taken into consideration, and that can vary strongly to produce a general state of negative
emotional expression. It is known that emotions are not reactions to the world, instead, they are
constructions of the world (Barrett, 2017). Barrett also argued that “emotions are displayed on
the face with expressions we recognize” is a commonly believed myth. For different emotion
experience, people have different ways of emotional display, especially adding the
environmental and cultural factors. Emotional expressivity and emotional recognition should
also include the consideration of context. Consequently, it might be more reasonable that
researchers adopt diverse discrete emotions profiling in the future studies about emotional
expressivity. Meanwhile, though Zhao et al. (2015) used a Chinese version of Berkely
Expressivity Questionnaire to test its reliability and validity among Chinese college students,
the sample was very young (just aged 18-24) and the statistical data results of CFA about either
the fit indices for a three-factor model and a five-factor model showed marginally acceptable
with some indices falling below comfortable cut-offs (e.g. CFlafactor=0.66 and CFlsfactor=0.87).

Our studies further support these findings.

It goes without saying that our conclusions for these measurement scales must be gauged
against its limitations. Namely, although the minimum sample size for conducting a CFA is set
at 150 observations (Muthén & Muthén, 2002) or 200 observations (Kline, 2011) and our
sample observes this by including 254 individuals, we must take into consideration the number
of observed variables (items) in the TSI-R2 and the complexity that represents organizing them
into 13 latent variables. Such complex models may probably be better tested by considering the
Hair et al. (2019) recommendation of at least 300 observations and in cases of complex models
at least 500 observations (Hair et al., 2019). The survived subscale structure for TSI-R2 only
accounted for 54% variance (seven vs. thirteen), although samples have advanced in broadening
operationalization with most working population, rather than student sample mostly previously
(Cheng & Zhang, 2015; Fan, Zhang & Chen, 2018; Zhu, 2013), however, whether it is
sufficiently reliable and valid to be used in practical organizational settings still needs further
examination. In the future, it might achieve more reliable and satisfactory results by enlarging

the sample size.
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Creating a basis of practical and meaningful measurement scale of thinking style and
emotional expressivity is essential for studies where these variables would be used as in the
model. Therefore, if human resources management processes rely on specific individual
thinking styles and emotional expressivity in organizations, the improved and high-quality
practical measurement of these constructs is of great importance. In addition, due to the
suitability and error difference of the same measurement scale in different cultures and
languages, future studies should also consider the cultural bias in the consideration of proper
measurement scale. The simpler the structure of the questionnaire, the more probable it will be
that there is common ground and understanding. Such applies mostly to TSI where the six
excluded factors in the Chinese sample suggest they (as conceived originally by Sternberg) are
not clear enough in the respondents’ mind, and it seemed far more complicated and not suitable
for organizational contexts. This means that a more parsimonious questionnaire on thinking
styles that captures the main ideas might be helpful to enable cross-cultural research with this
focus. Sternberg’s dimensions that gathered consensus in the literature are the suitable ground

to nurture such endeavor.
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EMPIRICAL STUDIES

STUDY 3

Temporal foundations in Management: The case for long term
orientation and performance expectations in Human Resource

Management °

6 A version of this paper is under 2" round revision in an international peer-reviewed indexed journal under the
title: “Perceived organizational performance as a factor: the case for HPWS and turnover intention bounded by
long-term orientation”.
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Chapter IV: Temporal foundations in Management: The case for
long term orientation and performance expectations in Human

Resource Management (Study 3)

The best time to plant a tree was 20 years ago.
The second best time is now.’

TRy 1) 5 A B ) 2 20 41T, L UGRILTE

Abstract

Although time horizons are critical for management, especially in HRM, a contextual based
approach to theory and practice accounting for society’s time orientation is still scarcely
researched. To address this issue this study tested the mediator role of perceived performance
in the relationship between high-performance work systems (HPWS) and turnover intention
with the moderation of long-term orientation, a known Chinese cultural feature. With a sample
of 430 employees from manufacture and service industries, findings show a direct and indirect
effect of HPWS on turnover intention via perceived financial performance. However, perceived
non-financial performance had a stronger effect in retaining long-term oriented employees but
also the opposite effect on short-term oriented employees. Findings are discussed at the light of
Expectancy-Valence Theory, to conclude that time horizons (long-term vs short-term
orientation) matter in management, namely when designing HPWS and that these systems are

more effective when long-term orientation values prevail.

" The importance and implication of temporal and long-term plan, also better later than never.
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4.1. Introduction

All societies have an understanding of time and how it should be valued. Some will place a
focus on the short term while others will make short-term concessions for the sake of expected
long term returns (Karniol & Ross, 1996). Confucian based societies, of which China is the
most representative (Jiang, 2018), are known for their long-term orientation (Hofstede, 2009)
which represents a construct preference of a time horizon in their decisions. Temporal
dimension is critical for management, especially in HRM, where the definition and importance
of objectives, strategies and KPIs depend on the time horizon. If a given organization values
long-term objectives, it will consistently include KPIs that translate into long-term returns such
as employee engagement, customer loyalty, product quality or the development of new

services/products.

Strategic HRM approaches, such as High-Performance Work Systems (HPWS, Wright &
Kehoe, 2008) are consistent with this long term-orientation and they were designed specifically
to motivate employees to have high engagement, involvement, and effectiveness (Pandya &
Trivedi, 2018). The long-term management philosophy of HPWS has been found to be
advantageous for organizations, because it has been linked, in meta-analytic studies, to many
positive outcomes such as organizational performance (accounting returns, growth, or market
returns) and operational performance that includes productivity, customer satisfaction, or new
product / service (Combs et al., 2006; Jiang et al., 2012). Although it has been mostly researched
in the West, its worldwide adoption is now documented (Erturk 2014; Haines et al., 2010; Hom
et al., 2009; Memon et al., 2016; Wang et al., 2011).

If indeed HPWS is intrinsically related to long term orientation, then it would be expectable
to find much research relating it to time orientation in societies where organizations operate.
However, this is an under-research topic, although it seems fundamental to understand the true
implications of time orientation options in management especially taking into consideration
critics to short-termism (Chandler et al., 2016; Koslowski, 2000). It is known that intertemporal
divergences (e.g. managers’ short termism in a long-term oriented context or vice versa) create
tension in organizations (Hahn et al., 2015). Considering the fundamental structuring role of
long-term orientation in management this is a substantial research gap. Closing this gap is
important both to theory and practice as the adoption of a specific set of management practices
may have counterproductive results if indeed the context is not taken into consideration (Nishii

et al., 2018). Within the domain of HRM, among these consequences lie the inability to retain
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excellent employees, talents, which will represent a loss in competitive advantage, productivity
and work quality (Hancock et al., 2013; Holtom & Burch, 2016) especially in knowledge-based

economies (Harris, 2001).

By addressing this gap, this study brings together two research approaches that have been
scarcely articulated, namely the temporal research in organizations (Smith et al., 2017) and
Strategic HRM (Chow et al., 2008; Storey et al., 2019). We contend this temporal perspective
can help understand organizational behavior (Ancona et al., 2001) and include two important
dimensions of human behavior: time orientation, and expectations. Future orientation impact
career decision making (Ginevra et al., 2016) but also organizational gains (Flammer & Bansal
2017). Expectancy-valence theory (EVT) is an important departing point to understand how
expectations matter in organization as they always concern short versus long term objectives.
Expectations play a fundamental role in several research domains interest in studying human
behavior, such as Economics (Hansen & Sargent 2019), Medicine (Corsi & Colloca, 2017), or
Management (Nason et al., 2018). Expectations are thus important to explain organizational
behavior because employees and managers do not make decisions just based on what they
perceive (Turnley & Feldman, 2000). They make them based also on what they expect as the
outlook might matter more than the present due to future orientation (Das, 2019).

In line with these two dimensions of temporal perspective (time orientation and
expectations), this study focuses on the modulating role temporal orientation has in
management taking into consideration also employees’ expectations. The research question is:
Does long term orientation changes the HPWS relation to expected performance and turnover
intention? More specifically, this study is set to test the moderation role that long-term
orientation has in the relationship between HPWS and turnover intention as mediated by
financial performance (a short-term measure) and a non-financial performance (a long-term
measure). This model answers a need to develop culture-embedded management models, which

relate to important HR outcomes such as turnover.

After reviewing the literature concerning temporal dimension, HPWS and turnover
intention, the paper adopts an Expectancy-Valence Theory perspective to hypothesize the
mediator role of perceived organizational performance in the relationship between HPWS and
turnover intention as well as the moderator role of long-term orientation. After elucidating the
Chinese context and delineating the methodology, findings about the mediated moderation are
shown. The final section offers a discussion at the light of theory as well as the key conclusions

and future research prospects.
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4.2. Literature Review

4.2.1 Temporal dimension in management: Long term orientation and Expectations

Temporal focus has been gaining attention in management research and is recognized as
important to advance knowledge (e.g. Ancona et al., 2001; Ashkanasy et al., 2004; Bluedorn &
Jaussi, 2008; Boniwell, 2009; Das, 2019; DesJardine & Shi, 2020; Engelen et al., 2020;
Flammer & Bansal, 2017; Fried & Slowik, 2004; Laverty, 1996, 2004; Maglio & Trope, 2019;
Mosakowski & Earley, 2000; Seijts, 1998; Ye et al., 2020).

The temporal dimension sees time as a key factor in explaining how organizations function
(Ancona et al. 2001) and strategy has been a valued construct in organizational management
which is, by definition, focusing on the long term rather than the short term, for which tactic is
the most suitable construct (Abrate & Viglia, 2016; Carey et al., 2018; Peter & Jarratt, 2015).
Although there is indication that short-term orientation (present or long-present) can be
beneficial for such counterintuitive outcomes such as sustainable development (e.g. Kim et al.,
2019), a long-term orientation (LTO), also named future orientation (Ashkanasy et al., 2004),
is not only generally valued (Chandler et al., 2016; Wang & Bansal, 2012) as it is known to
relate to higher organizational gains (Flammer & Bansal, 2017).

LTO is an important cultural value that meaningfully affects the behavior of individuals. It
is the fifth cultural dimension in Hofstede's model, though it was first named Confucian
Dynamism (Hofstede & Bond, 1988). LTO comprehends two dimensions: tradition, and
planning (Bearden et al., 2006). This distinction is in line with Brigham et al. (2014) argument
that LTO consists of focusing on the future (planning) but also taking into consideration the
accompanying influence of the past and present (traditions). It is generally beneficial and valued
in Asian cultures such as China. Values associated with LTO are thrift, perseverance and the
adaptation of traditions to new circumstances as well as deferred gratification of needs
(Hofstede, 2009) as against short-term gratification (Kuchinke, 1999). Actually, in many
occasions such as personal life or career change, time perspective is crucial when individuals
make their critical decisions concerning present and future issues. Long-term orientation
represents an expectation towards a future commitment (Lui & Ngo, 2012) while short term
orientation may favor decisions targeting immediate and visible results (Lin et al., 2019) due to
the desire for instant gratification or an attitude that assumes impossibility to achieve objective
in the future (Molinari et al., 2016).
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Expectations always concern a certain time horizon and are the basis to understand much
of human motivation / behavior (Maden et al., 2016). Psychology has shown that expectation
formulation is a process that starts with the precipitating phenomenon, and then resources to
prior understanding, cognitively process information, formulates an expectation, to produce an
outcome, and finally, a post-outcome cognitive processing (Janzen et al., 2006). Meanwhile,
expectations usually emerge from past experience or hope of future probability to take effect
on present decision-making or other behaviors. Expectations can seriously influence human
present behavior and decision-making. For instance, Murnighan and Roth (1983) argued that
expected probability of continued future play could predict cooperation. In marketing business,
anticipation is representing an orientation for customer future needs (Kandampully & Duddy,
1999).

The Expectancy-Valence theory (EVT, Vroom 1964) was the first attempt to use cognitive-
oriented assumptions as of the basis for a general theory of work motivation. Vroom (1964)
stated at first, individuals anticipate certain outcomes based on their perceived behaviors;
second, each outcome means certain value to individuals; third, individuals need to make efforts
to get certain desired outcome. EVT helps explaining and addressing some issues related to
employee motivation. Eccles and Wigfield (1995) used expectancy-value theory to combine
expectancy of success and value when working on learning behavior and decisions. Gradually,
it has evolved as a basic paradigm for the study of human attitudes and behaviors in

organizational settings (Wiesenfeld et al., 2017).

Thus, expectations can be a source of problems just as well as they can be a solution for
them because positive future expectations can buffer negative psychological emotions and deter
employees from demotivation (Maden et al., 2016). Like in many decisions made in
organizational context, individuals rely on expectations to make decisions pertaining e.g. their
career choices (Ferrari et al., 2010), how much they invest in contextual performance (Strobel
et al., 2013) or how much they experience emotional exhaustion, job satisfaction, or turnover
intention (Maden et al., 2016). From all the detrimental effects that expectations can bring to
organizations, turnover intention has been greatly studied due to its potential magnitude
(Bridges et al., 2007).
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4.2.2 HPWS and turnover intention

Turnover research has a long history (Hom et al., 2017) and comprehends several theoretical
approaches and models intended to uncover the causes and consequences of turnover,

conceived both as an individual phenomenon as well as a collective one (Hausknecht, 2017).

Within such models, the behavioral intention emerged as a central variable, especially
regarding individual voluntary turnover because it expresses the thoughts about leaving the
current working organization or quitting the job (Simon et al., 2010). It has been consistently
found to be the best direct predictor of actual turnover (Cho & Lewis 2012; Cohen et al., 2016)
being frequently used as a surrogate (Jiang et al., 2012). The prediction power of turnover
intention on actual turnover is quite strong; being reported to reach as much as 73% explained
variance (Lucas et al., 1993) although a more comprehensive meta-analytic study would point
towards a 25% explained variance (Rubenstein et al., 2018). Still, it was found to be the highest

direct predictor of actual turnover in this comprehensive meta-analysis.

Behavioral intention is very sensitive to management practices (Chen & Tsai 2007; Choi et
al., 2004; Widianti et al., 2015). Among such practices in the organizational domain, HR
practices are long known to affect attitudes and motivation (Arthur 1994; Evans & Davis 2005)
such as employee turnover (Lu et al., 2002). HRM research and practice has put emphasis on
shifting from control HR practices to commitment HR practices (Noe et al., 2015) that are
precisely designed to foster the employee involvement and engagement, so to reduce intention
to quit and associated attitudes that are detrimental for organizations (Latorre et al., 2016).
HPWS is an example of a set of HR management measures (Wright & Kehoe 2008) intended
to motivate employees, to increase their engagement, involvement, and effectiveness (Pandya
& Trivedi, 2018).

Scholars diverge as to the precise set of practices that such HPWS should comprehend
(Chadwick, 2010; Lu et al., 2015) especially when contrasted with practitioners (Jewell et al.,
2020), but there is a wide consensus these practices operate as a bundle (Delery & Shaw 2001;
Wright & Kehoe 2008). Pfeffer (1998) argued that seven HR practices substantially improve
organizational effectiveness, namely: 1) employment security 2) selective recruitment, 3) self-
managed teams and decentralization of decision making as the basic principles of organizational
design, 4) comparatively high compensation contingent on organizational performance, 5)
extensive training, 6) reduced status distinctions and barriers, including dress, language, office

arrangements, and wage differences across levels, and 7) extensive sharing of financial and
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performance information throughout the organization. Within HPWS research, an approach that
has received much attention was proposed by Appelbaum et al. (2000), which can be regarded
as a stronger conceptualization of HPWS comprehending three dimensions, indicating that
organizations foster employees' abilities, motivation, and opportunities (AMO structure).
Ability (A) refers to the individual skills necessary to perform, such as advanced human
resource selecting, skill development, and training in the workplace. Motivation (M) refers to
the desire of employees to perform and comprehends incentives such as pay, benefits, and
promotion prospect. Opportunity (O) refers to the kinds of opportunities to perform, such as
working team autonomy, teamwork development, and involvement (Lepak & Shaw 2008). This
conception of how HR practices are intertwined to produce positive effects has been known as
the configurational approach (Martin-Alcazar et al., 2005) and was associated to organizational

outcomes such as voluntary turnover as shown by Jiang et al. (2012) meta-analysis.

The research on the relationship between HPWS and retention/ turnover intention has
consistently shown a negative association (Erturk 2014; Haines et al. 2010; Hom et al. 2009;
Memon et al. 2016; Wang et al. 2011). Although there are findings that suggest that not all HR
practices directly influence voluntary turnover (Selden & Sowa 2015), overall the set of HPWS

is seen as effective in preventing turnover. We, therefore, propose that:
Hypothesis 1: HPWS is negatively associated with turnover intention

The process by which HPWS prevents employee turnover has also been explored with
many possible mediators (Hom et al. 2017). Among these mediators, expectations were found
to operate in certain cases e.g. Luna-Arocas and Camps (2008) which goes in line with Bateman
and Barry's (2012) theory that highlights the role anticipatory cognition plays in persisting in

long-term goals such as remaining in a given organization.
4.2.3 Performance expectations, HPWS, and turnover intention

Organizational performance is one of the many issues about which individuals build
expectations. It is one of the most important aspects in organizational settings as it relates not
only with how the organization has been managed, but also with future prospects inside that
organization (Oettingen & Mayer 2002). The organizational decline research has shown that
once establish the subjective idea that an organization in declining, a vicious cycle gains
momentum (Masuch, 1985) which leads to a loss of psychological resources that operate as a
self-fulfilling prophecy and ultimately worsens the organizational situation (Edwards et al.,
2002).
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Expectations pertaining to organizational performance may concern different time horizons
because organizational performance comprehend dimensions that have a short-term expression
as well as those that are operating more on the long run. Among these dimensions one can
distinguish between financial and non-financial performance. Financial performance is a
money-related dimension, comprising profits and benefits and conceives organizational value

as a function of growth and profitability (Palepu, 1986).

