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Table 1 Demographic Characteristics of the Samples

T B 5 T 45 05 B W R TR 2 7 M i aalll i
HipH R, WEL, 18 % ~25 % 35 13. 060
' = 26 % ~30 % 107 39.925
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Table 2 Results for Confirmatory Factor Analysis

TR Erdas df RMSEA CFI TLI SRMR
5 HFH#R  UPA,USA,WP,AC,CWB 829.784 454 0.056  0.937  0.931  0.059
4 HFHRI 2 UPA,USA,WP + AC,CWRB 1145.844 458 0.075 0.884  0.875  0.095
4HAFHER b UPA + USA,WP,AC,CWB 1587.175 458 0.096  0.810  0.795  0.098
3 TR UPA + USA,WP + AC,CWB 1962.648 461 0.108  0.758  0.739  0.124
HHTFHR  UPA+ USA+ WP +AC + CWB  2982.493 464 0.142  0.577  0.548  0.147
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Table 3 Descriptive, Statistics and Correlation Coefficients

i Wl bEE AR B % gg % fﬁﬁg s ;‘;’j gﬁ
AR 2.418 0.833 1
5 1.526 0.500 -0.008 1
3] 3.325 0.614 -0.076 0.003 1
BOATIS 0.459 0.499 -0.013 0.139" 0.331"" 1
2% 2.810 0.479 -0.316"*0.076 0.211** -0.088 1
SHERTFHAE  3.455 0.945  0.046 -0.002 0.140° 0.144° -0.042 1
ATRSHEA 3.836 0.685 0.100 -0.040 -0.008 -0.070 -0.002 —0.163°* 1
THEES 3.731 0.816 0.070 0.057 0.082  0.034 -0.045 0.136° -0.247"* 1
TR 3.756 0.850  0.023 0.050 0.023  0.002 0.054 —0.158** 0.331°* -0.113 1
RAFTVER S 1.925 0.827 -0.002 0.031 0.026  0.037 -0.006 0.163°°-0.320"" 0.359°*-0.350""

" Ap<0.010,"Hp<0.050, FR ;M hEMBD 1 HISH25% 2426 %-30% 34531 #~40% 4441 % A b,
A AENES AAERE 2R EAAERAED AAGET PERAAT 2HREEH IAKRFAH 4H5H R4, 808
ERABBBE IAFTELR 0OARTPELER, PEAABRBGER IATEAALTEL 2AREFRF 3A4AR T,

RIBPRBNLUSERILER
Table 4 Comparison of Fitting Results for Competition Models

2

25 L {7 {J df RMSEA CFI TLI SRMR
HEAE R 1.715 611 0.052 0.927 0.921 0.081
sz o h AR 1.671 602 0.050 0.932 0.926 0. 060
AN PN E i 1.668 600 0.050 0.933 0.927 0.057

[~ sk R 1)
el

0.322™

Lo
iR TR
SIS

E L Ap<0.001,

P HBRESR
Figure 2 Test Results for Model
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IE; TEZBMRATRSEEM TEEDFEREN
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Z 8 1 o A1 F 9% A B %, Bootstrap = 1 000 /1] 95% &
5 X84 [-0.039,0.201], &0, H, R B 2 $E. {H
THEEHAETSELEMATRSHES R4 ™ TIE
fThzEERENFMHMERM,B=-0.371,p<0.010,
Bootstrap =1 000 fJ95% & {5 X 8] 5 [-0.596,-0.146],
AELEH0, H 48 3 5 i -

T R T, T2 S5 R Y S8 ER T B X
BREAEABZN AR, B =-0.149,p<0.050,
H 8850 ; T 2B MR TR S 3 E X F B R #E
B REMIE M EUE,B=0.551,p<0.001, Hy 78 2 Ig iiF .
| J Bootstrap Jr B HEFT AR AR B IG5 R R, 1H
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Table 5 Results for Hypotheses Test
fBei g%
H, T&SCBRAYSTER T IE [R5 W 5 TR RAE = TAE T N FidEd
H, T&5CBAY R THR S H B 7 R 5 TR A ™= TR T N Eiibus
H, T & SCBr) STacR A B IE [ 220 5 T TAEEN ESibus
H, T &3R5 TR S5 I8 B 92 1 820 53 T A9 TAREE 77 il
H; TAEENTE TR ERM AR5 KA TR B Z BEF A 1EH ESTiEus
Hy TAEEAE TR RN R TS HE S RA T TR B Z g S 1EH il
H, TREERMSTHERTHAFE R @0 R TR RRE i
Hy & SERA) 57 TS5 9 B OE [ 2w A T80 Bk i i
H, 15K E T &R SRERTHH H 5 R4 7 TAETT A Z [ 4 fE A E SR
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Influence of Union Practice Attributions on
Employees’ Counterproductive Work Behavior

ZHANG Maolong' ,HU Enhua' ,ZHANG Long' ,WANG Lingyun' ,SHAN Hongmei’
1 College of Economics and Management, Nanjing University of Aeronautics and Astronautics, Nanjing 211106, China
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Abstract : As labor relations become more complicated, the issue of reducing employees’ counterproductive work behavior has

raised concern. Existing researches mainly focus on the relations between the employer and employees to address this issue, while

the influence of union-employee relations has rarely been discussed. Union practice attributions refer to employees’ belief about

the underlying purpose of union practice. As a reflection of the perceived union-employee relations at the individual level, union

practice attributions can affect employees’ judgment of the power balance between the employer and themselves, exerting signifi-

cant influences on their psychological feelings and work behaviors.

