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Abstract 

How to reduce the CWB has always been an important issue of human resource 
management practices, the existing research thought of high performance work system 
to employees behavior has a certain inhibitory effect on the production, but the effect is 
not ideal, the reason is that employees the attribution of the implementation of high 
performance work system, high performance work systems performance attribution to 
employee no significant inhibition against production behavior, or even inspire staff's 
production behavior. Based on the theory of resource conservation, this paper 
constructs a conceptual model of the effect of performance attribution of high 
performance work system on employees' counterproductive work behaviors with the 
labor union as the regulating variable, and verifies the relevant assumptions with the 
structural equation model based on the data of 264 employees from Jiangsu, Anhui, 
Zhejiang, Shanghai and other places. The results show that the performance attribution 
of high performance work system can significantly increase employees' 
counterproductive work behaviors, and the union practice plays a moderating role 
between the performance attribution of high performance work system and CWB. Lastly, 
the conclusion not only provides a new way to reduce employees' counterproductive 
behavior, but also provides practical guidance for enterprises impulses the construction 
of harmonious labor relations. 

Keywords 

HPWS Performance Attribution; CWB; Union Practice. 

1. Introduction 

Counterproductive work behavior(CWB) refers to the spontaneous behavior of employees who 
intentionally violate the legitimate interests of the organization or its members (Sackett & 
DeVore, 2001; Spector,2006).A large number of studies show that employees engage in CWBs 
at work, such as passive working, unprovoked absence from work, stealing enterprise property, 
etc., will have a negative impact on organizational performance and cause great losses to 
enterprises (Zhang & Deng, 2016). How to reduce counterproductive behavior has become an 
important issue in human resource management practice. Enterprises have to continuously 
improve their own management measures to cope with the development of management 
practice and the advancement of research, it is found that High Performance Work Systems 
(HPWS) can alleviate the problem of employees' counterproductive behaviors to a certain 
extent. HPWS is an optimal combination of a series of interrelated and mutually reinforcing 
human resource management practices, which can help enterprises to improve organizational 
performance and restrain employees' counter-productive behaviors in some specific situations 
(Peccei et al.,2013;Wan Juan, Zhang Zhe,2018). However, the reality is that in the enterprises 
that have implemented HPWS, employees' counter-productive behaviors occur occasionally, 
and the inhibiting effect of HPWS on employees' counter-productive behaviors is not always 
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effective. Karina &amp; Susanne (2015), the reason is related to employee subjective judgment 
of HPWS employees for the purpose of the enterprise implementation of HPWS will have 
different have different attribution, when employees make a high performance work systems 
well-being attribution, counterproductive behavior decreased significantly, and when 
employees make a high performance work systems performance attribution, will feel the lack 
of resources, the inhibition is invalid, or even inspire staff's production behavior (Hu En-hua, 
Hu Jingjing, 2020). However, human resources are not the only channel for employees to obtain 
resources, and labor union practice can also make up for the lack of employee resources and 
reduce the occurrence of counterproductive work behaviors 

Based on this, the paper discusses the HPWS performance attribution based on the 
classification of performance attribution, the impact on employees' counterproductive work 
behaviors and the role of labor union practice in it. The conclusion not only provides a new way 
to reduce employees' counterproductive behavior, but also provides practical guidance for 
enterprises impulses the construction of harmonious labor relations.  

2. Theoretical assumption  

2.1. HPWS performance attribution and CWB  

According to COR theory, people are motivated to obtain, protect and retain important tangible 
(e.g. money) and intangible (e.g. social support) resources; the accumulation of resources 
enables people to invest and re-invest resources in their work. When employees are in a state 
of sufficient resources and their investment can get a good return, they will tend to invest extra 
resources to obtain more resources. On the contrary, when employees are in a state of resource 
shortage, they will take actions to reduce the further loss. Counterproductive behavior can help 
employees manage resource threats and individuals can recover resource conservation 
through Counterproductive behavior (Zhao Jun, Yan Miao et al.,2019). When employees make 
HPWS performance attribution, employees think that HPWS is mainly driven by a management 
philosophy that centered on exploiting or making full use of employees. This attribution implies 
the idea that the management is committed to making maximum use of employees, and they 
may ignore the interests of employees. Employees who take this view may assume that 
management will be reluctant to invest in staff unless it is associated with reduced costs or 
improved efficiency. At this time, the resources provided by the organization for employees 
cannot well supplement the resources consumed by employees, employees are in the state of 
resource loss, in order to save the remaining resources, employees will reduce their work input, 
which may lead to lower work quality and more counter-productive behaviors (Leung et al., 
2011). Based on the above analysis, the hypothesis is proposed: 

hypothesis 1:The performance attribution of HPWS can increase employees' CWB; 