Financial performance is most commonly measured via sales growth, return on sales, return
on equity, and profitability or a balanced budget, which have been linked to HPWS (Jiang et
al., 2012). The KPIs tend to be reported per quarter periods, but its monitoring in stock exchange
is done continuously. Conversely, the non-financial performance includes some indicators such
as employee or customer satisfaction, both found to be strategically important to a firm's
competitive advantage on the long run (Wiklund & Shepher, 2003). Although they can be taken
as drivers of financial performance, a comprehensive organizational performance system such
as the well-established Malcolm Baldrige Quality Award model or the European Foundation
for Quality Management model conceive customer satisfaction, new product / services quality
and innovation as performance indicators per se (Kafetzoupoulos et al., 2019; Wilson & Collier,
2000). Their benefits are always projected to occur in the long run, not so much on the short
run, and in the case of Malcolm Baldrige Quality Award, HPWS is explicitly identified as a
driver (Wilson & Collier, 2000).

Perceived performance can foster a sense of pride, satisfaction, commitment, and even
security because an employee will nurture a more positive expectation about the future in an
organization that is doing well (Armstrong, 2005). The central importance of performance
makes it a critical variable to understand expectation and how unmet expectations can foster

employee responses, such as turnover.

Although turnover intention is treated as a proximal HR driver of performance instead of a
dependent variable (e.g. Park & Shaw, 2013), from an EVT point of view, the perception of
performance (both financial and nonfinancial) can precede the behavioral intention, in this case,
turnover intention. This is especially highlighted by Karniol and Ross (1996) conception of a
two-way connection between past, present and imagined future in understanding human
motivation. Combs et al. (2006) finding that financial and non-financial seem to have an
equivalent relationship magnitude with HPWS also favors such interpretation. This allows us

to treat non-financial and financial performance as concomitant factors, in the same manner
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Jiang et al. (2012) meta-analysis did by separating operational performance from financial
performance, both associate with turnover intention. Therefore, we hypothesize that:

Hypothesis 2a: Perceived financial performance mediates the relationship between HPWS

and turnover intention.

Hypothesis 2b: Perceived non-financial performance mediates the relationship between
HPWS and turnover intention.

This mediation model brings together HPWS, perceived performance, and turnover
intention taken from a temporal dimension of “expectations”. However, as stated, temporal

dimension also comprehends time orientation.
4.2.4 Bringing together expectations and LTO

At the organizational level, LTO is a relevant construct to identify which KPIs should be
used to measure organizational performance. Listed companies that are often short-lived focus
on purely financial performance such as sales and stocks (Felstead, 2018) while companies that
invest in the long-term will extend these KPIs into sustainability and other non-financial

indicators in line with corporate social responsibility (Kucharska & Kowalczyk 2019).

Employees vary as regards long-term or short-term orientation due to shifting values and
thinking orientations (Lepak & Shaw, 2008). This variation explains the divergent findings as
regards the motivating potential of short-term versus long-term goals (Karniol & Ross, 1996)
where short-term goals seem to exert a stronger effect. This was found in a western context that
is mostly short-termed oriented (Hofstede, 2009) and it is in this precise context that managerial
short-termism has been researched and found to lead to higher turnover rates among managers
(Palley, 1997). This seems to be more characteristic of Anglo-Saxon economies where there is
awidespread belief that employers prefer to make investments to maximize the short-term gains
and rewards, instead of the larger returns which may generate in the future at the expense of
present sacrifices or benefits (Felstead, 2018). However, countries like Germany and Japan
have a strong emphasis on developing long-term productive capacity (Gospel & Pendleton,
2005) and, together with China, have high LTO contrasting with most of the western countries
(Hofstede, 2009). As a construct that characterizes organizational context, LTO favors

decisions with a time horizon aligned with social values.

In the same manner that employees with different cultural orientations may be affected in
different ways by the same incentive dimensions (Adler & Gundersen, 2007), so do
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expectations about short-term and long-term performance have distinct outcomes due to
individual time orientation. Financial KPIs are known to have a short-term focus (that was
named short-termism, Marginson & McAulay, 2008) while non-financial ones offer a long-

term perspective of employee motivation levels (Appelbaum & Kamal, 2000).

Thus, it is reasonable to infer that expectations concerning short-term variables are more
valued in societies that are also short-termed while, conversely, expectations concerning long-
term variables (e.g. non-financial performance) are more valued in societies such as China due
to its high LTO (Hofstede, 2009). Most recently Han et al. (2020) theorized that HPWS can

lead to counterintuitive negative effects due to the interaction with organizational culture.
Based on the above, we proposed that:

Hypothesis 3a: LTO moderates the relation between perceived financial performance and

turnover intention

Hypothesis 3b: LTO moderates the relation between perceived operational performance

and turnover intention
As a consequence, integrating the previous hypotheses, we expect that:

Hypothesis 4a: LTO moderates the indirect effect linking HPWS to turnover intentions
through financial performance

Hypothesis 4a: LTO moderates the indirect effect linking HPWS to turnover intentions

through non-financial performance

The overall set of hypotheses is depicted in the following conceptual model (Figure 4. 1)

H2a

financial Hia LTO

/ performance

Hi1

\ Non-financial /\'
H3b

performance LTO

Turnover mtention

HPWS

L H2b Haa/Hab |

Figure 4. 1 Conceptual Model
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4.3. Method

4.3.1 Procedure and data collection

Data collection was conducted with a questionnaire addressed to the working population in
China, all over 18 years old, mainly working in Guangdong, Shanghai, and Jiangsu. The
sampling followed a snowball strategy. The questionnaire was elaborated using a Chinese
survey platform (WJX), with a link that could be sent through social media WeChat to any
suitable respondent. Participants were given information that all data collected was only for the
purpose of research, with guarantees of anonymity and confidentiality, and that they could
terminate at any time if they feel reluctant and uncomfortable. A direct contact was provided to
ensure they could ask for further information and crosscheck the origin of the invitation. All
answers to attitudinal items were registered on a 7-point Likert scale ranging from 1 (strongly

disagree) to 7 (strongly agree).
4.3.2 Sample

A total of 455 answers were received, from which 25 excluded due to missing values or
inconsistencies following data quality assurance check (Meade & Craig, 2012). The final
sample comprises 430 respondents, 209 males (48.6%) and 221 females (51.4%). This is a
young (80.5% sample aged up to 34 years old) and highly educated (90.2% have a BSc) sample.
The majority has between 3 to 10 years of work tenure and works in the service industry
(74.9%). Most organizations are from private companies and employ more than 100 employees.

4.3.3 Measures

As stated, all attitudinal items were assessed with a 7-point Likert scale to the exception of
performance variables that were assessed with a 5-point comparative scale (1=much worse than
average to 5=much better than average). The questionnaire included a sociodemographic
section asking for gender (1=M, 2=F), age (five age groups ranging from 18-24 to above 55
years old passing through 25-34, 35-44, 45-55), professional tenure (five tenure groups ranging
from "within 1 year" up to "above 10 years" passing through 1-3, 3-5, 5-10), organizational size
(five sizes ranging from "below 10 employees” to "above 100" passing through 10-20. 20-50,
and 50-100), and education (five degrees ranging from 1=below high school, 2=passing through

high school or equivalent, 3=bachelor, 4=master, 5= Ph.D.).
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HPWS was measured with an adaptation of Pfeffer's (1998) having chosen nine practices
following Boon, Hartog & Lepak (2019) indication. The practices were all measured with two
items and are as follows: 1) Job security (including "My company usually offers steady work
contract to new employees™ For my company job security is part of its culture™), 2) Selective
hiring (including " My company hires new employees based on intensive recruiting efforts
resulting in many qualified applicants.” "New employees are selected based on rigorous tests
or interview panels."), 3) autonomous teams (including” In my company there are many self-
directed/autonomous work teams”, " Employees are involved in programs designed to
encourage participation™), 4) Generous contingent compensation (including™ In my company
employees receive above-average compensation and benefits.”, "In my company, employees
are paid primarily based on their competency and also their group performance (e.g. profit-
sharing, gainsharing, team-based)", 5) Extensive training (including "My company is
committed to the training and development of its employees”, "My company offers
intensive/extensive training in technical and soft skills™), 6) Low-status distinction (including
"In my company supervisors keep open communications with employees”,” In my company,
there is a culture of equal treatment between everybody."), 7) Extensive sharing of financial /
performance (including " My company provides relevant operating performance information to
all employees ", "My company provides relevant financial performance information to all
employees"), 8) Performance management (including” My company provides formal
performance appraisals or evaluations on a routine basis”, "In my company performance
feedback comes from more than one source™), 9) Career management (including "My company
provides many opportunities for career development”, "In my company the opportunities to
have a promotion in the career are based upon merit or performance."). Because this measure
is not consolidated, we conducted a confirmatory factor analysis (CFA) to test for its construct
validity and overall psychometric quality. The CFA showed good fit indices (32(135)=362.811,
x2/df=2.687, p < .001, CFI=.949, TLI=.942, RMSEA=.063, SRMR=.049) and composite
reliability for the 2nd order factor is .954 (all first order factors have CR above .701). Likewise,
the solution has convergent validity (AVE =.698), and all single order factors AVEs are above
539.

Turnover intention was measured Mobley et al., (1979) scale comprehending a 4-item
single factor (I often talk about leaving my current employer”, "I will be probably looking for
a new job within one year", "I am determined to leave for a new career opportunity”, "I am

probably leaving because of bad prospects of this company™). The CFA showed good fit indices
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(x2(2)=4.143, y2/df=2.071, p =.126, CFI=.997, TLI=.992, RMSEA=.050, SRMR=.0188), the
measure is reliable (CR = .842) and has convergent validity (AVE=.582).

Perceived organizational financial and non-financial performance was measured based on
Delaney and Huselid (1996) study. Participants were asked to think how they compare their
organization's performance over the last three years with the competitors in the market by
signaling their perception in a 5-point comparative scale ranging from 1 (much worse than
average) to 5 (much better than average). The financial dimension of organizational
performance was measured with three indicators ("Sales growth"”, "Financial performance™ and
"Profitability”) while the non-financial performance was measured with four indicators
("employee satisfaction”, "customer satisfaction”, "service/production quality”, and "new
product/service development™). The CFA of the two-factor model has good fit indices
(x2(13)=42.338, y2/df=3.257, p<.001, CFI=.987, TLI=.978, RMSEA=.073, SRMR=.0251) and
both the financial performance (CR=.897) and non-financial performance (CR=.899) are
reliable and have convergent validity (AVEFP=.745; AVENFP=.693) as well as divergent
validity (square rooted AVESs higher than interfactor correlation r=.756, p<.001).

Long-term orientation (LTO) was measured with and adjusted version of Bearden et al.
(2006) scale, which was originally based on Hofstede's (2009) LTO. It comprehends six items
distributed by two factors including tradition (3 items, e.g. "I value a strong link to my past
work™) and planning (3 items, e.g. "Persistence in the work is important to me™). We measured
LTO at the individual level due to intra-cultural variation (Au 2000). The CFA showed
acceptable fit indices (¥2(8)=29.587, x2/df=2.573, p<.001, CFI=.989, TLI=.980,
RMSEA=.061, SRMR=.0221). Both factors are reliable (CR=.857, and .778, respectively).
Likewise, both factors have convergent validity (AVETadition=.666. and AVEpianing=.570) as

well as divergent validity (square root AVESs higher than interfactor correlation r=.731, p<.001).

Emotional expressivity impulse was used as a marker to gauge common method bias
(Podsakoff et al., 2003). It was measured with four items (e.g. “My body reacts very strongly
to emotional situations”) from Berkeley expressivity questionnaire by Gross and John (1995).

The scale is reliable (CR=.769) and has good convergent validity (AVE=.526).

Control variables as stated, comprise the gender, age, education, working tenure, and

organizational size.

4.3.4 Measurement model
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The overall measurement model shows good fit indices (¥2(545)=1144.562, 2/df=2.100,
p<.001, CFI=.936, TLI=.930, RMSEA=.051, SRMR=.0588) which are better than alternative
measurement models judged on Bollen (1989) chi-square difference as well as Cheung and
Rensvold (2002) threshold for ACFI (Table 4.1).

Common method variance (CMV)

Because common method bias is a matter of concern in any cross-sectional study using self-
reported data, we applied Podsakoff et al. (2012) marker variable technique following
Simmering et al. (2015) criteria. Emotional expressivity is a suitable marker because it has no
theoretical relation with our endogenous constructs (perceived performance, and intention to
quit). We use the same scale format and placed it in the questionnaire close to the items
measuring the endogenous variables. By using covariance-based SEM, we found no significant
paths leading from the marker to the endogenous constructs. Namely to perceived financial
performance (-.076, p=.106), perceived non-financial performance (-.022, p=.582), and
intention to quit (.035, p=.523). Additionally, we conducted a common latent factor test. This
test showed non-significant estimates (f=.01) and the introduction of the common latent factor

did not improve the model fit. Therefore, we trust findings are not biased by CMV.
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Table 4.1 Measurement model comparison

Model 2 df CFI TLI RMSEA SRMR AIC Ay? (Adf) ACFI
Model A Base 1144.562 545 .936 .930 .051 .056 1314.562 - -
Model B 1466.415 550 .902 .894 .062 .059 1626.415 321.853 (5)*** .034
Model C 2020.244 554 .843 831 .079 .069 2172.244 875.682 (9)*** .093
Model D 2355.898 557 .807 794 .087 .079 2501.898 1211.336 (12)*** 129
Model E 2665.981 557 174 759 .094 .078 2811.981 1521.419 (12)*** 162
Model F 2882.680 559 751 735 .098 .087 3024.680 1738.118 (14)*** 185
Model G 3527.914 560 .682 .662 111 .0947 3667.914 2383.352 (15)*** .254

*** n<.001, B model (FP and NFP fused), C model (FP, NFP, HPWS fused), D model (FP, NFP, LTO fused), E model (FP, NFP, HPWS, Tl fused), F model (FP. NFP,

HPWS, LTO fused), G model (single factor, all fuse
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4.3.5 Data analysis strategy

Following screening for data quality (Meade & Craig 2012) we tested for psychometric quality
(both reliability, construct and convergent validity) via confirmatory factor analysis (Hair et al.,
2013). The descriptive data analysis focused on means and standard deviations and bivariate
statistics via Pearson correlation judging its significance using a 95% confidence interval.
Finally, we tested hypotheses with model 14 from PROCESS Macro (Hayes, 2018) which
corresponds to a moderated mediation model with the moderation occurring in the last step,

between the mediator and the dependent variable.

We used the recommended 5000 bootstrap sampling within a bias-corrected bootstrap
confidence interval (CI) of 95% (Hayes 2018). Any association path (or effect) is regarded as
significant (for a 95% confidence interval) when there is no possibility of the existence of a "0"
value within the interval comprehended between the lower and the upper bounds of the CI. That
is to say, if the lower bound CI and the upper bound of the CI are both positive or negative, we
can trust the effect to be meaningful. Otherwise, if there is one negative and the other one

positive at the same time, the effect cannot be trusted to be meaningful.
4.4. Results

Findings firstly pertain to the descriptive statistics analysis and the bivariate correlations

between all variables in the model (see Table 4. 2).
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Table 4. 2 Descriptive and bivariate statistics

Min Mean SD
Max 1 2 3 4 5 6 7 8 9 10
1. Gender 1-2 151 500 1
2. Age 1-5 2.17 .752 -.0651
3. Education 1-5 3.17 .688 .024 -.086 1
4. Work tenure 1-5 3.38 1.196-.081.674™ -.179™ 1

5. Size of organizations 1-5 4.12 1.239-.001.048 .173"™ 070 1

6. HPWS 1-7 455 1.15 .007 .065 -.100" -.041 -.0191

7. Financial Perf 1-5 3.29 .78 -.070.066 -.003 .000 .119".530™ 1

8. Non-Financial Perf 1-5 3.35 .77 -.057.072 -.093 .000 .002 .715™ .688™ 1

9. LTO tradition 1-7 554 1.09 -.025.122" -.121" .079 -.036.415™ .302" .393™ 1

10. LTO planning 1-7 538 111 -.052.086 -.014 .065 -.018.374™ .252" .358™ 581" 1

11. Turnover intention 1-7 3.60 1.43 -.017-.105".071 -.126™.004 -.360"" -.298" -.326™ -.156™ -.181™

**_Correlation is significant at the 0.01 level (2-tailed), *. Correlation is significant at the 0.05 level (2-

tailed).

Among the key variables in the model, LTO (in both tradition and planning) dimensions
averages more than 5 out of a 7-point scale, which indicates it is consistent with Hofstede
(2009). It is worth noticing that the respective standard deviations are substantial (in the vicinity
of 1.10) which favors empirical research due to higher within-sample variance. To the exception
of turnover intention (M=3.6, SD=.143) all averages (HPWS, Performances) fall in the right
side of the scale (about 2/3 of its full range) meaning they tend to be perceived either as existing

or positive.

Bivariate statistic shows almost no significant associations between control variables and
those in the testing model. Age positively correlates with LTO tradition, meaning that older
people give more priority to their tradition and past. Likewise, turnover intention quite

expectably correlates negatively both with age and working tenure.
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To the exception of turnover intention, all variables in the model show positive correlations.
HPWS has the highest magnitude (r=.715, p <.01) with non-financial performance compared
to that with financial performance (r=.530, p < .01), also has strong correlation with LTO,
tradition (r=.415, p < .01), and planning (r=.374, p < .01). As expected, turnover intention is
negatively correlated with all model variables, namely with HPWS (r=-.360, p <.01), Financial
performance (r=-.298, p <.01) and Non-Financial performance (r=-.326, p <.01).

