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The impact of work–family conflict on employee turnover intention has become a significant topic in organizational behavior research. However, existing findings show significant discrepancies, lacking systematic quantitative integration. The purpose of this study is to explore the relationships between work–family conflict, work-to-family conflict, family-to-work conflict, and employee turnover intention. It considers the moderating effects of national culture, occupation type, age, gender, and measurement tools. Methodology utilizes meta-analysis of large sample data, based on 122 empirical studies. It is found that: (1) There is a significant positive correlation between overall work–family conflict and turnover intention (r = 0.446), with both work-to-family conflict (r = 0.318) and family-to-work conflict (r = 0.261); (2) National culture (individualism/collectivism), occupation type, and measurement tool differences significantly moderate these three relationships; (3) Age only moderates the relationship between family-to-work conflict and turnover intention, while gender moderation effects are not supported. These findings enrich the knowledge system of turnover intention research and provide practical guidance on the implementation of effective measures to reduce turnover.
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1 Introduction

Current economic environments are highly volatile, with employee turnover emerging as a major challenge for organizations (1). Significant attention has been paid by organizations to the phenomenon of voluntary turnover, as such behavior results in significant economic losses (2). High turnover rates have negative impacts on enterprise performance, manifesting as decreased productivity, reduced profits, increased recruitment costs, combined with the associated expenses of training new employees (2, 3). Employee turnover not only results in the loss of professional knowledge and skills, but also disrupts team collaboration, leading to increased workload and decreased morale (4). Empirical research has found that turnover intention is the most direct predictor of voluntary turnover behavior (5). Thus, an understanding of turnover intention can play a preventive role in the process of employee turnover management (6). Turnover intention refers to an individual’s assessment of the possibility of permanently leaving an organization at some future point, resulting in a weakening of employee organizational commitment and reinforcement of turnover intention (7).

The formation of employee turnover intention is influenced by multiple factors. Based on existing theories and literature, the influencing factors of employee turnover intention include not only macroeconomic environmental factors but also micro-level company factors, family factors, and individual factors. To a certain extent, the higher the level of economic development, the more employees are likely to consider job selection from the view of their developmental needs. Relevant research shows that the greater the job opportunities, or the better the employment situation, the greater the prevalence of employees forming a turnover intention (8). Moreover, work pressure can significantly predict employee turnover intention (9). Employee workload (10), interpersonal relationship depletion (11), work schedule conflicts, and work–family conflicts (12) also have significant positive impacts on employee turnover intention. Employees with higher family support have significantly lower turnover intentions even when facing high work demands (13). Research shows that individual variables such as age, gender, and education level indirectly affect employees’ turnover intentions (14). Of these, work–family conflict is a core influencing factor of turnover intention (15, 16). Analysis of the relationship between turnover intention and work–family conflict, as well as its influencing factors, can provide strategies for reducing employee turnover behavior in organizations.

Over the past few decades, the body of literature on work–family conflict has been growing steadily (17). It is now a significant theme in the field of organizational behavior and human resource management. Work–family conflict describes the social contradictions and conflicts that arise due to the pressures brought by persons having to perform multiple roles across the two domains of work and family (18). Indeed, employees increasingly experience excessive work-related and family-related conflicts (19).

Initially, researchers considered work–family conflict as a unidimensional construct (20). However, with the development and deepening of research, researchers have recognized that the conflict between work and family actually involves two interrelated but slightly different concepts (21). These are: work-to-family conflict and family-to-work conflict. According to the Conservation of Resources theory, when work responsibilities interfere with family life, a tendency for work-to-family conflict will emerge. Conversely, when family life interferes with work responsibilities, a tendency for family-to-work conflict eventuates (22). Each vector encompasses three forms of expression: time, pressure, and behavior (23). Time conflict manifests as contradictions in time allocation for role investment. Pressure conflict manifests as emotional spillover of stress from one domain to another. Behavior conflict stems from differences in role behavior expectations across different domains.

Most researchers in this area focus on the conflict between work and family domains, emphasizing how work–family conflict can affect individuals’ physical and mental health. Work–family conflict has become an increasingly common and prominent issue in the workplace (24). It can lead to negative outcomes such as decreased affective organizational commitment, increased absenteeism, and higher turnover intentions among employees (25).

Moreover, relevant research findings indicate that work–family conflict not only significantly affects work-related outcome variables but also exerts noticeable interference effects on family-related outcome variables. It can also affect outcome variables that are not domain-specific. Of these, work-related outcome variables include burnout (26), absenteeism (27), turnover intention (28), lower job performance, and job dissatisfaction. Frone et al. (29) proposed that work–family conflict tends to lead to poor job performance. Eby et al. (30) suggested that conflict is inversely proportional to individual job satisfaction while having a positive impact on turnover rate and absenteeism. By reducing the occurrence of work–family conflict, mitigating the negative effects of conflict, and strengthening individuals’ perceived organizational support, the goal of reducing employees’ counterproductive behaviors can be advanced (31).