2.2. The moderating effect of union practice  

In recent years, some scholars have found that trade union practice and human resource 
management practice influence each other and promote each other, which can jointly affect 
employees' emotional attitudes and then influence their behaviors (Jensen , 2013). Zhang 
Hongyu et al. (2014) pointed out that trade unions can help employees to improve their 
practical experience in the workplace. On the one hand, trade unions collaborate with various 
departments within enterprises to participate in specific human resource management 
practices and directly improve employees' working feelings. On the other hand, the union can 
also provide social support to employees to alleviate their negative experience in the work 
process. Laroche &Salesina (2017) proposed that labor union practice based on employee 
preference can make certain improvements to HPWS, make them more in line with employees' 
desire for emotional experience, and promote their smooth implementation. Therefore, the 
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paper argues that labor practices regulate the relationship between HPWS performance 
attribution and employee turnover, and the relationship between HPWS performance 
attribution and negative emotion will be weakened after a while.  

Union practice can effectively alleviate the impact of the HPWS performance attribution to 
employees negative emotions, this is because: one is to provide resources to alleviate the trade 
union staff of physical and mental resources loss, increased employee resources reserve and 
enterprise to provide organizational support is different, the union is eliminated by social 
support are provided for employees to work in the process of negative feelings (Zhang Hongyu 
et al., 2014). For example, the union organizes recreational and leisure activities, which can well 
relieve the tension and energy loss caused by HPWS (Hu Enhua, Han Mingyan, 2019). Profit-
structure & amp; Hu Bin (2012) believes that humanistic care can help improve employees' 
emotional stability and avoid abnormal behaviors. Second, trade unions in safeguard 
employees' legitimate rights and interests of employees, to ensure that the enterprise does not 
harm the rights and interests of employees and at the same time, also can ask enterprise 
management seriously employee involvement and commitment, and develop the function of 
human resource management practices in order to reduce work process of the negative 
experience, thus suppressing effect against production behavior (Hyman, 2005) according to 
the above analysis, the hypothesis is put forward: 

Hypothesis 2: The higher the level of union practice, the weaker the positive effect of high 
performance work system performance attribution on employees' counterproductive work 
behaviors. 

 
Figure 1. Conceptual Model 

3. Measures 

3.1. Sample and procedure 

This paper adopts questionnaire survey to collect data. Based on the data of 264 employees 
from Jiangsu, Anhui, Zhejiang, Shanghai provinces, the selected enterprises have established a 
relatively perfect human resource management system, and there are unions within the 
enterprises. Data collection can take the form of E-mail and on-site recycling. In the process of 
questionnaire survey, procedural control measures are adopted to improve the effectiveness of 
the questionnaire, ensure that the survey process strictly complies with the principle of 
anonymity, so that the testee can be assured to fill in the questionnaire and make the 
information closer to their real situation. In addition, the testee is instructed to fill in the 
questionnaire, so that the testee can fill in the questionnaire as carefully as possible to improve 
the quality of the questionnaire. A total of 390questionnaires were collected this time. In order 
to ensure the effectiveness of the questionnaire, invalid questionnaires with too many missing 
and same options were eliminated, and the remaining 280valid questionnaires were obtained, 
with an effective rate of 72.5%. Among them, 43.6% are men and 56.4% are women; In terms 
of age, 10.8% are under 25 years old, 27.2% are between 26 and 30 years old, 44% are between 
31 and 40 years old, and 17.1% are over 41 years old;Education, bachelor degree or above 
72.8%; In terms of corporate tenure, 68.5% of them have been employed for more than three 
years; In terms of enterprise positions, 74.3% were ordinary employees and 25.7% were 
managers at the grass-roots level or above. 