For parsimony’s sake, we put the model summary in a single table (see Table 4. 3), and the
interaction statistics from each moderator (LTO tradition and planning) in separate tables (see
Tables 4.4 and 4.5
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Table 4.3 Model summary for dependent variable turnover intention

Moderator R R-sq MSE F dfl df2 p
LTO (tradition) 4234 1793 1.7143 8.3011 11 418 .0000
LTO (planning) 4344 .1887 1.6946 8.839%4 11 418 .0000
Table 4. 4 LTO tradition conditional mediation for turnover intention

Dependent variable model B SE t BootLLCI BootULCI

Constant 5.63 .60 9.39 4.45 6.81

HPWS -31 .08 -3.87 -47 -.15

Financial Performance -.30 A1 -2.52 -.53 -.06

Non-Financial Performance -.04 14 -0.34 -.33 .23

L T Otradition -.01 .07 -.18 -.15 A2

FinPerf x LT Oyadition A2 A2 1.06 -11 .36

NFinPerf X LTOxradition -.23 A2 -1.91 -47 .01
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Table 4.5 LTO planning conditional mediation for turnover intention

B SE t BootLLCI BootULCI
Dependent variable model
Constant 5.49 .59 9.17 4.31 6.67
HPWS -.28 .08 -3.57 -.44 -12
Financial Performance -25 A1 -2.24 -48 -.03
Non-Financial Performance -.07 13 -.54 -.34 19
LTOplanning -.08 .06 -1.24 -20 .04
FinPerf X LTOpianning 10 .10 .97 -.10 31
NFinPerf x LTOplanning -.27 .10 -2.51 -.48 -.05
Conditional Indirect effect Effect se t BootLLCI BootULCI
M-1SD (5.38-1.1068=4.2732) 22 .18 1.21 -13 .59
M (5.38) -.07 13 -.54 =34 19
M+1SD (5.38+1.1068=6.4868) -.37 .18 -2.07 -73 -.01
Johnson-Neyman Effect SE t BootLLCI BootULCI
1.00 (5.38-4.37) 111 49 2.24 13 2.09
2.89 (5.38-2.48) .60 .30 1.96 .00 1.20
6.34 (5.38+0.96) -.33 17 -1.96 -.67 .00
7.00 (5.38+1.62) -51 22 -2.33 -.95 -.08
index of moderated mediation index BootSE BootLLClI BootULCI
-12 .05 -.24 -.01
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Findings show the direct effect between HPWS and turnover intention is negative and
significant for both models including LTO planning and tradition, which corroborates
Hypothesis 1.

Findings also showed a consistent indirect effect for perceived financial performance
between HPWS and turnover intention in both models that included LTO tradition (B=-.30,
CI95[-.53, -.06]), and LTO planning, (B=-.25, CI195[-.48, -.03]). However, no indirect effect
was found for non-financial performance. Therefore, this corroborates Hypothesis 2a and
rejects Hypothesis 2b. So, the perceived financial performance mediates the relationship

between HPWS and turnover intention.

Testing for possible bias arising from correlation between the moderator and the dependent
variable, we found that both LTO tradition and planning have no association with turnover
intention (LTO tradition, B=-.01, CI195 [-.15, -.12], and LTO planning, B=-.08, CI95 [-.20, -
.04]). The analysis, therefore, proceeded to interpreting the moderation effects. Findings
showed no interaction between LTO tradition and perceived financial performance in
explaining turnover intention (B=-.12, CI195[-.11, .36]). Similarly, findings also showed no
interaction between LTO tradition and perceived non-financial performance (B=-.23, C195 [-
47, .01)).

The perceived nonfinancial performance has no association with turnover intention (B=-
.07, CI95 [-.34, .19]). For LTO planning, the interaction with perceived financial performance
is also not meaningful (B=.10, CI95[-.10, .31]) while it is meaningful for perceived non-
financial performance (B=-.27, CI95[-.48, -.05]) indicating a moderated mediated model for
LTO planning and non-financial performance (B=-.12, CI95 [-.24, -.01]). Findings reject
Hypothesis 3a, 4a(both for LTO tradition and planning) and corroborate Hypothesis 3b,4b for
LTO planning only.

Overall, findings showed that LTO does not interfere in the negative relationship between
perceived financial performance and turnover intention. The hypothesis 3b is partly
corroborated, that is, while LTO tradition does not interact, LTO planning does moderate the
relationship between perceived non-financial performance and turnover intention (see figure 4.
2). Judging on Johnson-Neyman table (that indicates the conditional effect for values of the
moderator), the perceived non-financial performance positively relates with turnover intention

when the values of LTO planning are below 2.89 to become negatively related when the values
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of LTO planning are higher than 6.34 (out of a 7-point scale). This suggests a curvilinear

inverted U-shaped relationship that the direct effect could not show.
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Figure 4. 2 The moderation of LTO planning in the relationships between non-financial performance and
turnover

Lastly, the conditional moderated mediation index (-.12) is significant (CI195 [-24; -.01]) which
supports Hypothesis 4, namely, Hypothesis 4b based on previous findings testing for

Hypothesis 3a and Hypothesis 3b.

4.5. Discussion and conclusion

Temporal dimension in Management has deserved attention because management practices,
such as HPWS, do not exert an immediate effect on organizational performance as performance
dimensions concern proximal and distal outcomes of organizational activity (Jiang et al., 2012).

While financial performance can be understood as mostly related to short term (Marginson &
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McAulay, 2008), non-financial performance (e.g. Appelbaum & Kamal, 2000) is mostly valued
due to its deferred effects, and therefore, fall more into the scope of a long-term analysis. A
time-related psychological process that plays a critical role on employee motivation, is
expectation, as evidenced by EVT based research (Wiesenfeld et al., 2017). Expectations have
the nature of anticipatory cognitions, always concern future time, and they may focus on the
short term or the long term. Expectations are known to explain persistence in long-term goals
and states, such as deciding whether to remain or not in an organization (Bateman & Barry,
2012). This highlights the advantage of adding to extant turnover intention models the
fundamental dimension of LTO, especially in settings where LTO is known to prevail, e.g.
China (Hofstede, 2009). Keeping this in mind, this research intended to test a temporal based
model taken the example of the moderation role LTO could play in an HPWS - turnover

intention model in the unique Chinese cultural context.

Findings corroborated the direct and indirect effect between HPWS and turnover intention
via perceived financial performance, thus suggesting its role as a mediator although a direct
effect is also observed. This direct effect is amply supported by empirical research from Erturk
(2014), Guthrie (2001), Haines et al. (2010), and Hom et al. (2009). It translates the intrinsic
effectiveness of HPWS in its original purpose of favoring employee engagement and
commitment to the organization (Pandya & Trivedi, 2018). The indirect effect found, that
partially supported hypothesis 2, is also in line with Jiang et al. (2012) association between the
financial performance and turnover intention. Conversely, perceived non-financial performance
was not a mediator in this study which is somehow surprising considering Jiang et al. (2012)
findings that establish (in the meta-analytic correlations table) an effect of similar magnitude

of the one found for financial performance.

However, it is very informative that Jiang et al. (2012) opted not to represent in their model
the direct relationship between nonfinancial performance and turnover intention. This could be
explained by the action of unaccounted moderation effects that interfere with the relative
importance of nonfinancial dimension to judge upon remaining or not in the organization. The
support found for the third hypothesis, concerning the interaction with LTO planning only, does
suggest that such an effect occurs in the model. The underlying rationale is: if organizations
invest HPWS efforts to emphasize long-term assets such as non-financial performance,
employees with a long-term orientation about future planning anticipate a more desirable long-
term future. This is consistent with EVT (Daly & Dee, 2006) where the expectations tend to

extent perceptions about enduring states, such as organizational outcomes. They conceive such
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nonfinancial performance as an investment with an expected positive return in the long run.
Therefore, their expectations should be positive and offer them reasons to remain in the
organization. The inverse valence relationship found for short-term oriented participants may
be explained due to a possible devaluation of long-term investments. Therefore, a short-term
oriented employee may conceive non-financial performance as a cost, or at the best, a risky
investment that postpones what could be better immediate results. Such short-termism is well
documented in extant research concerning shareholders (Fried & Wang, 2019) and there is no
reason to contend it does not extend to other life domain decisions or some stakeholders, such

as employees.

Such findings are of especial relevance in the Chinese cultural context, where there is a
general belief that long-term orientation should prevail (Hofstede, 2009). Distribution found
for LTO scale does show prevalence in this sample of LTO individuals in line with what would
be expected in China (Chao, 1990; Harris & Carr, 2008; Hofstede, 2009).

These findings offer a theoretic and practical contribution to the existing literature about
temporal dimensions in management research, namely the mechanism between HPWS and
turnover intention in China. First, most papers regarded the turnover intention as the HR
outcome, which is studied as the proximal variable to predict the distant dependent performance
variable. Our study, based on the conception of Karniol and Ross (1996) about understanding
human motivation in a two-way connection from past to anticipated future, suggests that
turnover intention can also be regarded as the consequence of perceived performance, due to
anticipatory cognition. This is rather an unconventional model for those researchers that
conceive performance as the final outcome, but such conception does not comprehend the role
that expectations can play in anticipating a desirable or non-desirable organizational future.
Likewise, many performance models establish a recurrent effect (where the causal direction
reverses in a circular causal model) but although depicted, tend to be ignored. In short,
expectations are critical in human motivation (Berridge, 2000) and the intention to remain or
exit an organization must account not only for how much present conditions met previous
expectations but also how present conditions nurture expectations about the future. The
implications for management research extent beyond HRM as these temporal processes relate

to every single management decision.

Some limitations must be accounted to fully understand the scope of such findings. First,
although the sample size is reasonable, the sampling procedure does not offer a guarantee of

randomization, which may cast doubts about the generalizability of findings. However, the
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sample comprehends individuals that originate from very distinct regions in China. Another
limitation pertains to the self-report nature of data and its cross-sectional design. This does not
necessarily lead to common method bias (Conway & Lance, 2010) but it requires checking if
such an issue occurred or not, even when cautionary procedures were in place such as given
assurances of anonymity, that there are no right or wrong answers, as we did (Podsakoff et al.,
2012). A technical procedure to test it consists of the common latent factor test by adding a
common latent factor to the measurement model, checking for the statistical significance of its
estimates of the paths connecting to the observed variables. This test showed non-significant
estimates (f=.01) and the introduction of such common latent factor did not improve the model
fit. Additionally, when common method bias occurs, no moderation effects are expected
(Siemsen et al., 2010) contrarily to findings in this study. Although this does not rule out
common method bias it does encourage us to think it played no important role in this research.
Lastly, being a process, it is much more advisable to conduct a longitudinal study albeit the
mechanics of "expectations™ do apply to explain current behavioral intentions, which the model

addressed.

Findings concerning LTO interaction in the relationship between financial and nonfinancial
performance with turnover intention provide guidance and insights into how to retain
employees in a varying context where LTO is culturally bounded. First, the lack of interaction
with financial performance suggests organizations can give priority to it without consideration
for the temporal-horizon context. If employees negatively perceive profits or revenues, they
will produce adverse anticipatory cognitions about the future and feel strong motivations to
search for another employer, no matter whether they have a short-term or long-term orientation.
Particularly, when companies are stuck in financial crisis, or risk bankruptcy, employees will
opt to leave in the same way that they intend to leave when they perceive themselves as having
low performance (Bridges et al., 2007). Second, nonfinancial performance cannot be ignored
in the organization, especially considering employees differ as regards long-term orientation.
These long-term oriented employees will have a higher motivation to remain precisely due to
the consistency between their long-term focus and the longer-termed nature of non-financial
performance. However, conversely, investing in non-financial performance seems to have the
opposing effect on short-termed oriented employees, which the organization will somewhat
push away if such investment is made at the expense of a positive financial performance in the

short run. This seems paradoxical but it does reflect the logic of culture-organization
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consistency and the need to consider the cultural context in designing employee turnover
models.

Future studies may want to replicate this model in other Asian countries as well as
introducing more variables that are known to operate in similar models as revised by Hom et
al. (2017) and especially to accommodate the role collectivism (as a cultural dimension that is
a feature of Confucian societies) may play in facilitating the collective turnover effects

(Hausknecht, 2017) and expand such models into context embeddedness.
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The effect of organizational citizenship behavior in improving

medical service quality: cognitive and value profiles matter 8
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Chapter V: Increasing medical service quality through
participative safety and citizenship behaviors: Fitting individual

profiles with organizational context (Study 4)

Teachers open the door.
You enter by yourself °

JIEEARRE T, BATEDN A

Abstract

Improving service quality while keeping costs low has been a pressing matter in many
healthcare systems worldwide. Organizational citizenship behaviors (OCB) gained a central
role in healthcare management exactly because they favor major output increases e.g. service
quality, without the matching soaring costs. A climate of participative safety is critical to foster
such behaviors, but research has overlooked how the individual features (cognitive and values)
relate to this process. This study collected data from a sample of 293 Chinese physician via
cross-sectional data analysis to test a three-way moderation composed of one cognitive style
(analytical thinking), individual values (long-term orientation), and an organizational
instrument (participative climate), to explain when and how OCB in this process leads to higher
service quality in hospitals. Using PROCESS macro analyses, findings suggest that we can
optimize the effect of participative safety and OCB in improving service quality through

physicians’ cognitive and value profiles.

® Meaning: Teachers give you instructions and knowledge, but it is you to make efforts to learn and apply
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5.1. Introduction

One of the challenges for business management is to optimize service quality in relation to its
costs, i.e. how to offer higher service quality without increasing cost. Yet when it comes to
healthcare, being an essential industry for human life, we pay more attention to this tradeoff,
especially during the COVID-19 crisis management (Bartsch et al., 2020). Changing this
“either/or” tradeoff into a “both/and” conjoint equation requires transforming potential capital

into real capital, namely, human ingenuity and goodwill into effective innovation.

Ingenuity is the ground to generate ideas, to be creative. However, ingenuity is not
productive if the favorable conditions are not met. These conditions bring together highly
qualified individuals (ability), an intention to act towards the organizational good (motivation),
and the situation that encourages action (opportunity), which has become to be known as the
AMO model (Boon et al., 2019). In short, it is not enough to hire highly qualified professionals
because without their goodwill and a favorable context, their potential willingness remains just
an unrealized promise. Participative safety is one of the conditions that encourage action as well
as trust between coworkers (Song et al., 2020). Goodwill pertains to the expectation that the
relations are based upon trust and that they should not have a transactional nature, instead, they
should be guided by the greater good. This was explored in literature under the topic of
organizational citizenship behavior (OCB, e.g. Mostafa et al., 2019), that brought into the light
the mirror of task performance: contextual performance. This untapped potential can add to
extant levels of productivity and quality without the matching costs. Therefore, empowering
and committing healthcare professionals is a promising strategy to achieve this objective of

bringing together maximum service quality and cost-efficiency.

To achieve this, it is important to realize that individuals must have the right profile and the
context must be the most favorable to shift from a transactional mindset into a transformational
mindset. Universalistic models are the first approach, but research tends to evolve by
highlighting the individual differences and the contingent or configurational nature of
organizational phenomena in HRM (Cooke et al., 2021). Disregarding context, configurations
and contingencies may overlook contradictory findings as illustrated by Han et al. (2020) study.
The key question is: how to combine multiple individual features related to their understanding
of organizations (cognitions and values) to foster a favorable sense of organizational citizenship
that nurtures service quality? Most recent research has been adopting such approach (e.g. Diaz-

Fernandez et al., 2020). In this line, this study puts forward a configurational model represented
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by a three-way moderation effect embedded into a mediation model to account for healthcare
service quality. The model intends to explore the role of thinking style and personal values in
facilitating the willingness to go beyond own interest, which has an important effect in the

relationship between participatory safety and service quality in healthcare settings.

The article starts by offering a literature review on service quality and participative safety,
to introduce OCB as a mediator approached from the social exchange theory, and then explore
how two individual cognitive and value features, analytical thinking and long-term orientation,
can facilitate or hinder such relations. The next section explains the methodological options
made pertaining to the sampling, measures and data analysis strategy. After describing findings
concerning both the quality of the measurement model as well as the hypotheses testing, we
discuss results and address the conclusions highlighting its limitations and opportunities for

future research.

5.2. Literature Review

5.2.1. Service Quality and participative safety

Service quality and innovation became a pressing matter in overall business but especially in
healthcare (Berry, 2019; Park et al., 2021) because of the pressure to simultaneously provide
high quality services while bringing down soaring costs (Wirtz & Zeithaml, 2018).
Knowledgeable, capable, and responsible human resources (Seth et al., 2005) are a key to
achieve this goal, which require a sense of psychological safety (Edmondson, 1999), also called
participative safety (West & Farr, 1990). Participative safety refers to a nonthreatening
environment that fosters involvement in decision-making (West & Farr, 1990) favoring
employees’ participation. This is instrumental to the success of organizations (Wilkinson et al.,
2010) because it greatly contributes to improving satisfaction and service quality (Pivcevic &

Petric, 2011) and also reduces occupational hazards (Evanoff et al., 1999).

Within health care organizations, information sharing is at the core of this process.
Healthcare professionals need to learn from each other, give feedback about their work, and
share information in the complicated and demanding working environment (Chang et al. 2013).
This information sharing is critical not only for patient’s diagnosis and treatment (Parush et al.,
2011; Weller et al., 2014) but also to generate novel service creativity about problem solving
and preventing errors (Edmondson, 2003; Mele & Polese, 2011; Stern et al. 2008). It is one of
the key drivers of healthcare quality and safety culture (Santa et al., 2018).
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Healthcare professionals were found to voice either to learn, to inform others or to protect
patients (Nembhard et al., 2015). Holland et al. (2013) reported that burnout was negatively
associated with nurses’ ability to directly communicate their concerns and opinions, as well as
being able to codetermine decision-making. Therefore, developing proactive opportunities are
suggested in health care sectors and psychological safety is a key to enact healthcare
professionals’ willingness to take interpersonal risks such as speaking up, sharing information,
giving and receiving feedback (O'Donovan et al., 2021).

So, there is this wide consensus that healthcare organizations need to foster a favorable
climate and scholars agree that only when individuals feel safe and effective will they share
knowledge and learning (Kessel et al., 2012) but also demonstrate proactive participation and
voice behavior (Newman et al., 2017), and thus contribute to enhance service quality as found

by Ruotsalainen et al. (2020). Therefore, we hypothesize that:

H1: Participative safety is positively associated with service quality
5.2.2. Organizational Citizenship Behavior

Service quality, as an expression of organizational effectiveness (Yoon & Suh, 2003), benefits
from all performance drivers, amongst which the employee willingness to go beyond their
routine formal job requirements, i.e. to perform organizational citizenship behavior (Bateman
& Organ, 1983). This construct can help filling a research gap which is the lacking mechanism
that link participative safety to service quality. OCB is a discretionary set of individual
behaviors that are not “directly or explicitly recognized by the formal reward system, and in the
aggregate promotes the efficient and effective functioning of the organization” (Organ et al.,
2006:8). OCB can thus be taken as a voluntary action of giving extra resources to others or the
organization under the expectation (conscious or not) of reciprocity or also an action of giving
back others or the organization those resources that were made available, e.g. socio-emotional
feelings such as safety, support, or trust (Eisenberger et al., 2001). Exchange relations have
long been acknowledged to play a crucial role in the emergence or promotion of OCB (Organ
et al., 2006) and thus, this psychological mechanism, in line with the altruistic nature of medical

work.