Family-related outcome variables include family satisfaction (32), family labor participation, and marital satisfaction. The study conducted by Cerrato and Cifre (33) indicated that work–family conflict reduces individual time available for family labor participation through the “time allocation strain” mechanism. Here, women are more significantly affected due to traditional gender role expectations. Yoo et al. (34) found that family-to-work conflict indirectly reduces marital satisfaction through gender role beliefs. Non-specific outcome variables include emotional exhaustion, while work–family conflict directly and positively affects emotional exhaustion (35).

Some studies have also examined either mediating or moderating variables in the relationship between work–family conflict and turnover intention. For example, job burnout (36), work stress (37), emotional exhaustion (38), and organizational commitment (39) are considered mediating factors, while organizational support (40), national cultural values (41), and gender (42) are considered moderating factors.

With regards to the relationship between work–family conflict and turnover intention, various scholars have drawn diverse conclusions, with no unified conclusion being reached. Greenhaus et al. (25) found that work–family conflict significantly positively affects employees’ turnover intention, while also concluding that family–work conflict does not show the same intention. Wang et al. (43) agreed that work–family conflict has a significant positive impact on turnover intention. However, Wilkinson et al. (44) found that both work–family conflict and family–work conflict significantly positively affect turnover intention. Li et al. (39) found that work–family conflict has a significant impact on turnover intention, while the impact of family–work conflict did not reach a significant level. Added to this, Dan et al. (45) found that family–work conflict has a positive and significant direct effect on employees’ turnover intention, yet work–family conflict has no significant impact. Huang et al. (37) concluded that work–family conflict has no significant direct impact on turnover intention, but does indirectly affect it through work stress. They also confirmed that family–work conflict has a direct positive impact on turnover intention (37).

Meta-analysis is a quantitative research tool that can integrate and comprehensively analyze multiple studies on the same topic, leading to comprehensive conclusions. Although existing studies have constructed multi-dimensional influence mechanisms, they have not comprehensively explored the relationships between work–family conflict, work-to-family conflict, family-to-work conflict, and employee turnover intention, as a unified framework.

This study uses meta-analysis to determine the relationship between turnover intention and work–family conflict, as well as to understand its two conflict directions. These datasets examined are the body of existing empirical research. The research objective aims to answer two research questions:


	(1) Do work–family conflict, work-to-family conflict, and family-to-work conflict significantly positively affect employees’ turnover intention?

	(2) Do different gender, age, country, occupation type, and measurement methods significantly moderate the relationships between work–family conflict, work-to-family conflict, family-to-work conflict, and turnover intention?





2 Literature review and hypothesis development


2.1 Relationship between work–family conflict and turnover intention

Through extensive empirical research, scholars have found a significant positive correlation between work–family conflict and turnover intention (46, 47). Both work-to-family conflict and family-to-work conflict have significant predictive effects on turnover intention (48, 49). Sari et al. (15) pointed out that work–family conflict is significantly positively correlated with turnover intention. Kelloway et al. (50) found that both work-to-family conflict and family-to-work conflict have significant impacts on turnover intention. In the meta-analysis conducted by Mesmer-Magnus et al. (51), the concept of organizational withdrawal was introduced, and the research results were consistent with those of Kelloway. Aybas et al. (52) indicated that both work-to-family conflict and family-to-work conflict have significant positive effects on turnover intention.

Scholars have gradually delved into the study of work–family conflict and turnover intention in specific industries. Researchers conducted sampling surveys on ICT practitioners (53), hospital nurses (54), police officers (55), general corporate employees (56), female employees (57), and primary and secondary school teachers (58). They found that the more severe the work–family conflict, the stronger the employees’ turnover intention. Therefore, this study proposes the following hypotheses:


	• Ha1: There is a significant positive correlation between work–family conflict and turnover intention.

	• Ha2: There is a significant positive correlation between work-to-family conflict and turnover intention.

	• Ha3: There is a significant positive correlation between family-to-work conflict and turnover intention.





2.2 Role of moderators

According to social role theory, factors such as physiological differences and socio-cultural influences, determine that men and women play different roles in organizational activities, thereby demonstrating distinct characteristics and cognitive abilities (59). During the work process, men tend to exhibit more proactive behaviors. For example, when there is a significant gap between current work and expectations or when better job opportunities arise, men’s intention to leave their jobs increases, and thus they are more likely to actually leave. In contrast, when job satisfaction is low, women tend to be more tolerant compared to men. After considering various factors, women generally do not propose leaving their jobs as readily as men (60). When exploring the impact of gender on the work-family relationship, social role theory was introduced, and empirical research confirmed that men have a higher work centrality and place more importance on their future career development as compared with women (61). Therefore, employees of different genders will have varying degrees of turnover intention when faced with work–family conflict.

Age, as a key demographic factor, significantly influences employees’ work attitudes and behavioral patterns (62). Relevant research indicates that age has a crucial impact on employees’ turnover intention (62, 63). According to embedded theory, individuals consider the loss of social status and material assets when leaving an organization or group (64). Therefore, older employees will consider the opportunity cost of leaving more carefully, thereby reducing their turnover intention (65). Younger employees are more willing to take risks and believe that new jobs will bring greater rewards (66). Moreover, compared to younger employees, older employees carry greater family responsibilities. In summary, employees of different age groups exhibit varying degrees of turnover intention when facing work–family conflict.

