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In Chinese organizations, individuals benefit in many ways from having good guanxi. For employees, however, guanxi also comes with well-documented negative effects. Until recently, the guanxi investigated in these studies was always of a substantial nature. The negative effects of non-substantial guanxi (in effect, the absence of real guanxi), such as the guanxi of misunderstandings for those who lack good guanxi, have not been examined. This study investigates how the existence of asymmetrical guanxi perception for an employee (i.e., when other people believe that good guanxi exists between a manager and an employee, but the employee disagrees with the belief that he/she has good guanxi with his/her supervisors) contributes to job burnout for that employee due to task conflict, relationship conflict, and process conflict. A cross-sectional data sample was collected from 363 employees of 10 hotels in Taiwan. Structural equation modeling results suggest that relationship conflict is the most powerful mediator affecting the relationship between asymmetrical guanxi perception and job burnout. The results provide insights for researchers interested in the mechanism of how asymmetrical guanxi perception induces employee job burnout while generating useful implications for managers charged with reducing such burnout.
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INTRODUCTION

It has been said that guanxi is essential for thriving within a society based on Chinese norms (Pine, 2002; Chen and Chen, 2004; Kivela and Leung, 2005; Hon and Lu, 2016; Miao et al., 2020). Though guanxi has both positive and negative effects, the present study focuses solely on its negative effects. Past studies on the negative effects of guanxi have indicated that they include adverse outcomes, such as procedural injustice perceptions, violation of organizational procedures, negative externalities, cronyism, corruption, job burnout, and an erosion of trust in authority (Gold, 1985; Chu and Ju, 1990; Pye, 1995; Bian, 1997; Leana and Rousseau, 2000; Chen et al., 2004, 2011; Khatri et al., 2006; Gorgievski and Hobfoll, 2008; Chen and Chen, 2009; Hu et al., 2016; Zhang and Gill, 2019; Liu and Jia, 2020; Xu et al., 2020). However, the guanxi investigated in these studies was always substantial; the negative effects of non-substantial guanxi, such as the guanxi of erroneous perceptions, were not investigated.

Guanxi of erroneous perceptions describes the phenomenon in which a peer group regards an individual as being within the inner circle of management, though that individual perceives himself/herself as not actually within that inner circle. In this situation, the individual’s evaluation of the preferences and possession of resources created by such an inner circle becomes an invisible burden; the individual enjoys neither these resources nor favoritism from managers, yet that person’s peers suggest that he or she does. This study defines this phenomenon as asymmetrical guanxi perception.

Misunderstandings can easily cause conflicts (Wall and Callister, 1995); asymmetrical guanxi perceptions are conflicts caused by misunderstandings. According to (Coser, 1956, p. 49), “misunderstanding conflicts are nonrealistic conflicts that are not occasioned by the rival ends of the antagonists, but by the need for tension release of at least one of them.” Based on this definition, such conflicts need to be released. There are many ways to release conflicts. This study aims to understand conflict release methods through three different types of conflicts defined by Jehn (1997) as three distinct groups—task conflict, relationship conflict, and process conflict—and to explain the conflict release caused by asymmetrical guanxi perception.

Moreover, the current study proposes that this type of in-group conflict will further result in the job burnout of employees. Job burnout has always been an important issue in the hospitality industry (Kim, et al., 2007; Dai et al., 2021). Employees with job burnout will have diminished work performance and organizational citizenship behavior, which can in turn eventually lead to behaviors that are costly to their organization (Xu et al., 2020). Therefore, it is important for managers to take steps to avoid employee job burnout.



LITERATURE REVIEW


Asymmetrical Guanxi Perception

Guanxi can be defined as a special type of relationship comprised of trust, favor, dependence, and adaptation (Wong, 1998). Employees who work in Chinese organizations must pay particular attention to different types of guanxi existing within such an organization. In addition, guanxi in Chinese organizations can be classified as “in-group” or “out-group”; this describes the tendency of managers to divide subordinates according to guanxi and treat or reward subordinates with different guanxi in a different manner (Tsui and Farh, 1997; Zhang and Gill, 2019). Moreover, actual and potential resources are embedded in the guanxi in-group network possessed by individuals or social units, yet these resources can only be exchanged within a guanxi in-group network (Chen and Chen, 2009; Guan and Frenkel, 2019). Since guanxi can bring so many benefits, people living in a society based on Chinese traditions will care about who exist within the so-called inner circle. Living within a Chinese cultural society in which high power distance and asymmetrical information is prevalent (Zhao et al., 2005), it is easy to characterize a group of people who are misunderstood as having in-group guanxi due to the outside perception of them being close to their boss. In fact, they do not actually possess such in-group guanxi; this phenomenon is defined in our research as “asymmetrical guanxi perception.”