Indeed, the social exchange theory (SET, Blau, 1964; Cropanzano et al., 2017) helps clarifying
why OCB should bridge participative safety climate with medical service quality. SET posits
that individuals engaging in voluntary actions are motivated by the expected returns from others,

no matter if they are tangible or intangible. There is a basic premise that the fundamental form
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of human interaction lies in the exchange of social and material resources, guided also by the
norm of reciprocity. Such reciprocal exchange results in trust building, which is the

fundamental underlying capital that fosters a sense of participative safety (Liu et al., 2020).

OCB is an advantageous asset to any healthcare organization as it increases employees
emotional well-being (Grant & Sonnentag, 2010; Glomb et al., 2011), job satisfaction (Torlak
et al.,, 2021), and organizational commitment (Ng & Feldman, 2011) and lowers turnover
intention (Shanker, 2018). Ultimately, this translates into higher organizational effectiveness,
productivity, helps coping with challenges (Chang et al., 2011; Jiang et al., 2017; Kataria et al.,
2012; Kumari & Thapliyal, 2017; Organ et al., 2006) and is consistently reported to drive higher
service quality of organizations (Berry, 1999; Morrison, 1997; Podsakoff et al., 2000; Qiu et
al., 2019).

This was found to occur also in health care organizations like hospitals in providing
stronger patient safety care (Prottas & Nummelin, 2018). It is rather unsurprising because of
the highly interdependent nature of healthcare professional teams (Rosen et al., 2018). This
highlights the importance of mutual help whenever individuals must rely on each other for
resources and desired outcomes (Mathieu et al., 2014). These altruistic behaviors have been one

of the fundamental dimensions of OCB ever since its inception (e.g. Smith et al., 1983).

In a recent proposal to account for medical team interaction dimensions in China, “mutual
help” emerged as a distinct and theoretically central construct that helped preventing burnout
(Song et al., 2019). Effective teamwork is widely acknowledged as necessary to patient safety
(Leonard et al., 2004) and quality of care (Rosen et al., 2018) and mutual support became one
of the core targets for US nationwide healthcare teamwork training (Clancy & Tornberg, 2007).
In line with this, the evolving organizational context where healthcare teams work, is now
stressing interpersonal collaboration as the emergent criterion to define team boundaries
themselves (Barrow, 2012). Complementarily, participative safety is reasonably believed to
foster OCB. Approached as psychological safety, it has been given a central role as a team
emergent state in Traylor et al. (2020) IMOI model addressing countermeasures against
COVID-19 risks in healthcare teams. This is in line with Frazier et al. (2017) meta-analytic
findings that showed psychological safety did relate to higher OCB. The more employees feel
safe to participate, the more likely they will display this behavior, namely, altruistic intentions
(Liu et al., 2012; Ullah et al., 2016). Because OCB, mostly interpersonal help in healthcare
teams, has been both taken as an antecedent of service quality and a consequence of

participative safety, we proposed that:
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H2: OCB mediates the positive relationship between participative safety and medical
service quality.

5.2.3. Long-term orientation and analytical thinking

Literature taking a contingency perspective on the relation between participative safety with
OCB is yet underexplored. Buch et al. (2018) study is a good example on the benefits such a
contingency approach may entail. These authors explored the interaction between an individual
orientation (“other orientation”) and two sorts of Leader Member Exchange, social and
economic, to account for OCB amongst other individual outcomes. The interactions found in
that study clarified “when” and “for whom” reciprocation occurs also showing such relation is
not independent of who practices it. Another unexplored individual orientation that should play
a role in conditioning reciprocation is the “long term orientation”. From the social exchange
theory “long term orientation” is in line with the nature itself of OCB due to its focus on
postponing immediate returns, as against “economic exchange” that is focused on the short term
(Shore et al., 2006). Therefore, participative safety, which is related to having a sense that one
can voice concerns, suggestions, or ideas, is then favored by the individuals’ long-term
orientation (Sherf et al., 2019). In the Chinese context, individuals belonging to the same work
team will be treated as in-group people (i.e. the individuals that are taken as belonging to one’s
own group) that has interactions based on long-term orientation as against the short-term

oriented interactions with out-group individuals (Hui & Rousseau, 2004).

In searching for more individual conditions that can hamper or foster the hypothesized
positive relation between participative safety and OCB it is important to realize the nature of
the work teams and what sort of individual abilities participation entails. In the case of medical
teams, individual participation is expected to focus on exchanging information that is tributary
to a sound diagnosis, treatment or any clinical related issue (Aveling et al., 2018). Amongst the
dispositional features that are favorable to this sort of activity is a cognitive style that became
to be known as “analytical thinking” (Nisbett, 2003; Thammasitboon & Cutrer, 2013), which
is based on information seeking (Hertzum & Simonsen, 2019). Analytical thinking is the basis
of most of what we call modern science (Spruit & Lytras, 2018). A recent meta-analysis found
that rational thinking, rather than intuitive thinking, has a positive association with task
performance, being especially stronger for complex and creativity-based tasks (Alaybek et al.,
2021). Therefore, we proposed our third and fourth hypothesis.
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H3. The moderating effect of LTO on the relationship between Participative safety and

organizational citizenship behavior is stronger when Analytic thinking is higher.

H4. The indirect relationship between Participative safety and Service Quality via OCB
will be moderated by LTO and analytical thinking, such that the indirect effect of participative
safety becomes stronger as both LTO and Analytic thinking increase (3-way moderated
mediation).

The overall set of hypotheses can be seen in the following conceptual model (Figure 5. 1)

Organizational Citizenship Behavior

Long Term Orientation

Analytic Thinking

Participative Safety Medical Service Quality

Figure 5. 1 conceptual model

5.3. Method

5.3.1. Data analysis strategy

Data analysis started by conducting validity and reliability checks through confirmatory factor
analysis using current thresholds to judge model fit following Hair et al. (2019) criteria.
Additionally, convergent validity was assessed with Fornel and Larcker (1981) average
extracted variance (AVE> .500), and discriminant validity with Henseler et al. (2015) HTMT
(<.85) and reliability Cronbach alpha and Composite Reliability (> .700). The overall
measurement model fit compared with alternative models to judge on its overall construct
validity. Hypotheses testing was made with the PROCESS Macro (Hayes, 2018) that
simultaneously tests the indirect and interaction effects established in the conceptual model
showing bootstrapped intervals. We set the bootstrapping procedure to 5000 repetitions with
95% bias-corrected confidence interval (C195%), following Hayes (2018) recommendations.
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5.3.2. Procedure and sample

An online questionnaire was sent via wechat networks of healthcare professionals targeting
those working in Chinese Public Hospitals. The invitation explained the study as well as the
anonymous and confidential nature of the answers and participation. The questionnaire received
293 valid answers from a sample mostly comprising physicians (77.8%), female participants
(55.3%), mostly young (79.5% up to 34 years old) and holding at least a Bachelor degree
(93.5%) while performing functions at the junior levels (42.2%) with the most frequent
organizational tenure being up to 5 years (63.8%). This is expectable in China healthcare
systems where a large inflow of young qualified professionals has been witnessed in the last
years. The hospitals where the participants work are mainly 3" tier level (77.8%) and located
in the Southern provinces (59.7%), but also from the Central provinces (18%) and from the

Northern provinces (22.3%) and thus the sample is from across China.
5.3.3. Measures

Measures that were not available in Chinese were independently translated by two Chinese
native speakers knowledgeable in organizational behavior, crossed and then back-translated
following standard procedure (Brislin, 1980). All the remaining were published or studied in
peer reviewed papers written in Chinese, namely: Participative safety (e.g., Gao et al., 2009),
Organizational citizenship behavior (e.g. Zhang & Wang, 2018), Service Quality (e.g. Bai and
Chen, 2005), Long term orientation (e.g., Qu & Bai, 2015). Except where indicated, participants
were requested to answer in a Likert scale ranging from 1 (Strongly disagree) to 7 (Strongly

agree).

Participative safety was measured with Kivimaki and Eloivainio’s (1999) 4-item scale that
addresses the joint occurrence of perceived togetherness, sharing information and feeling
understood and accepted within the group or organization (e.g. “people feel understood and

accepted” or “there are real attempts to share information™). The scale has good reliability

(Cronbach alpha=.866, CR=.867) and convergent validity (AVE=.620).

Organizational citizenship behaviors were measured with four items from Van Dyne and
Le Pine (1998) scale targeting the perceived degree that coworkers actively seek to help their
colleagues throughout work needs (e.g. “to perform functions keeping in mind the benefit of

teams and the organization”, or “volunteer to do tasks for the teams and the organization™). The
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scale has good reliability (Cronbach alpha=.835, CR=.835) and convergent validity
(AVE=.560).

Service quality was measured with Chang et al. (2013) 9-item scale used in Chinese
hospitals as reflecting those from Parasuraman et al. (1985) and Berry et al. (2002). An overall
hospital service quality is conceived as being cumulatively responsive to the patient’s needs
(e.g. “The entire service process can complete service in a short period of time”), correctly
delivering service (e.g. “The entire service process is able to correctly complete designated
service items”) and providing services that are able to assure the patient and earn confidence
(e.g. “The entire service process is trustworthy”). The overall scale, treated as a 2nd order factor,
shows good reliability (Cronbach alpha=.904, CR=.944) as well as convergent validity
(AVE=.850).

Analytical thinking style was measured with three items adopted from Allinson and Hayes
(1996) scale reflecting the core ideas of analytical thinking (i.e. The kind of work 1 like best is
that which requires a logical step-by-step approach”, “My understanding of a problem tends to
come more from thorough analysis than flashes of insight”, and “In my experience, rational
thought is the only realistic basis for making decisions™). This scale has good reliability

(Cronbach alpha=.761, CR=.762) and convergent validity (AVE=.516).

Long Term Orientation was measured with Bearden et al. (2006) planning scale comprising
four items targeting the degree individuals adopt values of thriftiness, postponing rewards and
persisting on work goals (e.g. “I don't mind giving up today's fun for future career / work
success”, “I have a long-term plan for my work”, “I work hard for success in the future”,
“Persistence in the work is important to me”). The scale has good reliability (Cronbach
alpha=.786, CR=.815) and convergent validity (AVE=.530).

Control variables used also for descriptive purposes comprehended sociodemographic
(gender, 1=male, 2=female; age groups, 1=18 to 24 years old, 2=25-34, 3=35-44, 4=45 to 54,
5=55 or more; education, 1=up to bachelor, 2=bachelor, 3=master, 4=doctorate) but also
professional occupation, 1=doctor, 2=nurse, 3=other; category, 1=senior position, 2=junior
position) and organizational variables (organizational tenure, 1=up to 5 years, 2=6 to 10, 3=11

to 15, 4=16 or more; professional tenure, 1=up to 5 years, 2=6 to 10, 3=11to 15, 4=16 or more).
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5.3.4. Measurement model and common method bias

To assess the measurement model fit to data we ran a confirmatory factor analysis that showed
acceptable fit indices (X?(239)=491.427; p<.001; Comparative Fit Index CFl = .936; Tucker-
Lewis Index TLI =.921; Root Mean Square Error of Approximation RMSEA = .060, CI90
[.053; .068] PClose = .015; Standardized Root Mean Square Residual SRMR =.0469). No
alternative model performed better than the proposed model (Table 5. 1).

As this study is cross-sectional and all measures are self-reported, common method
variance should be tested. Following Podsakoff et al. (2003) approach on Harman’s (1967) test,
findings from an exploratory factor analysis of a single factor showed that only 41.2% variance
was accounted thus not reaching the 50% threshold. Likewise, reinforcing this, the single factor
solution in the confirmatory factor analysis has worse fit than all alternatives (Ay?
(10)=584.744, p<.001; ACFI=.160) to the exception of the null model. Additionally, we have
also took procedural measures when designing the questionnaire so to reduce chances of
common method bias following Podsakoff et al. (2003) recommendations, namely, we assured
anonymity and also stated that there were no right or wrong answers. For these reasons, we
believe common method bias did not occur although the design itself precludes inferring causal

relations.
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Table 5. 1 Measurement models comparison

Model 7 df CFl TLI RMSEA Cl90 LB UP PClose  SRMR AIC Ay? (Adf) ACFI
A Base 491.427 239 .936 921 .060 [.053;.068] .015 .0469 661.427 - -
SQ+PS 617.606 243 .899 .885 .073 [.066;.080] .000 .0595 779.606 17.38(3) *** .037
SQ+0OCB 706.767 243 874 .857 .081 [.074;.084] .000 0677 868.767 215.34(4) *** .062
SQ+OCB+PS 833.944 246 .841 821 .090 [.084,.097] .000 0727 989.944 342.517(4) ***  .095
SQ+OCB+PS and

935.572 248 814 793 097 [.091;.104] .000 0773 1087.572 444.145(7) *** 122
AT+LTO
Single factor 1076.171 249 776 752 107 [.100;.113] .000 .0838 1226.171 584.744(10) *** .160
Null model 1066.204 249 179 755 .106 [.100;.113] .000 3011 1216.204 574.777(10) *** 157

*** n<.,001, B model (SQ and PS fused), C model (SQ and OCB fused), D model (SQ, OCB, PS fused), E model (SQ, OCB, PS fused, and AT, LTO fused), F model (SQ,
OCB, PS, AT, LTO fused)
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5.4. Results

As per the description of participants’ positioning on the conceptual variables, table 5. 2 shows
the means, standard deviations and bivariate relations. LTO has the highest mean, averaging
5.91 out of a 7-point scale (SD=0.76) and ranging from 2.75 to 7. This suggests participants
depict themselves in line with the Confucian culture that values thriftiness and persistence,
postponing rewards, and seeing work on a long-term basis, also consistent with Hofstede (2009)
findings for Chinese samples. Additionally, participants report themselves as being highly
analytical, which is expectable in a doctor population that was trained to value more rational
and analytical approach to clinical issues (averaging 5.73 out of 7 points, SD=0.78, ranging 3
to 7). Organizational citizenship behavior and service quality lean on the right side of the scale
with more positive answers, 5.87 (SD=0.71) and 5.42 (SD=0.85), respectively but with scale
ranging across most of the scale points. Participative safety also shows the same profile, but
answers covered all scale points (1 to 7) meaning there are cases where participants report being
in contexts that offer them no opportunity to participate whereas others perceive to have full

opportunity.

Table 5. 2 Descriptive and bivariate statistics

Min-max means SD 1 2 3 4 5 6 7 8
1.Gender 1-2 155 .498 1
2.Age 1-5 2.06 .704 -.156" 1
3.Professional tenure 1-4 166 .946 -.089 .761" 1
4.0rganizational tenure 1-4 160 .922 -069 .750™ .955™ 1
5.Participative Safety 1-7 552 96 .064 -.075 -.014 -.065 1
6.Analytical thinking 3-7 573 .78 -056 .005 .036 .021 .460™ 1
7. Long Term Orientation 2.75-7 591 .76 .007 -.083 -.059 -.066 .532™ .504™" 1
8.0rg. Citizenship Behavior 3-7 587 71 078 -.025 .045 .019 .528™ .546™ .565™ 1
9.Service Quality 2.78-7 542 .85 .006 -.146" -.021 -.064 .660™ .478™ .490™ .526™

*p<.05 **p<.01

Bivariate statistic shows almost no significant correlations between control variables and
those that are comprehended in the conceptual model. One noticeable exception is the negative

association between age and service quality. Older professionals seem to report lower perceived

100



service quality which could be interpreted as an expression of either a deeper understanding of
the issues they face in this domain or that they have set, due to experience, a higher expectation
level of service quality. All variables in the conceptual model have, as expected, positive
significant associations between themselves. The strongest correlation occurs between
participative safety and service quality (r=.660, p<.01). There is also a positive association
between organizational citizenship behavior with both service quality (r=.526, p<.01) and
participative safety (r=.528, p<.01) which encourages further analyses as depicted in the

conceptual model.

The Process macro in the SPSS software (Hayes, 2018) (model 11) was used to test all the
hypotheses comprehended in the conceptual model. The direct effect between participative
safety and service quality has been observed (B=.4626, SE=.0446, t=10.3777, p<.001,
bootstrapped CI195% [.374; .550]) which supports hypothesis 1. Likewise, findings show an
indirect effect of organizational citizenship behavior on the relationship between participative
safety and service quality (.040, BootSE=.015, C195% [.016; .076]) which supports hypothesis
2 (Table 5.3).

101



Table 5. 3 Results of the moderated moderated-mediation model (R?=.510)

Dependent variable model

Organizational Citizenship Behavior

Service Quality

B SE t BootLLClI BootULCI B SE t BootLLCI BootULCI
Constant 5.66 A5 38.81 5.37 5.94 4.19 .38 10.85 3.43 4.95
Gender .09 .06 1.47 -.03 21 -11 .07 -1.56 -25 .03
Age -.04 .06 -.66 -17 .08 -25 .08 -3.12 -.40 -.09
Professional tenure 13 A1 1.16 -.09 .35 .16 13 1.20 -.10 42
Organizational tenure -.04 A1 -.39 -.26 A7 -.05 A3 -.38 -31 21
Participative safety 13 .04 3.32 .05 21 .46 .04 10.37 .37 .55
Org. Citizenship Behavior .29 .05 4.97 17 41
Long Term Orientation 21 .05 3.92 10 .32
Analytical thinking 14 .05 2.89 .04 .24
Int_1(PartSaf*LTO) 10 .04 2.21 .01 .20
Int_2(PartSaf*AnalyThi) .04 .05 94 -.05 14
Int_3(LTO*AnalyThi) -.05 .05 -1.09 -.16 .04
Int_4(PartSaf*LTO* AnalyThi) 20 .04 498 12 29
Index BootsSE BootLLCI BootULCI
Indirect Effect .04 .01 .01 .07
Index of moderated moderated-mediation .06 .02 .02 .10
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Process macro Model 11 (Hayes, 2018) previews also a test of a moderated moderated-
mediation model with a three-way interaction in the path linking the independent variable to
the mediator. In the case of this conceptual model, analytical thinking is expected to moderate
the moderation effect of LTO on the relation between participative safety and service quality
via organizational citizenship behavior. Accordingly, in this model, participative safety,
analytical thinking, and LTO were included in the interaction. The regression coefficient of the
three-way interaction was found to be positively related and significant (.207, p<.01, CI195%
[.125; .289]). Additionally, the three-way interaction (participative safety * LTO*Analytical
thinking) was found to be sufficiently strong to moderate the mediation between participative
safety and service quality through organizational citizenship behavior. The corresponding index
of moderated moderated-mediation is thus significant (.0618, BootSE=.0200, CI195% [.0238,
.1030]). Conditional moderated mediation quantifies the linear relationship between LTO and

an indirect effect of participative safety at given values of analytical thinking (Hayes, 2018).