Through extensive empirical case studies, scholars have found differences based on cultural parameters. In the context of work–family conflict, job satisfaction has a greater impact on individualistic-dominated countries than on collectivistic-dominated countries. A comparison of American and Chinese families concluded that Chinese families consider family interests more important than personal interests, while American families regard family interests as equally important as personal interests (67).

Moreover, when analyzing the relationship between work–family conflict and turnover intention among subjects in different occupations, differences also appear. The relationship between work–family conflict and turnover intention among middle and senior managers in enterprises has been shown not to be significant (68). The correlation of research also varies among subjects in different occupations (69). Finally, the measurement tools used in different studies can also affect the research results. Therefore, this study proposes the following hypotheses:


	• Hb1: Gender significantly moderates the relationship between work-to-family conflict, family-to-work conflict, and work–family conflict as three factors and turnover intention.

	• Hb2: Age significantly moderates the relationship between work-to-family conflict, family-to-work conflict, and work–family conflict as three factors and turnover intention.

	• Hb3: Country significantly moderates the relationship between work-to-family conflict, family-to-work conflict, and work–family conflict as three factors and turnover intention.

	• Hb4: Occupational type significantly moderates the relationship between work-to-family conflict, family-to-work conflict, and work–family conflict as three factors and turnover intention.

	• Hb5: Metrics Tool significantly moderates the relationship between work-to-family conflict, family-to-work conflict, and work–family conflict as three factors and turnover intention.





2.3 Theoretical framework

Based on the above hypotheses, the following theoretical model diagram for meta-analysis is derived, as shown in Figure 1.
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FIGURE 1
 Theoretical model of meta-analysis.





3 Meta-analytic research method

The meta-analysis is widely adopted to investigate employee turnover issues. Current meta-analyses mainly focus on factors affecting turnover intention, namely, leadership empowerment (70), psychological empowerment (71), career adaptability (72), worker characteristics and job attitudes (73), job satisfaction (74), organizational commitment (75), work environment indicators (76), and workplace incivility (77). The results determined by meta-analysis are validated more reliable and robust. Therefore, this study adopts the meta-analysis method to explore the relationship between work–family conflict and turnover intention.

Considering the increasing number of empirical studies on employee turnover intention, with a rising inconsistency in findings across studies, there is a need for a comprehensive quantitative analysis of research conclusions. Hedges and Olkin (78) pointed out that meta-analysis generates more stable overall estimates by combining effect sizes, such as correlation coefficient r, thereby avoiding ‘elective reporting bias.’ Through meta-analysis, dispersed studies can be quantitatively integrated, overcoming the contradictions in conclusions caused by insufficient sample sizes and design differences in single studies. This approach promises to resolve the issue of inconsistent findings.

Therefore, this study adopts meta-analysis to conduct a scientific literature review of turnover intention research (77). Nevertheless, in order to minimize the outcome bias between work–family conflict and turnover intention, this study follows Stanley et al.’s meta-analysis procedures and statistical methods (79). The meta-analysis process includes literature search, screening, and coding, with specific steps, as shown in Figure 2.
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FIGURE 2
 PRISMA flowchart for literature screening.



3.1 Literature search and inclusion criteria

Firstly, in order to minimize publication bias, a comprehensive search was conducted across English literature databases, including Web of Science, Springer, Wiley, and Google Scholar, using the search terms “Turnover Intention,” “Intention to Quit,” “Work Family Conflict,” “Work–Family Conflict,” “Family–Work Conflict,” “Work Interference with Family,” and “Family Interference with Work.” The search was also conducted through Chinese literature databases, such as CNKI, VIP, and Wanfang Data, as Chinese scholars are highly active in this domain. Secondly, from 2010 to 2024, research on “work–family conflict” and “turnover intention” has been on the rise year by year. To ensure data reliability and continuity, we selected data spanning integer years, setting the literature search period from December 2010 to December 2024. Finally, to ensure rigor in the results, we applied the literature backtracking method, searching for unretrieved literature from the references of the already retrieved literature, in order to identify any additional significant literature.

Following a preliminary search, 416 English articles and 174 Chinese articles were retrieved, totaling 590 articles. To determine the final set of articles that need to be coded, the following criteria were developed for secondary screening.


	(1) To avoid data duplication and redundancy, studies that were published at different stages, repeatedly published, or conducted using the same or overlapping samples were only included if they had larger sample sizes and greater detailed content, ensuring comprehensiveness and accuracy of the research (78). A total of 351 irrelevant articles were excluded.

	(2) Only research literature containing dimensions related to turnover intention and work–family conflict was retained. This was to ensure the relevance of the research content. Consequently, a further 96 studies whose titles and abstracts do not meet the requirements were excluded.

	(3) A further test was applied whereby only studies that invoked empirical research methods to verify the correlation between variables were retained. Specifically, literature reviews, case studies, and other theoretical research were removed, resulting in 12 further papers culled.