Measurement  

CWB 
HPWS performance 

attribution 

Union Practice 
PractP 
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3.2. Measurement  

In the study, the relevant variables were measured using domestic and foreign mature scales, 
and all scales used Likert5 subscale, strongly disagree (1) to strongly agree (5). One part is the 
localization scale developed and revised by Chinese scholars, which has been tested empirically, 
And other English scales are under the help of experts and scholars and business managers, 
Referring to the translation and back translation process of previous studies, To ensure the 
reliability and validity of the scale.  

(1) HPWS attribution. According to the study by Nishii et al. (2008), we asked employees to rate 
two attributions for each HPWS activity, Rather than having employees choose an attribution 
for each HPWS activity, this leaves room for the possibility of attaching multiple goals to each 
activity. We used principal component analysis and maximum variance rotation in SPSS.25.0 to 
conduct exploratory factor analysis and confirmatory factor analysis on 10 attributions, and 
obtained two completely different attributions, and found that these two HPWS attributions 
had good discriminative validity through testing. In addition, we carried out a confirmatory 
factor analysis to examine whether the two HRM attributions were distinct. Specifically, the five 
items for HRM performance attributions were loaded onto one factor, whereas the five items 
for HRM cost attributions were loaded onto a second factor. The results revealed an acceptable 
model fit. The eliability coefficien of HPWS well-being attribution scale and performance 
attribution scale were 0.872 and 0.865 respectively.  

(2) CWB. In this paper, Spector, Fox, Penney et al. (2006) and Bennett & Amp were synthesized 
for the reverse productive behavior scale. Robinson (2000) selected 15 items of 
counterproductive work behaviors related to organization orientation according to the content 
of measurement and factor loading, such as representative items such as intentionally delaying 
work schedule, working time, browsing irrelevant web pages, etc., and the reliability coefficient 
of the scale was 0.935.  

(3) Union practice. Due to the differences between the practice of trade union in China and that 
in foreign countries, this paper mainly refers to the measurement scale of trade union practice 
developed by domestic scholars. Zhang Mao Long, Hu En-hua (2018), such as reference to the 
research on the basis of the two scholars, developed in conformity with the situation of China's 
labor practices scale, a total of 13 item, such as trade unions to coordinate the relationship 
between employees and enterprises, to create a positive working atmosphere to the reliability 
test of scale, internal consistency coefficient is 0.965, shows that scale reliability is higher.  

(4)Control variables. In this paper, population variables such as gender and age as well as 
enterprise tenure and enterprise position are selected as control variables to be controlled in 
the analysis.  

4. Result 

In this paper, firstly, the distinction between each variable was tested by confirmatory factor 
analysis, and the common method deviation was tested. Then, the structural equation model 
method was adopted to determine the optimal model by comparing the fitting degree of each 
competition model. Finally, according to Wen Zhonglin & AMP, The Bootstrap method 
recommended by Ye Baojuan (2014) tested the effect of performance attribution of high 
performance work system on employees' counterproductive work behaviors.  

4.1. Discriminant validity analysis 

Paper for high performance work system performance attribution union practices the 
production behavior of three latent variables, confirmatory factor analysis to test the variable 
distinction validity as shown in table 1, through the comparison of five models found that the 
three factor model of fitting the most ideal (chi square/df = 2.73, CFI = 0.91, TLI = 0.843, RMSEA 
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= 0.073, SRMR = 0.075), significantly better than other factor model, the explanatory variable 
to distinguish good validity.  

 

Table 1: Fit Statistics of the Structural Model 

Model χ2/df CFA TLI RMSEA SRMR 

Model A 2.587 0.910 0.843 0.073 0.075 

Model B 4.546 0.654 0.582 0.143 0.164 

Model C 6.272 0.488 0.375 0.158 0.210 

Note. Model A : All constructs combined into one factor; Model B: Tow factors; Model C :Three 
factors 

 

As all study data are filled in by employees, common method deviation testing is required. In 
this paper, Harman single-factor test method is used to include all measurement items into a 
common factor for model fitting (as shown in   model 1 in table 1). The results show that the 
single-factor model fitting condition is poor, indicating that the common method deviation of 
questionnaire data is not serious.  