Table 5. 4 shows the conditional indirect effect of participative safety on service quality at
relatively low, moderate, and relatively high values of analytical thinking. Examining the
indices of conditional moderated mediation, it shows that the indirect effect of participative
safety is not significant for values of analytical thinking until they reach a very high magnitude
(6.51) where the analysis shows a positive effect (.0798).
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Table 5. 4 Conditional indirect effect of participative safety on service quality

LTO Analytical thinking effect Boot SE Boot LLCL Boot ULCL
-.7644 -.7802 .0415 .0208 .0078 .0907
-.7644 .0000 .0158 .0173 -.0142 .0542
-.7644 .7802 -.0099 .0278 -.0621 .0470
.0000 -.7802 .0288 .0233 -.0044 .0880
.0000 .0000 .0400 .0154 .0161 .0763
.0000 .7802 .0511 .0212 .0147 .0975
7644 -.7802 .0161 .0356 -.0428 .1009
7644 .0000 .0641 .0251 .0237 1231
7644 .7802 121 .0316 .0556 1792
Indices of conditional moderated mediation by LTO
Analytical thinking index Boot SE Boot LLCL Boot ULCL
-.7802 (relatively low) -.0166 .0230 -.0630 .0282
.0000 (moderate) .0316 .0198 -.0050 .0738
.7802 (relatively high) .0798 .0273 .0289 1361




Figure 5. 2 shows the graphic depiction of the moderation effect of analytic thinking at
relatively low, moderate, and relatively high values which reinforces the existence of the
moderation effect at high values of analytic thinking as mentioned in the table 5. 4. Therefore,

both H3 and H4 were supported.
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Figure 5. 2 Graphical moderated moderation effect

As a cautionary measure in cross-sectional studies, it is important to ascertain if the reverse
causal model shows equivalent findings across the paths (MacCallum & Austin, 2000). The
Hayes model that mirrors the one we designed allows this test, which is Model 18. We thus
computed this reversed model and found that neither the indirect effect (.0721, SE=.0443 CI95
[-.0110; .1641]) nor the moderate-moderated mediation index (.0510, SE=.0287, C195 [-.0133;
.1010]) hold. Thus, we trust that the theoretical underpinnings and data analysis findings show

the proposed conceptual model is robust.
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5.5. Discussion and conclusion

This study examined a multi-relationship of moderated-moderated mediation effect between
participative safety and medical service quality. Process Hayes model 11 was applied to test the
conceptual model. All our hypothesize were supported, which are all in line with our model

assumption and theoretical rationality.

The results showed that participative safety is positively associated with service quality
(Hypothesis 1), which is consistent with the conclusions of previous studies (Pivcevic & Petric,
2011; Ruotsalainen et al., 2020). It is further to emphasize the importance of fostering a
favorable climate for employees to participate and share when organizations want to improve
their service quality aiming to long-lasting competitive advantage. This is vital for healthcare
services as patient’s diagnosis and treatment (Weller et al., 2014) is very much dependent on
healthcare professionals’ willingness to voice and share information (O’Donovan et al., 2021).
The direct positive association helps confirm that participative safety is a key driver of the

improvement of service quality (Santa et al., 2018).

The result also confirmed the role of organizational citizenship behavior as a mediator in
the association between participative safety and service quality. This finding brings together
studies that targeted OCB as a leverage of service quality (Bienstock et al., 2003) and studies
that relate employees’ sense of safety with their altruistic intentions (Frazier et al., 2017; Liu et
al.,, 2012; Ullah et al., 2016). The application of social exchange theory (Blau, 1964;
Cropanzano et al., 2017) supports this explanative mechanism of OCB. Altruistic behaviors
such as mutual help and collaboration taken as critical organizational resources can indeed lead
to desired outcomes (Mathieu et al., 2014), especially in healthcare settings that are

fundamentally interdependent in nature (Rosen et al., 2018).

However, under the enlightening reasoning of Buch et al. (2018) who set a good example
about a contingency approach in exploring the relationship between participative safety and
OCB, this study also introduces individual characteristics crossing the personal values (i.e. long
term orientation, Nevins et al., 2007) with cognitive processes (i.e. analytical thinking, Nisbett,
2003). These have been scarcely studied in previous literature and a 3-way moderated mediation
mechanism is examined. Findings corroborated the moderating effect of long-term orientation
between participative safety and OCB is stronger when analytic thinking is higher. Moreover,
findings show the indirect effect between participative safety and service quality via OCB is

also sensitive to this three-way moderation, such that the indirect effect of participative safety
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occurs when LTO and analytical thinking are simultaneously present. The findings are similar
to the interactions investigated by Buch et al. (2018), and offer further support to the claim that
participative safety is favored by individual’s long-term orientation (Sherf et al., 2019). It also
deepens the understanding about the role of analytic thinking in modern science, especially in
complex and creativity-based tasks (Alaybek et al., 2021) which is especially interesting in the
context of the empirical study, China, where extant literature would foster the idea that
analytical thinking would not predominate (Nisbett, 2003). However, it is unreasonable to
expect professional values would not play an important role in conditioning individual

preferences for cognitive processing.

Globally, this study extends the theoretical underpinnings of OCB by investigating it in a
moderated-moderated mediation perspective within a sample of healthcare professionals.
Additionally, the results of this study demonstrated that the indirect effect of participative safety
on service quality via OCB is reinforced when individuals have higher long-term orientation
and show an analytical cognitive style as contrasted with a holistic one. This is, to our
knowledge, a novel contribution as there are no empirical studies in literature that examine
these individual characteristics from this configurational approach. Still, organizational
behavior models are expected to evolve by incorporating complex sets of variables that
enlighten the how (process) and when (boundary conditions) so to provide a closer-to-reality

understanding.

The research followed a contingency approach from a multi-layer framework of medical
service quality that makes contributions to the growing literature of participative safety and
OCB. Firstly, adding to the already established notion that information sharing is critical in
healthcare and highly emphasized in improving quality of care (Rosen et al., 2018) and
decreasing of medical malpractice (Mele & Polese, 2011), this study highlighted the role OCB
can play as an intermediate explanatory mechanism. Thus, it stresses the importance of further
exploring ways of fostering OCB in healthcare settings. Secondly, by advancing different
possibilities of complex-interactions between individual characteristics (values and cognitive
processes) these findings encourage a range of studies that bring together more complex
individual-organizational settings that can be taken as a whole and not as separate realities since
it in nonsensical to examine organizational behavior assuming individual differences will not
play a key role in how human resources policies (such as those targeting the creation of a
favorable climate to employee participation) will be deployed and, mostly important, will be

effective. Thirdly, individual long-term orientation has been mostly explored in the business
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negotiation context rather than service quality in healthcare settings, and analytic thinking has
been scarcely mentioned in service quality literature, albeit findings show these are a very

important dimensions related to the nature of clinical requirements.

These contributions must be taken cautiously due to methodological limitations. Although
we have no apparent indication of common method bias, we should always caution that cross-
sectional studies are never able to show causal nexus. Still, additional information that offers
more assurance is the failure of the reversed causal model (MacCallum & Austin, 2000) as well
as the existence of the interaction effects which would not be expectable if common method

variance played a role.
Practical implications

The research findings offer practical implications for healthcare management. Decision-
makers may benefit from changing commonly held beliefs that organizational practices, such
as fostering a participative safety climate, will operate in similar ways, irrespective of the
individuals’ profile. In this case, to leverage citizenship behaviors through a participative safety
climate, managers should gauge their workforce's individual profile as regards LTO and
analytical thinking. So, increased effectiveness will be expected from considering both
analytical thinking and LTO as catalyzers of positive outcomes resulting from participative
safety, namely OCB and service quality. This can be achieved by implementing some HR
practices in the recruitment and selecting phase. When making staffing decisions, managers
may benefit from targeting high analytical processing and high-LTO applicants. Likewise,
because these features can be developed, when designing training activities for healthcare
professionals, managers may want to incorporate these learning objectives into their portfolio
so to enable individuals to enhance their analytical capacity as well as valuing a long-term
perspective. Performance appraisal is critical because the balance between short-term and long-
term objectives, as expressed in KPIs, will convey a clear message to healthcare workers, that
the hospital is valuing long-term commitment with performance and not just quick fix
indicators. If training and performance appraisal value more than simple task-related
performance and includes contextual-performance, i.e. OCB related achievements, such
training and performance management will further reinforce altruism expressions such as OCB
that are important to leverage service quality without the corresponding monetary costs. This is
crucial for a sector that added unsurmountable costs due to COVID-19 to an already financially
pressing situation in developed economies (Bartsch et al., 2020) with the concomitant public

demand for higher service quality.
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Chapter VI: GENERAL DISCUSSION OF RESULTS AND
CONCLUSIONS

He who asks a question might be a fool for five minutes,

he who doesn’t ask a question remains a fool forever.°

FHBIA RIS T
PAHHBINR £ T T

Chinese Proverb

This chapter is intended to bring together the findings from all the empirical studies keeping in
mind their instrumental value to judge on the merits of the proposal. We will not simply repeat
the results and conclusions of previous studies, instead, this chapter summarizes the main
findings and theoretical implications, as well as the practical contributions of this whole project.

101t is better to ask modestly when one does not understand rather than being left in ignorance.
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6.1 Main findings and theoretical implications

The studies conducted and presented in this thesis made, in our best judgment, some

contributions to the whole body of research in this area.

Study 1 contributed to highlight the existing diverse conceptions and measures concerning
cognitive, emotion and values constructs used in cross-cultural research, which adds confusion
to the field. It additionally helped to clarify which constructs, or dimensions, have been mostly
used to compare cultural differences in cross-cultural studies, especially those between West
and China. Our systematic literature review is to our knowledge the first to cover both English
and Chinese language academia simultaneously, including four aspects to help readers
understand further, separately, constructs extracted and derived from content analysis and their
descriptions. It also aims to offer an understanding about the frequency and general use of each
construct; definitions and features of the dominant integrative construct in each domain
(cognition, emotion, value). Lastly, it aimed to compare scholars’ options made in both Chinese
and English literatures while suggesting the main differences between Chinese and Western
profiles as regards the three domains. This systematic literature review corroborated the idea
that Westerners tend to be more individualistic, emphasizing equality and fairness, enjoying
present rather than long-term rewards, and more likely been prone to avoid uncertainty which
goes in line with Hofstede (2001) or Schwartz (2007) findings. Likewise, Westerners do
analytic thinking style more often than holistic thinking (Nisbett et al., 2001), and accordingly,
they are more emotional expressive than easterners (Gross & John, 2003). Conversely, based
on the main construct difference and generality, Chinese are believed to be more collectivistic,
accepting more hierarchy and uncertainty, preferring more long-term orientation instead of
current short-term benefits. Furthermore, Chinese tend to think in a more holistic pattern rather
than analytic thinking, being more likely to suppress emotions as the dominant emotional
regulation strategy. Our findings corroborate this assertion.

Because the array of the constructs in cognition, emotion, culture value is diversified in
existing research due to different research purposes (which might cause confusion and
complexity to readers) we conducted this systematic literature review with the intention of
uncovering tacit consensus among scholars about the constructs and respective dimensions that
can be used to serve the research goals. Meanwhile, we bridge both English and Chinese
language academia and contribute to the convergence. It is known that different languages lead

to different thinking patterns (Grabe & Kaplan, 2014). This is also endorsed by our comparison,
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for example, articles written in Chinese just grasp theoretical perspectives, lacking empirical
studies with either survey or structured data-based qualitative research, albeit this is more of a
methodological nature rather than an intrinsic expression of cognitive differences. Additionally,
compared to diverse subjects written in English, Chinese papers related to such constructs are
mainly focused on differences of intercultural communication, language, and advertising
design. Therefore, our option for a combined coverage was proved to be fruitful. This study
fills a gap in the existing literature research and allows a further understanding of those
conceptual facets that distinguish Westerner and Chinese profiles in cognition, emotion, and
values. As a caveat, we do not want to endorse stereotypes about the differences between West
and China, especially because the increasingly close contact and communication among
countries fosters within-country heterogeneity of profiles that will most likely emerge precisely
due to the continuous contact. In the eventuality of a possible deglobalization trend incoming
(although always cyclic in nature), understanding these differences is even more critical to

prevent negative stereotypes and miscommunications.

Once having identified the most frequent constructs used for such comparison, study 2
tested the psychometric quality of the dominant measurement scales for cognition, emotion and
values with a Chinese sample. That is, the reliability and validity for measurement scale of
thinking style (Sternberg, Wagner & Zhang, 2007), emotional expressivity (Gross & John,
1995), and cultural values (Hofstede, 2010). The disappointing results of this study seem a
failure in achieving acceptable fit indices. Namely, the confirmatory factor analysis for the
original 13-dimension of TSI-R2 and the original three factors of BEQ all fell short from the
minimum proper fit threshold. However, some studies base their psychometric quality evidence
on showing Cronbach alpha (or another reliability indicator) of each scale, which is, to our
humble judgment, insufficient to ensure the scale has construct validity. Some other, though,

did report acceptable fit indices for CFA.

However, this study also makes some contributions to the existing literature. It iscommonly
believed that there is great significance to create a reliable and meaningful measurement scale
for critical variables, which can be applied in models about focused issues. The complexity of
models taken as reasonable (e.g. 13 factors in TSI-R2) would favor the anticipation of such
psychometric failure. This is a valuable finding because it suggests that we need to simplify
construal design (make constructs simple) to reach a common ground and better manage the
fundamental cross-cultural differences within multicultural HRM research. In addition, this

study provides a deep insight not into the better understanding about the nature of cross-culture
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studies, but also to help avoid unnecessary conflict, misunderstandings and ineffectiveness in
research within international organizations. This study suggests that some measures originated
in the western context might be too complex to be suited for Chinese HRM research, namely
the thinking style inventory, and additionally, the VSM derived from Hofstede dimensions
which is mostly believed to be the dominant measure validated by expertise and consensus
among scholars (being actually used as a formative construct rather than a reflective one). This
assumption is questionable and may open venues for future research (McSweeney, 2002). The
different conclusions about BEQ indicated that emotional expressivity is a complex construct,
which might be due to the fact that emotional display rules and interpretations are not universal
(Barrett, 2017). This means that more discrete emotions included into the consideration rather

than sample valence of emotion expressivity such as positive or negative make more sense.

Study 3 shifted the focus into closer-to-practice HRM issues concerning the interactions
with the cultural context across a temporal perspective. These time horizons (short versus long
term) are an essential and vital dimension in organizations due to the concern about proximal
and distal outcomes. When the existing model of HPWS-turnover (Hom et al., 2017) adds a
variable of long-term orientation, how does the process play? This study was designed to
exactly provide the answer to this. Our findings show a moderation effect of long-term
orientation planning in the relationship between perceived non-financial performance and
turnover intention. Conversely, no interaction in the negative association between perceived
financial performance and intention to quit was found. Yet, the direct and indirect effects
between HPWS and turnover intention via perceived financial performance are proved. This
goes in line with the statements observed in extant empirical research (e.g. Comb et al., 2006;
Jiang et al., 2012) although it reverses the common causal nexus (still one should bear in mind
that causality is hardly ascertained by correlational studies but causality will be also unlikely to

be single directional but rather circular).

This result is rational from the perspective of expectancy theory (Vroom, 1964). Divergent
anticipations can cause diverse attitudes or behaviors such as turnover. Also, employees will
nurture diverse desired rewards based on their own contributions and development of the
organizations. This finding makes a contribution to turnover studies through the introduction
of a reversed temporal dimension focused on the long-term orientation. This model not only
allows the further understanding about the implementation mechanism of HPWS, but also
broadens the applied use of the theory of expectation, indicating that expectancy, as a time-

related psychological process, plays an important role in explaining the motivational strength
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of HPWS. Our findings proved and explored an unconventional model where perceived
performance can logically precede turnover intention, rather than just being the general
consequence. This broadened the conception of Kamiol and Ross (1996) which helps

understand human motivation in a two-way connecting past and anticipated future.

Study 4 further deepens the analysis within organizational contexts. It focused the interplay
of cognitive processes in cross-cultural differences. Findings show a multi-relationship of
moderated-moderated mediations (dimension of cognitive, long-term orientation,
organizational citizenship behavior intertwined) effecting participative safety in relation to
medical service quality. This provides another account of the boundary conditions in
organizational studies other than the time horizon (long-term vs short-term).

Based on the good reasoning example of Buch et al. (2018) about a contingency approach
in the exploration of the association between participative safety and OCB, this study introduces
personal profiles combining individual values i.e. long-term orientation (Nevins et al., 2007)
with cognitive characteristics i.e. analytical thinking (Nisbett, 2003). These have been but
scarcely noticed and studied in literature. To a certain extent, it is supporting and also further
deepening the interactions found by Buch et al. (2018). Our study showed that participative
safety is positively related with service quality and highlighted the mediator role of
organizational citizenship behavior. Furthermore, the indirect effect between participative
safety and service quality via OCB is responsive to the three-way moderation, that is, the
indirect effect occurs when LTO and analytic thinking interact. Findings suggest analytical
thinking (a typical western style) together with LTO (a typical Chinese style) is more
advantageous, highlighting a closer-to-strategical thinking.