	(4) This study utilizes the correlation coefficient between variables as the sole effect size, excluding studies that did not explicitly report the correlation coefficient between the independent variables and outcome variables involved. Thus, 9 more studies that did not provide effect sizes were rejected.



After a rigorous screening and elimination process, 122 independent empirical studies were finally selected, with an inclusion rate of 20.7%. Among these, 65 were in English and 57 were in Chinese. In terms of research content, 17 studies focused on work–family conflict, with 90 addressing work-to-family conflict, and 53 studies dealing with family-to-work conflict.



3.2 Document code

Using Excel 2021 software, systematic coding was conducted on the effective literature included in this meta-analysis. The coding process was undertaken in two steps. Firstly, descriptive items of the literature, covering key information such as study authors, publication date, and research subjects, were collected. Secondly, statistical values, including sample size, variable names involved in the study and their measurement dimensions, and correlation coefficients between different variables, were extracted.

Considering the complexity of the endeavor, this study divided the literature coding work into three stages. Firstly, coding content was clarified, which specifically covered author information, research objects, sample sizes, scale reliability, variable measurement methods and their specific dimensions, as well as correlation coefficients between variables and other key elements. Then, based on the previously determined coding framework, this study independently completed the coding work for valid literature and compiled preliminary coding summary tables accordingly, laying a data foundation for subsequent in-depth analysis. Finally, some literature from the preliminary coding table was randomly selected and carefully cross-checked with the original literature to ensure the accuracy and reliability of the coding. After further examination, a consensus was reached on all content of the coding, maintaining high consistency, and thus forming the final literature table. This process provided an accurate and reliable data platform necessary for the ensuing research analysis.




4 Meta-analysis results

Following the principles of meta-analysis proposed by Schmidt et al. (80), this study employs the data processing procedures involved in meta-analysis, including publication bias test, heterogeneity test, overall corrected weighted average effect size and associated statistical significance test. The corresponding data analysis was conducted using Comprehensive Meta Analysis software version 2 (CMA2.0).


4.1 Publication bias test

Publication bias test aims to evaluate the representativeness of selected literature, thereby avoiding result deviation caused by excessively high effect sizes.

In general, funnel plots are used to preliminarily test whether there is publication bias in the coded data of effective literature (81). Based on the funnel plots shown in Figure 3, it is found that the effect sizes of the relationships between work–family conflict, work-to-family conflict, family-to-work conflict, and turnover intention are mainly concentrated at the top of the graph and show approximately central symmetric distribution patterns, indicating a low possibility of publication bias (82). According to Rosenthal’s Fail-safe N test criteria (83), the fail-safe coefficients (Nfs = 4,613, 19,438, 10,603) of hypotheses Ha1, Ha2, and Ha3 are significantly higher than the thresholds of 5 K + 10 (K represents the number of literature) (95, 460, 275), indicating a low probability of publication bias in this study. Based on both qualitative and quantitative analysis results, there is no publication bias in the literature coding data of this study, and the data have high reliability.

[image: Three funnel plots show the relationship between work-family conflicts and turnover intention. The first plot (a) illustrates work-family conflict versus turnover intention with data points scattered around a central line. The second plot (b) depicts work-to-family conflict versus turnover intention with a denser concentration of points. The third plot (c) displays family-to-work conflict versus turnover intention with a slightly more dispersed pattern of data points. Each plot highlights standard error against Fisher’s Z values, with lines indicating expected variance.]

FIGURE 3
 Funnel plot of three variables and turnover intention.




4.2 Heterogeneity test

Heterogeneity testing aims to determine the causes of differences between effect sizes and calculate the proportions of true error and random error. This study intends to conduct an in-depth analysis of multiple statistics of the effect size r between work–family conflict (one-dimensional), work-to-family conflict and family-to-work conflict (two-dimensional), and turnover intention, including Q statistic, I2 statistic, and Tau2 statistic.

Heterogeneity test results for the effect sizes of work–family conflict, work-to-family conflict, family-to-work conflict, and turnover intention are 780.844, 783.358, and 985.336, respectively, with p values all less than 0.001, indicating differences between independent samples, which may be caused by variations in literature sample sources, measurement methods, etc. The I2 values are 97.951, 88.639, and 94.723, respectively, indicating true differences of 97.951, 88.639, and 94.723%, respectively. The Tau2 values suggest that 14.6, 1.5, and 3.2% of the study result differences can be used for weight calculation, as shown in Table 1.


TABLE 1 Heterogeneity test results of effect sizes between antecedent variables and turnover intention.

	Antecedent variables
	K/piece
	Heterogeneity
	Tau-squared



	Q
	df
	p
	I2
	Tau2
	SE
	Variance
	Tau

 

 	Work-family 	17 	780.844 	16 	<0.001 	97.951 	0.146 	0.061 	0.004 	0.383


 	Work-to-family 	90 	783.358 	89 	<0.001 	88.639 	0.015 	0.004 	0.000 	0.121


 	Family-to-work 	53 	985.336 	52 	<0.001 	94.723 	0.032 	0.011 	0.000 	0.178





Q, Degree of variation between different effect sizes; I2, Value is used to evaluate how much of the variation between effect sizes is caused by true differences; Tau2, Value quantifies the percentage of between-study differences in results weighted by study size.
 