This study posited that employees hold two different attributions of union practices according to their subjective heliefs. Per-

formance improvement attribution refers to employee's belief that union practices aim at enhancing the enterprise’s performance,
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and employee service attribution refers to employee’s belief that union practices aim at offering services to employees. Within the
framework of the Conversation of Resources Theory, the study took affective commitment and work stress as mediating variables,
and constructed a structural equation model to explore the differentiated influencing mechanisms of the two union practice attribu-
tions on employees’ counterproductive work behavior. Survey data of 268 employees from 15 enterprises in Beijing, Jiangsu and
Shaanxi was statistically tested using Spss 22. 0 and Mplus 7.4 to verify this model.

Results showed that employee service atiribution of union practices significantly enhanced employees’ affective commitment,
and reduced their work pressure and counterproductive work behavior. Meanwhile, performance improvement attribution of union
practices significantly reduced employees' affective commitment, but had no significant effect on employees’ work pressure and
counterproductive work behavior. In addition, both affective commitment and work pressure significantly mediated the relation-
ship between employee service attribution and counterproductive work behavior, but neither of them played significant mediating
effect in the relationship between performance improvement attribution and counterproductive work behavior.

This empirical study revealed the different effects and mechanisms of two union practice attributions on employees’ counter-
productive work behavior, and found that union practices could enhance employees’ work feelings and improve their behaviors on-
ly when they are believed to be serving for employees’ benefits, otherwise, the union would be regarded as an affiliation of the
enterprise and the employees would neither trust nor care about the union any more. The research conclusions provided a new ap-
proach to reduce counterproductive work behavior from the perspective of perceived union-employee relations. The study high-
lighted the necessity for unions to keep close touch with employees in the process of transformation, offering valuable guidance for
unions, employees and employers to make joint efforts to build a harmonious and all-win labor relations system.

Keywords ; union practice attribution ; counterproductive work behavior; work pressure; affective commitment ; conservation of re-

sources theory

Received Date: July 29" | 2017 Accepted Date; March 217, 2018

Funded Project: Supported by the National Natural Science Foundation of China(71473131,71573123,71772087) , the Research Base of Human
Resources Development in Jiangsu Provinee(20177ZSJD002 ) , and the Key Project of the Fundamental Research Funds for the Central Universities
(NP2017302)

Biography : ZHANG Maolong is a Ph. D candidate in the College of Economics and Management at Nanjing University of Aeronautics and Astronau-
tics. Her research interests include human resource management and industrial relations. Her representative paper titled “ What do unions in China
actually do? A study based on 1 853 reports of Chinese union practices” was published in the Economic Management Journal( lssue 11, 2016).
E-mail : mail_ellen@ 126. com

HU Enhua, doctor in management, is a professor in the College of Economics and Management at Nanjing University of Aeronautics and Astronau-
tics, His research interests cover human resource management, organization development and industrial relations. His representative paper titled
“Why do Chinese employees build supervisor-subordinate guanxi? A motivational analysis” was published in the Asia Pacific Journal of Manage-
ment( Issue 3, 2016). E-mail ; ehhu710519@ sina. com

ZHANG Long, doctor in management, is a professor in the College of Economics and Management at Nanjing University of Aeronautics and Astro-
nautics. His research interest focuses on organizational behaviors. His representative paper titled “ Guanxi with supervisor and counterproductive
work behavior ; the mediating role of job satisfaction” was published in the Journal of Business Ethics( lssue 3, 2016). E-mail;lzhang@ nuaa.
edu. cn

WANG Lingyun, doctor in management, iz an associate professor in the College of Economics and Management at Nanjing University of Aeronautics

and Astronautics, Her research interest focuses on | resource n . Her representative paper titled “The influence of relation modes

between union and company on employees’ dual commitment” was published in the Systems Engineering(lssue 2, 2016). E-mail ; helwly@ 163.
com

SHAN Hongmei, doctor in management, is an associate professor in the School of Management at Nanjing University of Posts and Telecommunica-
tions. Her research interest focuses on industrial relations. Her representative paper titled “ An empirical study on the effect of union practice on

firm performance” was published in the Journal of Management Science( lssue 4, 2014). E-mail ; shanhm710710@ 163. com O