4.2. Correlation analysis 

Table 2 shows the mean standard deviation correlation coefficient of each variable. It can be 
seen from Table 2 that the performance attribution of high performance work system is 
significantly positively correlated with the counterproductive work behaviors (R =0.029, P 
<0.05). Hypothesis 1 has been preliminarily verified. Labor union practice is negatively 
correlated with counterproductive work behaviors, but not significantly (r=-0.079, p>0.05). It 
can be found that independent variables can explain mediating variables, and mediating 
variables can explain the critical value of correlation level in the dependent variable table, 
which is not more than 0.75. Therefore, there is no serious multicollinearity problem in the 
research data of this paper. 

 

Table 2: Means, Standard Deviations, and Zero-Order Correlations of the Study Variables 

Variables 1 2 3 4 5 
1. Gender 1     
2. Position -.239** 1    
3.HPWS-P -0.039 0.085 1   

4.UP 0.067 .153* .340** 1  
5.CWB -0.064 -0.063 0.029* -0.079 1 

M 1.631 3.829 1.360 2.150 4.682 
S 0.516 0.974 0.613 0.514 0.573 

Note. ①*p<0.05,**p<0.01. 

 

According to Hayes (2013) Wen Zhulin & Amp; Ye Baojuan (2014) point of view, the paper 
adopts SPSS25.0 model 4 in the Process of macro program, and combined with the Bootstrap 
method of hypothesis testing, table 3 for the results of hypothesis test, the table 3 shows that 
high performance work systems well-being attribution can significantly reduce the staff's 
production behavior (r = 0.193, p < 0.01), high performance work systems performance 
attribution will increase significantly the production behavior of employees (r = 0.150, p < 0.05), 
the hypothesis 1 was established.  
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Table 3 Regression Analysis 

Variables 
CWB 

β se 
HPWS-P 0.145* 0.076 
Gender -0.211 0.096 
Position 0.165 0.089 

R2 0.78  
F 2.67**  

Note. *p<0.05,**p<0.01,***p<0. 001; HPWS-P(HPWS performance attribution); 

CWB(counterproductive work       behavior). 

 

Next, the model 7 of SPSS25.0 macro PROCESS was used to test the adjustment effect of labor 
union practice, as shown in Table 4. The adjustment effect of labor union practice on HPWS 
performance attribution to negative emotions was significant (r=-0.152, P <0.05), indicating 
that labor union practice had a negative adjustment effect on HPWS performance attribution to 
negative emotions. Hypothesis 2 was verified. 

 

Table 4 Analysis of moderate effect 

Variables 
CWB 

β se 
HPWS-P×UP -0.152* 0.075 

Note. *p<0.05,**p<0.01,***p<0. 001; HPWS-P(HPWS performance attribution); 

UP(Union practice) 

5. Discussion 

Employees' different attributions to HPWS have different influences on CWB. This conclusion 
enriches the research results on the systematic attribution of high performance work. The 
research conclusion that trade union practice plays a moderating role in HPWS performance 
attribution and negative emotions conforms to the paradox principle of resource acquisition in 
resource conservation theory, that is, under the pressure of resource depletion or insufficiency, 
it becomes increasingly important to acquire and supplement resources. Considering HPWS 
performance attribution to employees the effects of negative emotions, because of the 
perceived promotion enterprise's implementation HPWS to maximize the promotion of job 
performance, employee needs to give more resources to meet the performance requirements 
of enterprises, which makes the employee actually is a kind of resource depletion, under the 
pressure of the very need to supplement and access to resources, at this point, the union 
practical implementation of a good situation, the union provides employees with maintenance 
care of complementary resources, employees perceived from the union of resource supply, 
resource pressures faced by itself to reduce, HPWS performance attribution to employees the 
effects of negative emotion will diminish; However, in the context of low practice level of the 
trade union, employees will increasingly feel the tension and pressure caused by resource loss 
if they cannot get the resource supplement from the trade union. As individuals are highly 
sensitive to the pressure of resource loss, HPWS performance attribution has a greatly 
enhanced impact on negative emotions Thesis research results indicate that, the employees' 
subjective cognitive differences of HPWS the reality of the situation, it is reasonable to use the 
function of trade union practice to relieve the negative influence of HPWS performance 
attribution, that is to say, the enterprise trade union practice can be used as a HPWS a 
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complementary and coordinated resources, in improving the emotional state employees work 
together and work behavior, etc. 
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