It can be inferred that there is heterogeneity in the effect sizes between variables. According to Higgins et al.’s suggestion, the I2 values are divided into three levels: low (below 25%), medium (25–50%), and high (50–75%) to represent the degree of heterogeneity (84). If the heterogeneity is low, a fixed-effects model is more appropriate; if the heterogeneity is medium or high, a random-effects model is more appropriate (85). The results show that the I2 values are all higher than 75%, indicating high heterogeneity. Therefore, this study uses a random-effects model to analyze the impact of work–family conflict on turnover intention.



4.3 Main effect test

This study examines the K value, N value, r value, 95% confidence interval, Z value, and p value of the two-tailed test in the main effect test analysis, aiming to answer the research questions proposed by the three hypotheses. After screening, this study finally obtained 17, 90, and 53 empirical research articles on work–family conflict, work-to-family conflict, family-to-work conflict, and turnover intention, respectively. According to Cohen’s (86) classification criteria for effect size, small effect r = 0.1, medium effect r = 0.3, and large effect r = 0.5, as shown in Table 2. Among them, the effect size of work–family conflict and turnover intention (r = 0.446) is higher than the critical value of 0.3, belonging to a high degree, indicating a high correlation strength between the two, and the 95% confidence interval ([0.287, 0.581]) does not contain 0, which is statistically significant (p < 0.001). The effect size of work-to-family conflict and turnover intention (r = 0.318) is slightly higher than the critical value of 0.3, belonging to a medium effect, indicating that the correlation between the two has substantial significance, and the 95% confidence interval ([0.293, 0.343]) does not contain 0, which is statistically significant (p < 0.001). The effect size of family-to-work conflict and turnover intention (r = 0.261) is between 0.1 and 0.3, belonging to a small effect, reflecting the observability of this correlation in actual research, and the 95% confidence interval ([0.241, 0.307]) does not contain 0, which is statistically significant (p < 0.001). Therefore, it can be concluded that work–family conflict, work-to-family conflict, and family-to-work conflict have significant positive effects on turnover intention, and hypotheses Ha1, Ha2, and Ha3 are all validated.


TABLE 2 Total effect values between each antecedent variable and turnover intention.

	Antecedent variables
	Calculation model
	K/piece
	N
	95%CI
	Two-tailed test



	r
	Lower limits
	Upper limits
	Z
	p

 

 	Work-family 	Stochastic 	17 	5,752 	0.446 	0.287 	0.581 	5.101 	<0.001


 	Work-to-family 	Stochastic 	90 	51,110 	0.318 	0.293 	0.343 	23.498 	<0.001


 	Family-to-work 	Stochastic 	53 	33,779 	0.261 	0.214 	0.307 	10.434 	<0.001





K, Number of independent samples in each study; N, Total sum of samples across all studies; r, True point estimation effect size between variables after correcting measurement errors.
 



4.4 Moderation effect test

In different studies, the correlation between work–family conflict, work-to-family conflict, family-to-work conflict, and turnover intention shows variations. This may be due to other potential variables playing a moderating role and influencing the relationship between variables. Therefore, based on the main effect analysis, this study examines the reasons for research finding differences across five aspects. Namely these are: gender, age, country, occupation type, and measurement tools.

For work–family conflict, four main results can be derived from the analysis, and details are as shown in Table 3. First, insufficient data on gender and age prevent analysis of the moderating effect of gender and age on the correlation between work–family conflict and turnover intention. Second, the moderating effect of different countries on the relationship between work–family conflict and turnover intention is significant, with India showing the highest correlation, followed by China, and then Pakistan. Third, the moderating effect of different occupation types on the relationship between work–family conflict and turnover intention is significant, with enterprise employees showing the highest correlation, and police showing the lowest. Fourth, different measurement tools have a significant moderating effect on the relationship be-tween work–family conflict and turnover intention, with Clark’s (102) scale showing the highest correlation, followed by Carlson et al. (23), and finally Netemeyer (87) indicating that different measurement tools and screening criteria can significantly moderate the correlation between variables.


TABLE 3 Moderating effect analysis of work–family conflict.

	Moderator variable
	Heterogeneity test
	Class
	K
	Correlation
	95%CI



	QB
	df
	p
	Lower limits
	Upper limits

 

 	Country 	387.32 	2 	<0.001 	China 	12 	0.41 	0.293 	0.516


 	India 	1 	0.965 	0.954 	0.973


 	Pakistan 	1 	0.311 	0.203 	0.412


 	Occupation types 	9.678 	4 	0.046 	Enterprise staff 	3 	0.484 	0.281 	0.645


 	Police 	2 	0.285 	0.22 	0.348


 	Kindergarten teacher 	2 	0.323 	0.277 	0.367


 	Metrics tool 	15.56 	4 	0.004 	Carlson et al. (23) 	9 	0.419 	0.251 	0.562


 	Clark (102) 	1 	0.474 	0.368 	0.568


 	Netemeyer et al. (87) 	1 	0.323 	0.268 	0.376


 	Wu Mingxia (103) 	1 	0.322 	0.234 	0.404




 