Due to the specified sample population of healthcare professions in hospitals, this study
broadens the theory of OCB through the moderated-moderated mediation effect. This can be
seen as an answer to the long call for configurational approaches to organizational behavior
(e.g. Fiss, 2007). To our knowledge, this is a pioneer study that combines variables of individual

characteristics through a configurational approach in this field of research.
6.2 Practical implications

The implementation of HPWS, which is originated from western context and studied mostly in
West, is seemingly more complicated in China, especially attending to the nature of constructs

in human resources that have only been emerging since the reform and opening in 1980s,

113



without the long history that characterizes its development and use in the West (Zhao et al.,
2019). The strategic position of human resources is increasingly important and greatly impacts
the organizational outcomes. Practitioners and scholars conducted many explorations in this
area. As the business environment changes very fast and becomes more and more complex,
especially due to the speedy technological innovation, Chinese organizations are continuously
challenged and need to cope with fiercer competition. On the one hand, employers need to
maximize the use of their resources to achieve high performance effectiveness. On the other
hand, employees need to rely on effective human resources practices to balance their life and
work, to reach their goals such as monetary and career development. Therefore, the research
about the implementation of human resources in a local environment, such as the Chinese, has
profound practical significance. This knowledge is critical to answer commonly asked
questions about how to retain talented employees and how to improve their effectiveness and
service quality which are critical in sensitive industries such as healthcare. This has become a
strategic priority for the Chinese Government especially since medical system reform launched
in 2009 which is generally believed to be the new real beginning, because the past decades of
medical system reform that started in 1985 did not reach its purposes (Zhou et al., 2015). The
fresh new one is aiming to practically solve the problems of residents to overcome difficulties
and high expenses in having a doctor consultation, as well as to enhance the service quality
(Wang et al., 2019).

Either in a scenario of growing globalization or growing deglobalization, organizations will
be keen on gaining a good understanding about people from different cultures and countries.
The diverse cross-cultural issues indeed have been studied for many decades within the last
cycle of globalization. Cross-cultural research is based on knowledge about some fundamental
differences, from surface cultural life-style which can be easily observed and imitated, to deep
cultural features, individual cognitions and emotional aspects, which cannot be so easy to
understand and learn. Individuals who share similar worldviews and values more likely
interpret things with the same attitudes and behaviors. Therefore, constructs about the cognition,
emotion, and values are key for studying cross-cultural phenomena and have a great practical
implication for organizations. There is a great effort into gauging the suitability of cross-cultural
knowledge namely, the validity of the original theory, the original measures, which are always
demanding rich examination, especially about its application outside the original context, e.g.

Western constructs, measures and models in China.
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The first study summarized dominant profile differences between West and China from the
systematic literature review in cognitive, emotional and value aspects, that is, westerners more
tendency to be analytic, abstract, objective, less emotional control, more individualism, equality,
short-term, and future time value beliefs, while Chinese tend to be more holistic, concrete,
subjective, less emotional expression, more collectivism, hierarchy, long-term and past time
value beliefs. Though we should not have bias and many constructs can co-exist in the same
culture, this study may be helpful to international business and negotiation. If people can learn
well and apply them in their practical issues, they can avoid misunderstanding and conflicts
because e.g. an analytical thinker may label as confusing another person that has a holistic
profile, or even nonsensical another person that has paradoxical thinking (Zhong Yong, as
autochthone construct in China). Conversely, a holistic thinker may be unease with someone
that is analytical because he or she may sense this as overly focused on micro issues, or unable
to grab directly the larger picture. Overall, this study provides an insight to implications of

cognition, emotion, and value in cross-cultural interaction.

The second study offers a practical implication in conducting research, that is, cultural bias
needed to be concerned in the consideration of proper measurement scales. In some studies
focused on real phenomena, the questionnaire of concepts such as thinking style, emotional
expressivity and values is more probable if they can share common ground and understanding.
Measures that have uniformity across culture and populations are the pending issue to deep
hypothetic-deductive research in organizational settings. One important practical implication
of this study is that it showed that VSM developed by Hofstede works as a formative construct
rather than a reflective one, which makes it unsuitable for some data analysis techniques (e.g.
Covariance based structural equations modelling) although compared to other dimensions and
measurements, Hofstede’s theory is the most influential and informative in the practical cross-
cultural studies. Additionally, the failure of TSI-R2 might also imply that it is advisable to apply
other measurement scale for thinking style and cultural value than TSI-R2 and VSM2013 in
Chinese organizational settings. Alternatively, this can be a starting point to explore simpler

conceptions for applied research underlying the proposed theories.

The third study concluded that the role of time horizon (LTO), a certain extent of
expectations, is very important as it can relate to every single management decision. In
particularly, a general belief that LTO is prevailing indicates LTO should be considered in
practical human resources implementation. Valuing long-term outcomes is relatively opposite

to instant gratification. Therefore, if employees have high anticipations for the future of the
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organization, they will more likely engage in that organization intending to stay for a long time.
From the HPWS-turnover intention model, we demonstrate that the perceived financial
performance plays a mediator role, while the perceived non-financial performance has a
mediator role only when the moderation of LTO is considered. This brings back the old of
Motivator-Hygiene Theory by Fredrick Herzberg and highlights the importance of
differentiating between the focus of rewards based on financial and non-financial KPlIs.
Likewise, it brings the very important question of knowing how to foster a long-term orientation

amongst employees?

The final study provided practical implications for organizational contexts, especially for
healthcare organizations. The findings of this study showed that the interactions of analytic
thinking and long-term orientation can take effects in the influencing mechanism from
participative safety to service quality via organizational citizenship behavior. Employees do not
have participative safety due to several reasons, such as afraid of making mistakes or being
punished, or believing their action will make no difference in the workplace. However, the
individual characteristic are found to moderate the indirect effect between participative safety

and service quality via OCB.

Therefore, in the real working place, HR decision makers may consider the activities and
practices that enhance analytical ability and foster long-term perspectives of professionals. This
will most likely improve the whole performance outcomes without increasing costs due to OCB,

which is an especially important and meaningful goal during crises such as the COVID-19.

In summary, this thesis made a big contribution to better understand the cross-cultural
practices, i.e. addressing the considerations of personal profiles namely cognition and values

into the practical implementations of human resources and full use of the resources capital.

6.3 Theoretical implications

This thesis was built on theoretical approaches to structure the empirical studies and findings
may have contributed to the supplement of expectancy-valence theory (EVT) and social

exchange theory (SET) to a certain degree.

EVT is regarded as the basic motivation theory in organizational behavior research

(Wiesenfeld, et al., 2017). The feature distinction of this theoretical framework is to relate
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certain actions, such as decision or persistence, to the perceived valence (cost-benefits) of the
expected outcome. We applied and explored the effect of temporal horizon, long-term
orientation, which we framed as related to expectations within the model of human resource
management, further extending the theory of expectancy in explanations of employee turnover
intentions. We believe the third study breaks the commonly accepted causal nexus that links
employee turnover intention to perceived organizational performance, which may raise
eyebrows but, from an expectancy-valence theory, it is reasonable and puts emphasis on the

key-feature of long-term orientation: anticipating the distant expected future.

SET is a popular theory in helping to explain phenomena in social psychology, business
management, or anthropology. It refers to the resources people gain from their social
interactions following the principle of reciprocity. Relationship-based Chinese culture is
especially emphasizing reciprocity and the exchange of benefits, so the perspective of SET in
organizations is crucial for the better understanding of the employee behavior in work places
in China. Employees use perceived employer investment and perceived organizational support
as one criterion to balance their responsibilities and rewards. This research supplemented the
theory in explaining the motivations of organizational citizenship behavior from the interactions
of organizational context and the personal profiles (long-term orientation crossed with
analytical thinking), which is a new perspective to the application of SET. This does not change
SET but it extends its application based on the individual features while focusing on an indirect
and non-formal sort of reward system (Organ, 1990) represented by organizational citizenship

behavior.

6.4 Methodological implications

Although the motivation of the thesis is not innovation in methods — it does not have a focus
on methodological development — there were some options made that can be suggestive of such

further developments.

In the first study, the clear and rigorous journal and paper selection criteria is fundamental
in methodological strategy, and this sort of systematic literature review is mostly targeting
articles coming from international reliable academic database sources, like ABI Inform,
Scopus, WaoS, or from the corresponding one in China (CNKI). However, it is not common to

see such reviews incorporating articles from both western and Chinese databases. Another
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methodological option that is not so commonly observed, but that we deemed to be required, is
to reduce the bias findings in such review studies by means of deploying an inter-rater
agreement measure. Due to the strong qualitative nature of such reviews, this analysis was
important to increase the possibility of objectivity and accuracy. This is not very broadly seen
in the literature review studies. In addition, we adopted the software tool named VVOSviewer to
construct and visualize the academic networks concerning such current research citations on
thinking style and cognitive style, which we believe is an efficient tool to gain a comprehensive

view on the field.

In the second study, we drew a figure to demonstrate the chronological evolution of
thinking styles, which we believe clearly provides readers with an idea and impression about
the development of cognitive construal focuses across time. Depicting chronological patterns
is the core of the historical reasoning. This is the identification of significant events or
developments following a timeline, and therefore, the relationships and causality can be
explicitly demonstrated and understood, offering readers a general and clear idea about the

historical continuity and change in Science.

In the third and fourth studies, we conducted confirmatory factor analyses to examine the
validity and reliability for psychometric quality, which is definitely not novel as a data analysis
procedure, but it is relatively uncommon in studies that adopt some of the typologies (e.g.
Sternberg) and just assume the items measure the dimensions as if they are formative in nature
albeit they are theoretically conceived as being reflective constructs. Additionally, for study 3,
a reverse causal model was tested to provide additional assurance of the original model paths
due to the uncommonly proposed direction of the effect (from perceived performance to
employee turnover intention) as MacCallum and Austin (2000) rightfully claim that if a reverse
causal model has equivalent acceptability across the paths one needs to take this as a caveat.
This, we believe, is a methodological option that should gain primacy in future research of such

kind (even when they use time-lag design, because of circular causality).
6.5 Limitations of the empirical studies

Although the thesis was conducted also with the intention to contribute to current academic
areas in several aspects, like theoretical, practical, as well as the methodological domains, with
a focus on deepening the understanding in cross-cultural human resources and organizational
behaviors, there are some limitations that must be acknowledged to gauge the true magnitude

of the contribution. They can pave way to further research in the similar line of studies.
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The first study is a systematic literature review, which is believed to be of great value in
international business research (Paul & Criado, 2020). We note it does have limitations of
restricted sample range. We chose China as the most representative country of Confucian
society targeted in Eastern (Schwartz, 2013), but it is indeed not equaling to the whole Eastern
countries. Furthermore, all analyzed sample articles are only written in English and Chinese,
thus, future studies could take published papers written in other languages such as French,
German, Portuguese, Spanish, according to specific research interests. In addition, the four
selected scientific databases might not be fully comprehensive for such kind of broad and
complicated theme, especially because of its cross-cultural and of interdisciplinary nature. In
the future, it might be a good chance to extend the scope of this study and conduct a similar
systematic literature review covering such academic communities from other countries and

languages.

The second study tested the validity and reliability of dominant measures in thinking style,
emotional expressivity, and cultural values, i.e. TSI-R2, BEQ, VSM. There are other measures
albeit not so popular. However, popularity is not a proof of higher quality. Additionally, the
number of samples is not very large for the purpose of examining the psychometric problems

in organizational contexts, though already reaching minimum sample size.

In the third and fourth studies, the sample size is reasonable and comfortable to the
complexity of the models tested. However, all measurements were self-reported questionnaires
and cross-sectional designs, which always raises the possibility of the existence of common
method bias. It is the existing fact about the challenging influence of self-report questionnaire
data in attitude survey, for example, respondents might have their own response bias due to
their preference or social desirability or time rush no matter what the real question is asking
(Paulhus, 1991), additionally, respondents might balance the inconsistent responses after
noticing the intentions of survey in individual test, like positive or negative answer, moderate
or extreme answer (Anastasi & Urbina, 1997), also because of the translation or the cultural
impact, respondents might fail to understand the questions rightly. Although some a posteriori
tests were done according to the recommendations of (Podsakoff et al., 2012) they are never
definite into ruling out such possible bias. As studies evolved, we understood that such cross-
sectional design was risky but still, with a distance data collection, it would be riskier to develop
a multi-wave design especially due to anonymity concerns. We could have opted to give codes
to participating individuals, but the use of wechat or any other electronic databases in China is

granted to credited identifiable individuals only. Likewise, we could have opted to use panel
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data but it is not only unaffordable in China as quality concerns can arise from the lack of true
control about respondents’ profile. Still, under the right circumstances and with the sufficient

resources, future research may benefit from opting for a longitudinal design.

6.6 Directions for further research

We believe the four empirical studies do offer some answers but also raise many questions that

can motivate future research.

In the first study, the Chinese articles were found with lower interrater agreement as well
as lacking empirical research within cross cultural studies concerning cognition, emotion, and
values. This suggests the need for more empirical scientific research in such areas for Chinese

Academia.

In the second study, it would be more fruitful to check psychometric quality of several
measurement scales not limited to the dominant ones. Likewise, the factor structure of the ones
studied may deserve further attention in China as already indicated by studies conducted by
Zhao et al. (2015) on BEQ structure.

Concerning the third and fourth studies, a two-wave or three-wave research design is better
for future studies when doing the data collection. This is also the future trend in such
guestionnaire quantitative studies, which can improve and ensure the quality of data sample and
the actual associations in the model. Additionally, for study three, the replication of the same
model or introduction of more variables could be conducted with data from other Asian
Confucian countries and also Western, for comparative purposes. For study four, other
industries besides healthcare professional populations could be explored to further examine

whether the conclusion is targeting specific field or can be extrapolated to universal settings.

The last point we would like to mention is the missing of emotion aspect in the model
hypothesis and testing. Although we summarized the difference between Chinese and western
profiles in cognition, emotion and values, it is undeniable that there also seems to be a trend for
difference blurring, especially under the current development of international education and
business interactions. It is also interesting to note that Chinese scholars have been given a
relatively scarcer attention to the emotional dimension. Unfortunately, though we were very
interested in emotional expressivity underlying communication, expecting to find certain

moderating role in the organizational boundary conditions, the psychometric quality of the

120



measurement scale BEQ gave us little encouragement. Therefore, for practicality’s sake, we
temporally drop out the emotion aspect. We hope future studies could make some advancement

focusing on how emotions can feature Chinese organizational contexts as compared to Western

ones.
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Appendix 2- Scales used in the empirical studies

Thinking style R-11

(1-does not describe me at all well, 7- describes me extremely well)

1.
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18.
19.
20.

21.

22.

23.

24.

25.

When faced with a problem, I prefer to try new strategies or methods to solve it.

I like to do things in new ways not used by others in the past.

I like to change routines in order to improve the way tasks are done.

I like to challenge old ideas or ways of doing things and to seek better ones.

I stick to standard rules or ways of doing things.

I like situations where I can follow a set routine.

When faced with a problem, I like to solve it in a traditional way.

When I’m in charge of something, I like to follow methods and ideas used in the past.

When faced with a problem, I use my own ideas and strategies to solve it.

. I like to play with my ideas and see how far they go.

. I like problems where I can try my own way of solving them.

. I like situations where I can use my own ideas and ways of doing things.

. I like to figure out how to solve a problem following certain rules.

. I enjoy working on things that I can do by following directions.

. I like projects that have a clear structure and a set plan and goal.

. I like to follow definite rules or directions when solving a problem or doing a task.

. When discussing or writing about a topic, I stick to the points of view accepted by my

colleagues.

I prefer to work on a project or task that is acceptable to and approved by my peers.
When I start a task or project, I focus on the parts most relevant to my peer group.
When there are several important things to do, I pick the ones most important to my
friends and colleagues.

I like to set priorities for the things I need to do before I start doing them.

When working on a task, I can see how the parts relate to the overall goal of the task.
In dealing with difficulties, I have a good sense of how important each of them is and
in what order to tackle them.

When starting something, I like to make a list of things to do and to order the things by
importance.

When starting a task, I like to brainstorm ideas with friends or peers.

195



26.
27.
28.
29.
30.
31.
32.
33.
34.
35.

36.
37.
38.

39.
40.
41.
42.
43.
44,
45.
46.

47.
48.
49.

50.
51.
52.

I like to participate in activities where I can interact with others as a part of a team.

I like situations where I interact with others and everyone works together.

In a discussion or report, I like to combine my own ideas with those of others.

I like to control all phases of a project, without having to consult with others.

I like to work alone on a task or a problem.

I prefer situations where I can carry out my own ideas, without relying on others.
When trying to make a decision, I rely on my own judgment of the situation.

I tend to pay little attention to details.

I like working on projects that deal with general issues and not with nitty-gritty details.
In talking or writing down ideas, I like to show the scope and context of my ideas, that
is, the general picture.

I tend to emphasize the general aspect of issues or the overall effect of a project.

I prefer to deal with problems that require me to attend to a lot of details.

In discussing or writing on a topic, I think that the details and facts are more important
than the overall picture.

I like problems where I need to pay attention to details

I pay more attention to parts of a task than to its overall effect or significance.

I like situations where I can compare and rate different ways of doing things.

I like to check and rate opposing points of view or conflicting ideas.

I enjoy work that involves analyzing, grading, or comparing things.

I like projects where I can study and rate different views or ideas.

When talking or writing about ideas, I prefer to focus on one idea at a time.

If there are several important things to do, I focus on the one most important to me and
disregard the rest.

I have to finish one project before starting another one.

I tend to give full attention to one thing at a time.

I can switch from one task to another easily, because all tasks seem to me to be equally
important.

I tend to tackle several problems at the same time because they are often equally urgent.
I tend to give equal attention to all of the tasks [ am involved in.

I find that when I am engaged in one problem, another comes along that is just as

important.
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Emotional expressivity

(1-strongly disagree, 7-strongly agree)

1. Whenever I feel positive emotions, people can easily see exactly what [ am
feeling.
2. I sometimes cry during sad movies.

3. People often do not know what I am feeling.

4. I laugh out loud when someone tells me a joke that I think is funny.

5. It is difficult for me to hide my fear.

6. When I'm happy, my feelings show.

7. My body reacts very strongly to emotional situations.

8. I've learned it is better to suppress my anger than to show it.

9. No matter how nervous or upset I am, I tend to keep a calm exterior.

10. I am an emotionally expressive person.

11. I have strong emotions.

12. T am sometimes unable to hide my feelings, even though I would like to.
13. Whenever I feel negative emotions, people can easily see exactly what I am
feeling.