Regarding the work-to-family conflict, five important findings are revealed by the analysis, and details are as shown in Table 4. First, the moderating effect of gender was not significant (p > 0.05). Further analysis showed that the correlation coefficient between work-to-family conflict and turnover intention was 0.341 for males and 0.325 for females, with males slightly higher than females. Second, the moderating effect of age was not significant (p > 0.05). Further analysis found that the correlation coefficients between variables for ages 25–35, 35–45, and 45–55 were 0.320, 0.308, and 0.293, respectively. Third, the moderating effect of country was significant. Of these, China showed the highest correlation between work-to-family conflict and turnover intention, followed by the United States, and finally the Netherlands. This result indicates that the country of origin is an important factor, moderating the correlation between variables. Fourth, the moderating effect of occupation type was significant. Of these, preschool teachers showed the highest correlation between work-to-family conflict and turnover intention. The moderating effect of measurement tools was significant. Using the Netemeyer et al. (87) scale yielded the highest correlation between work-to-family conflict and turnover intention, followed by Carlson et al. (23), and finally Frone et al. (29). This indicates that different measurement tools and screening criteria are important factors affecting the correlation.


TABLE 4 Moderating effect analysis of work-to-family conflict.

	Moderator variable
	Heterogeneity test
	Class
	K
	Correlation
	95%CI



	QB
	df
	p
	Lower limits
	Upper limits

 

 	Gender 	0.049 	1 	>0.05 	Male 	7 	0.341 	0.21 	0.461


 	Female 	7 	0.325 	0.257 	0.39


 	Age 	0.656 	3 	>0.05 	25–35 	9 	0.32 	0.22 	0.414


 	35–45 	13 	0.308 	0.226 	0.386


 	45–55 	6 	0.293 	0.16 	0.416


 	Country 	9.11 	3 	<0.001 	China 	47 	0.308 	0.277 	0.338


 	America 	7 	0.251 	0.199 	0.302


 	Netherlands 	3 	0.19 	0.072 	0.302


 	Occupation types 	43.963 	14 	<0.001 	Nurse 	14 	0.34 	0.242 	0.431


 	Enterprise staff 	22 	0.304 	0.256 	0.35


 	Female staff 	6 	0.351 	0.25 	0.445


 	Kindergarten teacher 	3 	0.377 	0.305 	0.444


 	Hotel staff 	3 	0.344 	0.224 	0.454


 	Construction staff 	3 	0.301 	0.148 	0.441


 	Metrics tool 	8.027 	3 	0.045 	Carlson et al. (23) 	26 	0.311 	0.265 	0.354


 	Frone et al. (29) 	3 	0.194 	0.106 	0.279


 	Netemeyer et al. (87) 	33 	0.33 	0.281 	0.377




 

For family-to-work conflict, five important findings are derived from the analysis, with the details shown in Table 5. First, the moderating effect of gender was not significant (p > 0.05). Further analysis revealed that the correlation coefficient between family-to-work conflict and turnover intention was 0.203 for males and 0.295 for females, indicating a slightly higher correlation for females compared to males. Second, the moderating effect of age was significant (p < 0.05). Further analysis showed that the correlation coefficients between family-to-work conflict and turnover intention for the age groups of 25–35, 35–45, and 45–55 were 0.350, 0.159, and 0.194, respectively. Among these, the highest correlation was found in the 25–35 age group, followed by the 45–55, and 35–45 age groups. Third, the moderating effect of nationality was significant, with Turkey showing the highest correlation between variables, followed by China and then the United States, indicating that nationality is an important factor affecting the correlation between variables. Fourth, the moderating effect of occupation type was significant, with construction workers showing the highest correlation between family-to-work conflict and turnover intention. Fifth, the moderating effect of measurement tools was significant, with the Netemeyer et al. (105, 106) scale showing the highest correlation between family-to-work conflict and turnover intention, followed by the Netemeyer (87) scale and Carlson (23) scale. This indicates that different measurement tools and screening criteria are important factors affecting the correlation between variables, as shown in Table 5. In summary, hypotheses Hb3, Hb4, and Hb5 were supported, while Hb1 was not supported, with hypothesis Hb2 gaining partial support.


TABLE 5 Moderating effect analysis of family-to-work conflict.

	Moderator variable
	Heterogeneity test
	Class
	K
	Correlation
	95%CI



	QB
	df
	p
	Lower limits
	Upper limits

 

 	Gender 	0.961 	1 	>0.05 	Male 	7 	0.203 	0.024 	0.369


 	Female 	5 	0.295 	0.226 	0.361


 	Age 	8.885 	2 	0.012 	25–35 	6 	0.35 	0.252 	0.44


 	35–45 	7 	0.159 	0.051 	0.262


 	45–55 	2 	0.194 	0.139 	0.248


 	Country 	55.851 	3 	<0.001 	America 	5 	0.174 	0.132 	0.216


 	Turkey 	2 	0.523 	0.447 	0.591


 	China 	31 	0.274 	0.212 	0.333


 	Occupation types 	55.812 	13 	<0.001 	Enterprise staff 	15 	0.245 	0.171 	0.316


 	Nurse 	8 	0.244 	0.152 	0.331


 	Construction staff 	3 	0.249 	0.167 	0.327


 	Metrics tool 	47.787 	6 	<0.001 	Carlson et al. (23) 	15 	0.28 	0.193 	0.362


 	Netemeyer et al. (105, 106) 	1 	0.68 	0.59 	0.753


 	Netemeyer et al. (87) 	23 	0.275 	0.215 	0.333




 




5 Discussion

Differences in sample characteristics and research methods across studies can lead to contradictory research findings. However, meta-analysis can help mitigate the impact of these differences (88). Therefore, meta-analytic results are considered more reliable and stable. The purpose of this paper is to conduct a meta-analysis on the relationship between work–family conflict and employees’ turnover intention. The analysis using random-effects meta-analysis procedures shows that work–family conflict, work-to-family conflict, and family-to-work conflict all have significant positive effects on turnover intention. What needs to be taken into consideration, however, is that different countries, occupation types, and measurement tools significantly moderate the relationships among these variables.

This study found a significant positive correlation between overall work–family conflict and turnover intention (r = 0.446), with both work-to-family conflict (r = 0.318) and family-to-work conflict (r = 0.261) showing statistically significant effects. This indicates that both work interference with family and family interference with work can increase employees’ turnover intention, while it is the former that has a stronger effect. From the perspective of Conservation of Resources Theory (89), when role obligations to work and family excessively deplete employees’ core resources, in time, energy, and emotion, employees tend to develop a turnover intention in the effort to alleviate conflict while conserving resources. For example, employees who cannot balance work and family due to high work pressure and frequent overtime, resulting in prolonged conflict, are more likely to develop turnover behavior. Longitudinal studies conducted by Smith et al. (104) confirmed the impact of work interfering with family, and its long-term driving effect on turnover intention. At the same time, the impact of family interfering with work is weaker due to situational fluctuations. According to research surveys (90), the growth rate and total working hours of employees significantly exceed family-related activity time, while working hours exhibit a trend of further encroaching on family life. Continuous work interference with family exacerbates psychological pressure through the “resource depletion” mechanism, ultimately leading to turnover intention under long-term accumulation effects. Therefore, work-to-family conflict has a greater impact on turnover intention as compared with family-to-work conflict.

The age factor only shows a moderating effect in the relationship between family-to-work conflict and turnover intention. Due to the lack of sufficient data, the moderating effect of gender in the relationship between work–family conflict and turnover intention cannot be analyzed. But Further analysis reveals that the correlation coefficient between family-to-work conflict and turnover intention was higher for women (r = 0.295) compared to men (r = 0.203), which again is consistent with social role theory. Traditional gender division of labor places greater family care responsibilities, such as childcare and housework, on women, making their psychological pressure more likely to translate into turnover intention when family demands interfere with work. Momin et al. (91) found that gender plays an important moderating role in the relationship between psychological capital and well-being, which provides that measuring variables such as psychological capital is beneficial to complement the research on the moderating effect of gender. Some studies have also pointed out that women have a stronger demand for flexible work arrangements, with more significant conflict mitigation effects. At the same time, men appear influenced by traditional ‘work-first’ role expectations that do not benefit significantly from flexible arrangements (92).

The moderating effect of age on family-to-work conflict was significant, with a higher correlation coefficient for employees aged 25–35 (r = 0.350) compared to those over 35. This indicates that work–family conflict is more likely to lead to turnover intention among younger employees. This can be attributed to differences in generational values. Growing up in a society where individualistic values are rising, younger employees emphasize self-realization and family life quality over traditional career loyalty (58). Research by Wan (93) and others has shown that younger employees value work-family balance more and consider family responsibilities as fundamental to life quality. When family responsibilities conflict with work, they are more inclined to maintain family harmony through turnover. Conversely, older employees, due to higher career embeddedness, such as seniority and networking, tend to endure or adjust role priorities (94).

In the study of five different moderating factors, the results showed that different countries, different occupational types, and different measurement tools all played a significant moderating role in the relationship between work–family conflict, work-to-family conflict, family-to-work conflict, and turnover intention.

The cultural differences between different countries significantly affected the correlation strength between the three types of conflicts and turnover intention. In countries dominated by collectivist cultures (such as China, r = 0.274), the correlation between family-to-work conflict and turnover intention was higher than in countries dominated by individualist cultures (such as the United States, r = 0.174). This difference can be explained by Hofstede’s individualism–collectivism dimension theory (95). In collectivist cultures, family interests take precedence over personal career development, and employees have a lower tolerance for family interference in work. By contrast, individualist cultures emphasize individual autonomy and career achievement, where employees are more inclined to cope with work conflicts by adjusting work strategies rather than by leaving their job (96).

Different occupational types also have a significant moderating effect on conflict effects. The correlation coefficient between work–family conflict and turnover intention among enterprise employees is the highest among different occupational types (r = 0.484). The reason for this lies in the fact that enterprise employees are required to devote as much time and energy as possible to work, making it difficult for them to meet family responsibilities. This can lead to increased conflict and thus increased turnover intention (97). Contrariwise, professional positions inculcated with a spirit of dedication, such as police officers, tend to have a deeper commitment to their chosen careers while holding their work to be personally meaningful (98). This sentiment makes them value their work, leaving them comfortable with investing time in their careers. They are thus less likely to have turnover intentions.