14. There have been times when I have not been able to stop crying even though I
tried to stop.

15. I experience my emotions very strongly

16. What I'm feeling is written all over my face.

Cultural value

In choosing an ideal job/in your private life, how important would it be to you to....(1-extremely

important, 5-not at all important)

197



1. .....have sufficient time for your personal or home life

2. .....have a boss (direct superior) you can respect

3. .....get recognition for good performance

4. ....have security of employment

5. .....have pleasant people to work with

6. .....do work that is interesting

7. .....be consulted by your boss in decisions involving your work
8. ....live in a desirable area

9. .....have a job respected by your family and friends

10. .....have chances for promotion

11. .....keeping time free for fun

12. .....moderation: having few desires

13. .....doing a service to a friend

14. .....thrift (not spending more than needed)

15. How often do you feel nervous or tense?( 1-always, 5-never)
16. Are you a happy person? (1-always, 5-never)

17. Do other people or circumstances ever prevent you from doing what you really want to?

(1-always, 5-never)

18. All in all, how would you describe your state of health these days?( 1-very good, 5-very
poor)

19. How proud are you to be a citizen of your country?(1-very proud, 5- Not proud at all)

20. How often, in your experience, are subordinates afraid to contradict their boss (or
students their teacher?)(1-never, 5-always)

To what extent do you agree or disagree with each of the following statements?(1-strongly

agree,5-strongly disagree).

21. One can be a good manager without having a precise answer to every question that a
subordinate may raise about his or her work

22. Persistent efforts are the surest way to results

23. An organization structure in which certain subordinates have two bosses should be
avoided at all cost

24. A company's or organization's rules should not be broken -not even when the employee
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thinks breaking the rule would be in the organization's best interest

HPWS

(1-strongly disagree, 7-strongly agree)

1.
2.

© N o o &

10.
11.
12.
13.

14.
15.

16.

17.
18.

My company usually offers steady work contract to new employees

For my company job security is part of its culture

My company hires new employees based on intensive recruiting efforts resulting in
many qualified applicants.

New employees are selected based on rigorous tests or interview panels.

In my company there are many self-directed/autonomous work teams.

Employees are involved in programs designed to encourage participation.

In my company employees receive above-average compensation and benefits.

In my company, employees are paid primarily based on their competency and also
their group performance (e.g. profit-sharing, gainsharing, team-based)

My company is committed to the training and development of its employees.

My company offers intensive/extensive training in technical and soft skills

In my company supervisors keep open communications with employees.

In my company, there is a culture of equal treatment between everybody.

My company provides relevant operating performance information to all employees
(e.g. quality, productivity, etc.)?

My company provides relevant financial performance information to all employees.
My company provides formal performance appraisals or evaluations on a routine
basis.

In my company performance feedback comes from more than one source (i.e.,
feedback from several individuals such as supervisors, peers, etc.)?

My company provides many opportunities for career development.

In my company the opportunities to have a promotion in the career are based upon

merit or performance

Turnover intention

(1-strongly disagree, 7-strongly agree)
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I often talk about leaving my current employer.
I will be probably looking for a new job within one year.
I am determined to leave for a new career opportunity.

I am probably leaving because of bad prospects of this company.

Perceived organizational financial and non-financial performance

(1-much worse than average, 5-much better than average)

Compared to other organizations that do the same kind of work, how would you compare the

organization’s performance over the last 3 years in terms of...

1.

2
3
4.
5
6
7

growth in sales

financial performance

profitability (companies) / balanced budget (government / NPO)
employee satisfaction

quality of products/services

customer satisfaction

new product/service development

Long term orientation (LTO)

(1-strongly disagree, 7-strongly agree)

1.

O N o g B~ W

Respect for tradition is important to me.
Family heritage is important to me.

I value a strong link to my past.

Traditional values are important to me.

I work hard for success in the future.

I do not mind giving up today's fun for success in the future.
| plan for the long term.

Persistence is important to me

Participative safety

(1-strongly disagree, 7-strongly agree)

1.

We are together’ attitude
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2. People keep each other informed
3. People feel understood and accepted

4. Real attempts to share information

Organizational citizenship behaviors

(1-strongly disagree, 7-strongly agree)
1. to perform functions keeping in mind the benefit of teams and the organization.
2. volunteer to do tasks for the teams and the organization.
3. get involved to help their team and the organization.
4

share knowledge about work with others.

Service quality

(1-strongly disagree, 7-strongly agree)
1. The entire service process has a good feedback system and management.
The entire service process allows questions to be answered easily.
The entire service process can complete service in a short period of time.
The entire service process has complete record of transaction details.
The entire service process is able to correctly complete designated service items.
The entire service process has no error.
The entire service process can fulfill its promise to customers.

The entire service process has a good security mechanism.
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The entire service process is trustworthy.

Analytical thinking style

(1-strongly disagree, 7-strongly agree)
1. My understanding of a problem tends to come more from thorough analysis than flashes
of insight
2. In my experience, rational thought is the only realistic basis for making decisions

3. The kind of work I like best is that which requires a logical step-by-step approach.
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Appendix 3 - SPSS Output for Study 3

Model 14 (LTO moderating the 2nd path between FP->ITQ and NFP->ITQ).
Run MATRIX procedure:
Ak khkrkkhkkkhkhkkhkkxkrkkk PROCESS Procedure for SPSS Version 3'4 KAk kkkhkhkkhkhkhkkrkkkkh k%

Written by Andrew F. Hayes. Ph.D. www.afhayes.com
Documentation available in Hayes (2018). www.guilford.com/p/hayes3

KA Ak A AR AR A A A A A A AR A A A A A A AR AR AR A A A A AR A A A A A A AR A A A A A A IR AR A AR A A A A A A A A A Ak kK

Model : 14
Y : turnov
X : HPWPglob
M1 : FinPerf
M2 : NFinPerf
W : LTO6pla
Covariates:
gender age educatio workexpe sizeofor
Sample
Size: 430

kA hkhkhkhhkrhkhkhhhAhhkrhhkhhhkrhkhkhkhhAhhkrhhkhhhkrhkhkhkhhkhkhkrhhkhhhkhhkhkhkhkrhkkhkrhkkhkhkhkrkhxhkxkkxk*k

OUTCOME VARIABLE:
FinPerf

Model Summary

R R-sqg MSE F dfl df2 P
.5517 .3043 L4294 30.8395 6.0000 423.0000 .0000
Model

coeff se t P LLCI ULCI
constant -1.9525 .2700 -7.2327 .0000 -2.4832 -1.4219
HPWPglob .3606 .0278 12.9602 .0000 .3059 .4153
gender -.1140 .0634 -1.7962 .0732 -.2387 .0107
age .0282 .0575 .4899 .6244 -.0849 .1412
educatio .0363 .0480 .7560 .4501 -.0580 .1305
workexpe -.0035 .0368 -.0946 .9247 -.0758 .0688
sizeofor .0775 .0261 2.9717 .0031 .0262 .1287

AR A A A AR AR A A A A AR AR A A A A AR AR A A A A A A AR AR A A KA A A A AR A AR AR A AR A AR A A A AR AR A AR A A A ARk Kk kK

OUTCOME VARIABLE:
NFinPerf

Model Summary

R R-sg MSE F dfl df2 i)
.7188 .5167 .2887 75.3811 6.0000 423.0000 .0000
Model

coeff se t P LLCI ULCI
constant -2.0464 L2214 -9.2450 .0000 -2.4815 -1.6113
HPWPglob L4744 .0228 20.7948 .0000 .4296 .5192
gender -.0921 .0520 -1.7709 .0773 -.1944 .0101
age .0105 .0472 .2234 .8234 -.0822 .1032
educatio -.0218 .0393 -.5549 .5792 -.0991 .0555
workexpe .0083 .0302 .2745 .7838 -.0510 .0676
sizeofor .0108 .0214 .5047 .6140 -.0312 .0528

R R S b S b e Sb b b S S Ib I Sb b I S e S b b Sb b b 2R S b b S b Sb R b Sh J Sh SE I Sb b I SR e S db I Sb b Sh db I 2h b S Sb e 2b b b db S 2b 3 2b b S 3

OUTCOME VARIABLE:
turnov
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Model Summary

R R-sq
.4344 .1887
Model
coeff
constant 5.4954
HPWPglob -.2885
FinPerf -.2561
NFinPerf -.0755
LTO6pla -.0808
Int 1 .1057
Int 2 -.2720
gender -.1228
age .0593
educatio .0161
workexpe -.1831
sizeofor .0240

Product terms key:

Int 1 : FinPerf
Int 2 : NFinPer
Test(s) of X by M interact
F dfl

M1*X .3007 1.0000
M2*X .0023 1.0000

MSE
1.6946
se
.5991 9.
.0807 -3.
.1143 -2.
.1392 -.
.0647 -1.
.1089
.1083 -2.
.1269 -.
.1144
.0960
.0732 -2.
.0524
x
f x
ion:
df2
417.0000
417.0000

.9704

.5186
.1673

.4570

F
8.8394

1725
5743
2403
5424
2482

5118
9675

5005

LTO6pla
LTO6pla

I
.5838

.9620

Test (s) of highest order unconditional interaction(s):

R2-chng F
M1*W .0018 .9417
M2*W .0122 6.3089

Focal predict: FinPerf
Mod var: LTO6pla

Data for visualizing the conditional effect of the focal predictor:

dfl
1.0000
1.0000

(M1)
(W)

df2
418.0000
418.0000

df1 df2
11.0000 418.0000
p LLCI
.0000 4.3177
.0004 -.4472
.0256 -.4808
.5878 -.3490
.2126 -.2080
.3324 -.1084
.0124 -.4849
.3339 -.3722
.6043 -.1655
.8672 -.1726
.0128 -.3271
.6479 -.0791
IS
.3324
.0124

.0000

ULCI

L6731
.1298
.0314
.1981
.0464
.3197
.0591
.1267
.2841
.2047
.0392
L1271

Paste text below into a SPSS syntax window and execute to produce plot.

DATA LIST FREE/

FinPerf LTO6pla turnov
BEGIN DATA.
-.7801 -1.1068 4.0352
.0000 -1.1068 3.7442
.7801 -1.1068 3.4532
-.7801 .0000 3.8546
.0000 .0000 3.6548
.7801 .0000 3.4550
-.7801 1.1068 3.6739
.0000 1.1068 3.5654
.7801 1.1068 3.4569
END DATA.
GRAPH/SCATTERPLOT=
FinPerf WITH turnov BY
Focal predict: NFinPerf (M2)
Mod var: LTO6pla (W)

LTO6pla

Conditional effects of the focal predictor at values of the moderator(s):

LTO6pla Effect
-1.1068 .2256
.0000 -.0755
1.1068 -.3765

se
.1856
.1392
.1817

o)

t
1.2155
-.5424

-2.0722

e
L2249
.5878
.0389

LLCI
-.1392
-.3490
-.7337

Moderator value(s) defining Johnson-Neyman significance region(s):

Value below
-2.4876 2.0930

% above
97.9070
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.9689 86.2791 13.7209

Conditional effect of focal predictor at values of the moderator:

LTO6pla Effect se
-4.3775 1.1153 .4969
-4.0775 1.0337 .4658
-3.7775 .9521 .4349
-3.4775 .8705 .4043
-3.1775 .7889 .3739
-2.8775 L7073 .3440
-2.5775 .6256 .3146
-2.4876 . 6012 .3058
-2.27175 .5440 .2858
-1.9775 .4624 .2579
-1.6775 .3808 L2312
-1.3775 L2992 .2062
-1.0775 .2176 .1835
-.7775 .1360 .1642
-.4775 .0544 .1495
-.1775 -.0272 .1409
.1225 -.1088 .1395
.4225 -.1904 .1455
L7225 -.2720 .1582
.9689 -.3390 L1725
1.0225 -.3536 L1760
1.3225 -.4352 .1975
1.6225 -.5168 .2218

Data for visualizing the conditional effect of the focal predictor:
Paste text below into a SPSS syntax window and execute to produce plot.

DATA LIST FREE/

NFinPerf LTO6pla turnov
BEGIN DATA.
-.7675 -1.1068 3.5711
.0000 -1.1068 3.7442
.7675 -1.1068 3.9173
-.7675 .0000 3.7127
.0000 .0000 3.6548
.7675 .0000 3.5969
-.7675 1.1068 3.8544
.0000 1.1068 3.5654
.7675 1.1068 3.2764
END DATA.
GRAPH/SCATTERPLOT=
NFinPerf WITH turnov BY

PR RERRRPRRNODNODNDNDNDN

t

.2444
.2190
.1891
.1532
.1096
.0560
.9890
.9657
.9038
L7932
.6473
.4514
.1859

.8285
.3640
-.1930

-1.
-1.
-1.
-2.
-2.
-2

L7799

3081
7196
9657
0094
2031

.3302

LTO6pla

P

.0253
.0270
.0291
.0319
.0355
.0404
.0474
.0500
.0576
.0737
.1003
.1474
.2363
.4079
.7160
.8471
.4359
.1916
.0862
.0500
.0451
.0281
.0203

LILCI
.1385
.1180
.0972
.0758
.0538
.0311
.0073
.0000

-.0177
-.0445
-.0736
-.1060
-.1431
-.1867
-.2394
-.3041
-.3830
-.4765
-.5829
-.6781
-.6995
-.8235
-.9528

I N = W =W S S )

ULCI

.0920
.9493
.8070
. 6651
.5239
.3834
.2439
.2024
.1058
.9693
.8353
.7045
.5783
.4587
.3483
.2497
.1654
.0957
.0389
.0000
.0077
.0469
.0808

*kxxkkhkkxkkkhkxxkkxx DIRECT AND INDIRECT EFFECTS OF X ON Y ***khkxkkkhrxkkhrx

Direct effect of X on Y
Effect se t
-.2885 .0807 -3.5743

Conditional indirect effects of X

INDIRECT EFFECT:

HPWPglob -> FinPerf ->
LTO6pla Effect BootSE
-1.1068 -.1345 .0673

.0000 -.0923 .0434
1.1068 -.0502 .0653

on Y:

tur

Boot

Index of moderated mediation:
Index BootSE BootLLCT

LTO6pla .0381 .0453

-.0469

0004

nov

LLCI
2692
1814
1753

Boot

BootULCI
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ULCI
-.1298



INDIRECT EFFECT:

HPWPglob -> NFinPerf -> turnov
LTO6pla Effect BootSE BootLLCI BootULCI
-1.1068 .1070 .0949 -.0769 .2955
.0000 -.0358 .0696 -.1722 .1026
1.1068 -.1786 .0959 -.3731 .0073

Index of moderated mediation:
Index BootSE BootLLCI BootULCI
LTO6pla -.1290 .0589 -.2499 -.0162

KAk Ak Ak A Ak kA kA khk Ak Akhkhkkx kA kkx%k ANALYSIS NOTES AND ERRORS R R i S b I b S b I S b S b S b I I b O 4

Level of confidence for all confidence intervals in output:
95.0000

Number of bootstrap samples for percentile bootstrap confidence intervals:
5000

W values in conditional tables are the mean and +/- SD from the mean.

NOTE: The following variables were mean centered prior to analysis:
LTO6pla FinPerf NFinPerf

NOTE: Standardized coefficients not available for models with moderators.

NOTE: Variables names longer than eight characters can produce incorrect output.
Shorter variable names are recommended.

—————— END MATRIX ----

Run MATRIX procedure:
kkhkkkkkk kA Kk Kk kA kA k kKK PROCESS Procedure for SPSS Version 3‘4 KAk kAhkhk Ak kkk Ak k kK kk*k

Written by Andrew F. Hayes. Ph.D. www.afhayes.com
Documentation available in Hayes (2018). www.guilford.com/p/hayes3

khkhkhkhkhkhkrhkhkhkhhAhhkrhhkhkhkhkrhkhkhhhkhhkrhhkhkhhkhhkhkhhkhkhhkrhhkhkhhkrhkhkhhkrhkkhkrhkhkhkhkhkrkhxhkhkxkhkkxk*k

Model : 14
Y : turnov
X : HPWPglob
M1 : FinPerf
M2 : NFinPerf
W : LTO6tra
Covariates:
gender age educatio workexpe sizeofor
Sample
Size: 430

ok hkhkhkhhkrhkhkhhhkhkhkdhhkhhhkrhkhkhhkhkhhkrhhkhkhhkrhkhkh kb hhkrhhkhkhhkhhkrhhkrhkhkrhkhkhkhhkrkxhkhkxkkxk*k

OUTCOME VARIABLE:
FinPerf

Model Summary

R R-sqg MSE F dfl df2 p
.5517 .3043 .4294 30.8395 6.0000 423.0000 .0000
Model
coeff se t P LLCI ULCI
constant -1.9525 .2700 -7.2327 .0000 -2.4832 -1.4219
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HPWPglob .3606 .0278 12.9602 .0000 .3059 .4153

gender -.1140 .0634 -1.7962 .0732 -.2387 .0107
age .0282 .0575 .4899 .6244 -.0849 .1412
educatio .0363 .0480 .7560 .4501 -.0580 .1305
workexpe -.0035 .0368 -.0946 .9247 -.0758 .0688
sizeofor .0775 .0261 2.9717 .0031 .0262 .1287

Ak hkhk Ak kA hkhk kA hhk A hhkhhkhkrhkhkhkhhAhkhk A hkhhhkrhkhkhkhhhkhkrhhkhkhkhkrhkhkhkhkrhkhkrhkkhkhkhkrkkxkkxkkxk%k

OUTCOME VARIABLE:
NFinPerf

Model Summary

R R-sg MSE F dfl df2 o)
.7188 .5167 .2887 75.3811 6.0000 423.0000 .0000
Model

coeff se t P LLCI ULCI
constant -2.0464 L2214 -9.2450 .0000 -2.4815 -1.6113
HPWPglob L4744 .0228 20.7948 .0000 L4296 .5192
gender -.0921 .0520 -1.7709 .0773 -.1944 .0101
age .0105 .0472 .2234 .8234 -.0822 .1032
educatio -.0218 .0393 -.5549 .5792 -.0991 .0555
workexpe .0083 .0302 .2745 .7838 -.0510 .0676
sizeofor .0108 .0214 .5047 .6140 -.0312 .0528

KA A A A AR AR A A A A A R AR A A A A A A AR A A A A A A AR AR A AR A AR AR A AR AR A AR AR A AR A AR AR A AR A AR AR Ak, K

OUTCOME VARIABLE:
turnov

Model Summary

R R-sg MSE F dfl df2 P
L4234 .1793 1.7143 8.3011 11.0000 418.0000 .0000
Model

coeff se t js) LLCI ULCI
constant 5.6395 .6001 9.3975 .0000 4.4599 6.8191
HPWPglob -.3148 .0813 -3.8725 .0001 -.4746 -.1550
FinPerf -.3010 1192 -2.5241 .0120 -.5354 -.0666
NFinPerf -.0499 L1431 -.3486 L7276 -.3311 .2314
LTO6tra -.0132 .0706 -.1867 .8520 -.1520 .1256
Int 1 .1294 L1219 1.0617 .2890 -.1102 .3690
Int 2 -.2330 1216 -1.9160 .0561 -.4720 .0060
gender -.1339 L1279 -1.0472 .2956 -.3852 L1174
age .0677 .1155 .5857 .5584 -.1594 .2947
educatio .0279 .0962 .2897 L7722 -.1613 L2171
workexpe -.2110 .0743 -2.8396 .0047 -.3570 -.0649
sizeofor .0276 .0528 .5221 .6019 -.0762 .1314

Product terms key:
Int 1 : FinPerf x LTO6tra
Int 2 : NFinPerf x LTO6tra

Test(s) of X by M interaction:

F df1 df2 p
M1*X .0541 1.0000  417.0000 .8162
M2*X .2341 1.0000 417.0000 .6288

Test (s) of highest order unconditional interaction(s):

R2-chng F dfl df2 i)
M1*W .0022 1.1273 1.0000 418.0000 .2890
M2*W .0072 3.6709 1.0000 418.0000 .0561

Focal predict: FinPerf (M1)
Mod var: LTO6tra (W)

Data for visualizing the conditional effect of the focal predictor:
Paste text below into a SPSS syntax window and execute to produce plot.
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DATA LIST FREE/

FinPerf LTO6tra turnov
BEGIN DATA.
-.7801 -1.0906 3.9979
.0000 -1.0906 3.6530
.7801 -1.0906 3.3081
-.7801 .0000 3.8734
.0000 .0000 3.6386
.7801 .0000 3.4038
-.7801 1.0906 3.7489
.0000 1.09006 3.6242
.7801 1.0906 3.4995
END DATA.
GRAPH/SCATTERPLOT=
FinPerf WITH turnov BY
Focal predict: NFinPerf (M2)
Mod var: LTO6tra (W)

Conditional effects of the focal predictor at values of the moderator(s):

LTO6tra

-1.