Similarly, the correlation coefficient between family-to-work conflict and turnover intention is the highest among construction industry employees (r = 0.249). The high mobility, irregular working hours, and lack of family-supportive supervisors in the construction industry make it particularly difficult for workers to balance work and family responsibilities (99). In the education sector, preschool teachers have a prominent work-to-family conflict effect (r = 0.377). Preschool teachers need to spend more time and energy on teaching and caring for young children, which may lead them to neglect their own families’ needs for time and energy. Work overload causes pre-school teachers to still need to handle lesson preparation, parent communication, and other tasks after work, squeezing family time and leading to increased work-to-family conflict, resulting in turnover intention (100).

Of the different measurement tools, the scales developed by Carlson et al. (23) and Netemeyer et al. (87) are most commonly used. Both revealed the most significant moderating effect to be between family-to-work conflict and turnover intention. However, the Carlson scale had a greater impact on the moderating effect between work-to-family conflict, family-to-work conflict, and turnover intention. According to the findings of Carmines and Zeller (101), measurement tools shape empirical results through construct coverage, item quality, and cultural adaptability, indicating that differences in scale structure design, reliability, and cultural adaptability can lead to differences in correlation coefficients. The six-dimensional subdivision screening criteria and form decomposition of the Carlson et al. (23) scale enhanced the sensitivity of specific correlations, explaining its higher correlation. The bidirectional structure of the Netemeyer et al. (87) scale prioritizes comprehensive screening criteria and simplicity, leading to the ‘aggregation and dilution’ of correlation.



6 Conclusion

This study reviews and analyzes the current research status of work–family conflict and turnover intention both domestically and internationally. In so doing, it points out the limitations of existing research on work–family conflict and turnover intention. To address the shortcomings in current turnover intention research, this study employs a meta-analysis method to quantitatively analyze the correlation between work–family conflict (r = 0.446), work-to-family conflict (r = 0.318), family-to-work conflict (r = 0.261), and turnover intention. The results showed that all these conflicts have a significant positive impact on turnover intention.

However, different countries, occupation types, and measurement tools significantly moderate the correlation between work–family conflict, work-to-family conflict, family-to-work conflict, and turnover intention. In addition, age was also confirmed to significantly moderate the correlation between family-to-work conflict and turnover intention. The findings of this research provide theoretical support for organizations aiming to develop and improve work-family policies in order to retain valued employees. There are two major implications. First, the implementation of differentiated career management should be considered. For high-conflict occupations, such as nursing and construction, it is necessary to optimize shift systems and provide psychological counseling services. In the education sector, in order to reduce conflict perception, there ought to be a reduction in the administrative burden combined with teacher autonomy. Second, work-family balance policies must be developed in ways that fit local cultural characteristics. Based on cultural dimensions, such as individualism/collectivism, enterprises should provide employees with organizational support measures that align with local culture. In collectivist culture-dominated countries, such as China, family support policies, such as flexible working hours and childcare support, can be strengthened to reduce the interference of family responsibilities on work. In individualistic culture-dominated countries, such as the United States, more emphasis should be placed on career development and work autonomy support, such as flexible remote work and personalized career planning. This would help employees regulate psychological pressure through cultural adaptation, thus reducing turnover intention caused by work–family conflict.

However, this study still has limitations. First, the gender moderating effect in the relationship between work–family conflict and turnover intention was not sufficiently supported by data. Possibly this is limited by the ambiguity of gender classifications in the literature, where some studies did not clearly report gender distribution. Second, the age moderating effect was only reflected in the family-to-work conflict dimension, thus lacking general significance. Third, the comparison samples of different countries’ moderating effects were concentrated in only a few countries (China, n = 59), with a lack of studies from a diverse range of national backgrounds. This will affect the generalizability of conclusions.

Future research can add sensitivity analysis of moderating factors. By evaluating the sensitivity of gender factors to variables, the actual impact of gender as a moderating factor can be reconsidered to make up for the lack of gender factors in data. Despite scientific meta-analytic screening, the existing databases still exhibit a structural imbalance: developing countries, China in particular, have significantly more research outputs in the field of work–family conflict compared to other nations. This phenomenon likely reflects that the practical urgency of this issue in developing countries has driven academic attention. For instance, China’s needs for industrial transformation and rapid economic development have stimulated the growth of research in the realm of work–family conflict. Future research can combine cross-cultural comparisons and dynamic tracking design, expand the language range of data collection to incorporate more national background studies, which is conducive to more prominently addressing geographical biases, deeply exploring the cultural adaptation mechanism of work–family conflict, and exploring potential mediating variables such as perceived organizational support and psychological capital to improve the theoretical framework. In addition, given the high-conflict characteristics of the construction industry, it is recommended to combine the guidance of psychological capital and organizational support systems to provide a way to reduce the intention to leave in highly conflicted environments.
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