1.

0906
0000
0906

Effect

2042
0499
3040

se
.2153
.1431
L1725

-1

LTO6tra

t
.9484
.3486
.7623

p
.3435

L7276
.0788

LLCI
-.2190
-.3311
-.6430

There are no statistical significance transition points within the
range of the moderator found using the Johnson-Neyman method.

Conditional effect of focal predictor at values of the moderator:
LTO6tra

-4.
.2364
-3.
-3.
-3.
-3.
-2.
-2.
.1364
-1.
-1.
-1.
.9364
.6364
.3364
.0364
.2636
.5636
.8636
.1636
.4636

-4

-2

Data for visualizing the conditional effect of the focal predictor:

5364

9364
6364
3364
0364
7364
4364

8364
5364
2364

Effect

1.

0071

.9372
.8673
L7974
L7275
.6576
.5877
.5178
L4479
.3780
.3081
.2382
.1683
.0984
.0285

.0414

1113
1812
2511
3210
3909

se
.5994
.5640
.5288
.4937
.4588
L4242
.3899
.3561
.3229
.2904
.2590
L2291
.2014
L1769
.1572
.1441
.1396
.1445
.1579
L1778
.2025

[ i e N R R S A N

-1.
-1.

-1
-1

t
.6800
.6615
.6402
.6152
.5856
.5502
.5072
.4540
.3873
.3017
.1896
.0396
.8356
.5562
.1814
.2872
L7971
2540
5904
.8048
.9304

p
.0937

.0974
.1017
.1070
.1136
.1218
.1325
L1467
.1661
.1937
.2349
.2991
.4039
.5784
.8562
L7741
.4258
.2105
L1125
.0718
.0542

LLCI
-.1712
-.1715
-.1721
-.1730
-.1744
-.1762
-.1788
-.1822
-.1867
-.1928
-.2010
-.2122
-.2276
-.2494
-.2805
-.3247
-.3857
-.4652
-.5614
-.6706
-.7889

ULCI

.6275
.2314
.0351

observed

I SN

Paste text below into a SPSS syntax window and execute to produce plot.

DATA LIST FREE/
NFinPerf
BEGIN DATA.

.0000
L7675
.7675
.0000
.7675
L7675
.0000
L7675

7675

LTO6tra

-1.
-1.
-1.

0906
0906
0906

.0000
.0000
.0000

[

.0906
.0906
.0906

turnov

wWwwwwwwww

.4963
.6530
.8097
.6769
.6386
.6003
.8575
. 6242
.3909
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.1854
.0459
.9066
.7678
.6293
.4914
.3541
.2178
.0825
.9488
.8172
.6886
.5642
L4462
.3375
.2419
.1631
.1028
.0592
.0286
.0071



END DATA.
GRAPH/SCATTERPLOT=
NFinPerf WITH turnov BY LTO6tra
kA khkhkhkhkkhhkhhkkhhkhkkkx*k*k DIRECT AND INDIRECT EFFECTS OF X ON Y *hkhkhk Kk hkhkhkkhhkhrkkKkx*k*k
Direct effect of X on Y
Effect se t P LLCI ULCI
-.3148 .0813 -3.8725 .0001 -.4746 -.1550

Conditional indirect effects of X on Y:

INDIRECT EFFECT:

HPWPglob -> FinPerf -> turnov
LTO6tra Effect BootSE BootLLCI BootULCI
-1.0906 -.1594 .0756 -.3127 -.0151
.0000 -.1085 .0454 -.2012 -.0206
1.0906 -.0576 .0567 -.1728 .0517

Index of moderated mediation:
Index BootSE BootLLCT BootULCI
LTO6tra .0467 .0449 -.0393 .1373

INDIRECT EFFECT:

HPWPglob -> NFinPerf -> turnov
LTO6tra Effect BootSE BootLLCI BootULCI
-1.0906 .0969 .1110 -.1210 .3208
.0000 -.0237 .0711 -.1641 L1197
1.0906 -.1442 .0810 -.3037 .0143

Index of moderated mediation:
Index BootSE BootLLCT BootULCI
LTO6tra -.1105 .0607 -.2322 .0052

KAk hkkhkhk kA hkkhhkhkAk Ak hkhk kA kA kkx%k ANALYSIS NOTES AND ERRORS AKhkkkkh kA kA khkhkhAkkhkrAkkk Ak khhkkkx k%

Level of confidence for all confidence intervals in output:
95.0000

Number of bootstrap samples for percentile bootstrap confidence intervals:
5000

W values in conditional tables are the mean and +/- SD from the mean.

NOTE: The following variables were mean centered prior to analysis:
LTO6tra FinPerf NFinPerf

NOTE: Standardized coefficients not available for models with moderators.

NOTE: Variables names longer than eight characters can produce incorrect output.
Shorter variable names are recommended.
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Appendix 4- SPSS Output for Study 4

Run MATRIX procedure:
khkkkkkhkkkhkkkkkkkkk*k PROCESS Procedure for SPSS version 3'5 RARR Rk b b b b b b b b db db 3

Written by Andrew F. Hayes, Ph.D. www.afhayes.com
Documentation available in Hayes (2018). www.guilford.com/p/hayes3

KA Ak A AR AR A A A A A A A A A A A A A A AR AR AR A A AR AR A A A A AR AR A A A A A A AR A R AR A A A A A A A A A A A AR hA Ak K,k

Model : 11
Y : SQual
X ¢ PartSaf
M : OCB
W : LTO
Z AnThink
Covariates:
Gender Age ProTenur OrgTenur
Sample
Size: 293

Ak kA hkhkrhkhkhkhhAhhkrhhkhkhkhkrhkhkhkhhkhhkrhhkhkhhkrhkhkhkhhkhhkrhhkhkhhkrhkhkhhhkhkkrhkkhkhkhkrkhhkhkxkkxk%k

OUTCOME VARIABLE:
OCB

Model Summary

R R-sqg MSE F dfl df2 o)
, 7145 , 5105 , 2566 26,6453 11,0000 281,0000 ,0000
Model

coeff se t js) LLCI ULCI
constant 5,6624 , 1459 38,8050 ,0000 5,3751 5,9496
PartSaf ;1344 , 0405 3,3170 , 0010 , 0546 ;2141
LTO , 2135 , 0543 3,9290 ,0001 ,1065 , 3205
Int 1 ,1062 , 0480 2,2135 , 0277 ,0118 ;2006
AnThink ,1481 , 0511 2,8972 , 0041 , 0475 , 2487
Int 2 , 0481 , 0508 ;9467 , 3446 -,0519 ,1481
Int 3 -,0579 , 0528 -1,0966 , 2738 -,1618 , 0460
Int 4 , 2078 , 0417 4,9811 , 0000 , 1257 ,2899
Gender , 0902 ,0611 1,4755 , 1412 -,0301 , 2105
Age -,0444 , 0670 -,6637 , 5074 -,1763 , 0874
ProTenur , 1296 ,1114 1,1634 , 2457 -,0897 , 3490
OrgTenur -,0445 , 1122 -,3964 , 6921 -,2653 , 1764

Product terms key:

Int 1 : Partsaf x LTO

Int 2 : PartSaf x AnThink

Int 3 : LTO x AnThink

Int 4 : PartSaf x LTO x AnThink

Test (s) of highest order unconditional interaction(s):
R2-chng F dfl df2 o)
X*W*7 ,0432 24,8109 1,0000 281,0000 , 0000
Focal predict: PartSaf (X)
Mod var: LTO (W)
Mod var: AnThink (2)

Test of conditional X*W interaction at value(s) of Z:

AnThink Effect F dfl df2 o)
-,7802 -,0559 1,1015 1,0000 281,0000 ;2948
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, 0000 , 1062 4,8996 1,0000 281,0000 , 0277
, 7802 ;2683 18,5570 1,0000 281,0000 , 0000

Conditional effects of the focal predictor at values of the moderator(s):

LTO AnThink Effect se t P LLCI
ULCI

-,7644 -,7802 ,1396 ,0518 2,6943 , 0075 , 0376 , 2416
-,7644 , 0000 , 0532 , 0557 ;9562 , 3398 -,0563 ,1628
-,7644 , 7802 -,0332 ,0843 -,3936 , 6942 -,1992 ,1328
, 0000 -,7802 , 0969 ,0518 1,8708 , 0624 -,0051 ,1988
, 0000 , 0000 ,1344 , 0405 3,3170 ,0010 , 0546 ,2141
, 0000 , 7802 , 1719 ,0612 2,8094 ,0053 , 0515 ;2924
, 7644 -,7802 , 0541 , 0774 , 6985 ,4854 -,0983 , 2065
, 7644 , 0000 ,2156 , 0536 4,0202 ,0001 ,1100 , 3211
, 7644 , 7802 , 3770 ,0701 5,3819 , 0000 , 2391 , 5149

Moderator value(s) defining Johnson-Neyman significance region(s):

Value % below % above
-1,0805 8,8737 91,1263
-,0599 45,3925 54,6075

Conditional X*W interaction at values of the moderator Z:

AnThink Effect se t P LLCI ULCI
-2,7349 -,4622 , 1162 -3,9774 ,0001 -,6909 -,2334
-2,5349 -,4206 ,1086 -3,8719 ,0001 -,6344 -,2068
-2,3349 -,3790 ;1012 -3,7461 , 0002 -,5782 -,1799
-2,1349 -,3375 , 0939 -3,5945 , 0004 -,5223 -,1527
-1,9349 -,2959 , 0868 -3,4099 , 0007 -,4667 -,1251
-1,7349 -,2544 , 0799 -3,1828 ,0016 -,4117 -,0970
-1,5349 -,2128 , 0734 -2,9007 , 0040 -,3572 -,0684
-1,3349 -, 1712 , 0672 -2,5482 ,0114 -,3035 -,0390
-1,1349 -,1297 , 0616 -2,1067 , 0360 -,2508 -,0085
-1,0805 -,1183 , 0601 -1,9684 , 0500 -,2367 , 0000
-,9349 -,0881 , 0566 -1,5572 ,1205 -,1995 , 0233
-,7349 -,0465 , 0525 -,8871 , 3758 -,1498 , 0567
-,5349 -,0050 , 0494 -,1007 , 9199 -,1023 , 0923
-,3349 , 0366 , 0477 , 1672 , 4436 -,0573 ,1304
-,1349 , 0781 , 0474 1,6500 ,1001 -,0151 , 1714
-,0599 , 0937 , 0476 1,9684 , 0500 , 0000 ,1875
, 0651 ;1197 , 0485 2,4684 , 0142 , 0242 ;2152
;2651 ;1613 , 0510 3,1629 , 0017 , 0609 , 2616

, 4651 ;2028 , 0547 3,7112 , 0002 , 0952 , 3104

, 6651 , 2444 , 0593 4,1231 , 0000 , 1277 , 3611

, 8651 ;2860 , 0646 4,4234 , 0000 , 1587 , 4132
1,0651 ;3275 , 0706 4,6392 , 0000 ,1886 , 4665
1,2651 , 3691 , 0770 4,7935 , 0000 ;2175 , 5206

Data for visualizing the conditional effect of the focal predictor:
Paste text below into a SPSS syntax window and execute to produce plot.

DATA LIST FREE/

PartSaf LTO AnThink OCB
BEGIN DATA.
-,9624 -,7644 -,7802 5,4074
,0000 -,7644 -,7802 5,5418
, 9624 -,7644 -,7802 5,6762
-,9624 -,7644 ,0000 5,6407
,0000 -,7644 ,0000 5,6919
, 9624 -,7644 ,0000 5,7431
-,9624 -,7644 , 7802 5,8739
,0000 -,7644 , 7802 5,8420
, 9624 -,7644 , 7802 5,8100
-,9624 ,0000 -,7802 5,6463
,0000 ,0000 -,7802 5,7395
, 9624 ,0000 -,7802 5,8328
-,9624 ,0000 ,0000 5,7258
,0000 ,0000 , 0000 5,8551
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,9624 ,0000 ,0000 5,9844
-,9624 , 0000 , 7802 5,8052
,0000 ,0000 ,7802 5,9707
, 9624 , 0000 , 7802 6,1361
-,9624 , 7644 -,7802 5,8852
,0000 , 7644 -,7802 5,9373
,9624 , 7644 -,7802 5,9893
-,9624 , 7644 ,0000 5,8109
,0000 , 7644 ,0000 6,0183
,9624 , 7644 ,0000 6,2258
-,9624 , 7644 , 7802 5,7365
,0000 , 7644 ,7802 6,0993
, 9624 , 7644 ,7802 6,4622
END DATA.
GRAPH/SCATTERPLOT=
PartSaf WITH OCB BY LTO

/PANEL

ROWVAR=

AnThink

KA AR A AR AR A A A A A A AR A A A A A A AR A AR A A A A A AR A A A A A A AR A A A A A A IR A A A A A A A AR A A A A A A hA Ak kK

OUTCOME VARIABLE:

SQual

Model Summary

R R-sqg MSE F
, 7075 , 5005 , 3766 47,7673
Model
coeff se t
constant 4,1909 ,3863 10,8496
PartSaf ,4626 , 04406 10,3777
OCB ,2974 ,0598 4,9742
Gender -,1146 , 0735 -1,5588
Age -,2505 ,0802 -3,1238
ProTenur ,1613 , 1344 1,2003
OrgTenur -,0514 , 1352 -,3802
Test(s) of X by M interaction:
F dfl df2 P
6,1174 1,0000 285,0000 ,0140

KERXx I KKK KA Ak xxxxxx DIRECT AND INDIRECT EFFECTS

Direct effect of X on Y

dfl
6,0000

,0000
,0000
,0000
,1201
,0020
,2310
,7041

OF X ON

LLCI
, 3749

BootLLCI
,0078
-,0142
-,0621
-,0044
,0161
,0147
-,0428
,0237
,0556

BootULCI

Effect se t P
,4626 , 0446 10,3777 ,0000
Conditional indirect effects of X on Y:
INDIRECT EFFECT:
PartSaf -> OCB -> SQual
LTO AnThink Effect BootSE
-,7644 -,7802 , 0415 ,0208
-,7644 ,0000 ,0158 ,0173
-,7644 , 7802 -,0099 ,0278
,0000 -,7802 ,0288 , 0233
,0000 ,0000 , 0400 ,0154
,0000 , 7802 ,0511 ,0212
, 7644 -,7802 ,0161 , 0356
, 7644 ,0000 , 0641 , 0251
, 7644 , 7802 ,1121 ,0316
Index of moderated moderated mediation
Index BootSE BootLLCI BootULCI
,0618 , 0200 ,0238 ,1030
Indices of conditional moderated mediation by W
AnThink Index BootSE BootLLCT
-,7802 -,0166 ,0230 -,0630
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, 0282

df2
286,0000

LLCI
3,4306
,3749
,1797
-,2593
-,4084
-,1032
-,3175

, 0000

ULCI
4,9512
, 5504
, 4151
,0301
-,0927
, 4257
,2147

Y kR ok ok kokkok ok ok ok ok ok ok ok ok ok

ULCI
, 5504

BootULCI
, 0907
, 0542
, 0470
,0880
, 0763
, 0975
,1009
, 1231
, 1792



, 0000 , 0316 ,0198 -,0050 , 0738
, 7802 , 0798 , 0273 , 0289 ,1361
KAk Ak Ak AAk kA hAk Ak dk Ak Akhk Ak kx kA kkx %k ANALYSIS NOTES AND ERRORS R R i i b I b e S b I S b S b S b I S b O 4

Level of confidence for all confidence intervals in output:
95,0000

Number of bootstrap samples for percentile bootstrap confidence intervals:
5000

W values in conditional tables are the mean and +/- SD from the mean.
7Z values in conditional tables are the mean and +/- SD from the mean.

NOTE: The following variables were mean centered prior to analysis:
LTO AnThink PartSaf

NOTE: Standardized coefficients not available for models with moderators.
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