In-Group Conflict

There are three types of distinct in-group conflict—task conflict, relationship conflict, and process conflict (Jehn, 1997). So-called task conflict refers to the development of different perspectives for work during the discussion among group members or task execution (Jehn, 1995). If group members with different perspectives do not achieve harmony, reach a consistent consensus, or integrate their perspectives, conflicts can arise among them (Jehn and Bendersky, 2003). Relationship conflict is defined as a disharmony of interpersonal relationships which can involve tension, disputes, and even hatred among group members (Jehn, 1995). Jehn and Mannix (2001) define process conflict as disputes regarding how to complete a task. Process conflict is associated with the responsibilities and resource authorization borne by different people.



Job Burnout

Job burnout is a prolonged response to chronic emotional and interpersonal stressors on the job (Maslach, Schaufeli et al., 2001), a major issue within the service industry (e.g., Gorgievski and Hobfoll, 2008; Jin et al., 2015; Hu et al., 2016; Yang et al., 2019; Liu and Jia, 2020; Xu et al., 2020). The most prevailing belief about job burnout is the definition provided by Maslach and Jackson (1981) who suggested that job burnout is a syndrome with three features: (1) emotional exhaustion, characterized by the over-consumption of individual emotional resources, exhaustion, and loss of energy; (2) depersonalization, a negative and indifferent attitude toward who and what individuals serve; and (3) diminished personal accomplishment as characterized by the tendency to develop a negative evaluation toward self, a sense of helplessness, and decreased self-esteem. However, Demerouti et al. (2001) suggested that the syndrome of job burnout should include two dimensions: exhaustion and disengagement from work. Exhaustion is defined as the outcome of excessive consumption of physical strength, emotion, and perceived tension. Disengagement from work is defined as estrangement from work and development of a negative attitude toward work objectives, work consent, and even the entirety of the work itself, such as the lack of interest in one’s work, the feeling of lack of challenges in one’s work, underestimation of work value, and mechanical execution of work; it is not simply the attitude toward people involved in work (guests). The research subjects in question were employees working in the hospitality industry; consequently, this study adopted the scale developed by Demerouti et al. (2001). As employees in the hospitality industry include the front desk service personnel who directly serve guests, as well as the service personnel cleaning hotel rooms and environment behind the desk, it is more suitable to use a scale including physical strength, emotion, and perception to perform investigations and further explore their relationships within group conflicts.



The Mediating Role of In-Group Conflict in the Relationship Between Asymmetrical Guanxi Perceptions and Job Burnout

Regarding the effect of in-group conflict caused by asymmetrical guanxi perceptions and in-group conflicts on job burnout, the present study suggests that the relationship can be explained as follows. Firstly, the effect of task conflict on employees who are perceived to be in-group members can be explained by using the self-categorization theory. According to the self-categorization theory (Billig and Tajfel, 1973), peers will treat employees in their outer circle with hostility, viewing them as members of a different group due to the difference in their relationship with their supervisors (Jehn et al., 1999). The work habits of misunderstood employees may be negatively evaluated and criticized by other group members due to such guanxi, which therefore results in task conflict. As such, when a misunderstood employee suggests that he/she has a better way of working, makes a proposal, and attains success, and other peers attribute such success to good guanxi between the employee and the manager, there will be a negative effect on the employee’s perceptions of his or her own abilities which may further cause him or her to experience pressure (Yang and Mossholder, 2004) due to task conflict and eventually experience the exhaustion of job burnout.

In terms of relationship conflicts induced by asymmetrical guanxi perception, when an employee suggests that the guanxi between himself/herself and the manager is different from that between another employee and the manager, relationship conflict rooted in jealousy and even hatred may arise due to the existence of different levels of guanxi. In the collectivist Chinese society, the strategy of avoiding jealousy is usually excessive humility or belittling of the self (Schoeck, 1969, p. 55). Such performances are culturally appropriate behaviors. However, when those who are misunderstood suggest that such guanxi does not actually exist and thus fails to engage in the excessive humility or self-belittling as expected by others, they will be viewed as lacking tact. As a result, they are envied, and relationship conflicts arise. When this happens, his colleagues will use different moral standards to judge the behavior of those who have become jealous; as a result, what was originally right becomes wrong due to differing standards, causing the employees to lose interest in the job and suffer from job burnout as a result. This relationship can be well explained using the moral exclusion theory (Opotow, 2011). Moral exclusion refers to the exclusion of other individuals or groups from one’s own “moral community” (Staub, 1989), and in other words, it means viewing others as lying beyond the boundaries within which moral values and the rules of justice and fairness apply. Based on the moral exclusion theory, people involved in relationship conflict have different attitudes toward opponents involved in the conflict because they are excluded from their “moral community.” They may be unwilling to accept the idea of opponents altogether (Jehn, 1995) thus causing the misunderstood party to lose interest in work and further develop job disengagement (one dimension of job burnout). In addition, exposure to interpersonal conflicts will increase employees’ negative emotional status, which will be further manifested as hostile behaviors (Spector et al., 2006). As a result, existing within such a hostile environment makes one more likely to suffer from exhaustion (another dimension of job burnout).

As for process conflicts caused by asymmetrical guanxi perception, when members of a group suggest that the unequal distribution of job responsibilities is caused by the fact that there is good guanxi between an employee and the manager, the person who is misunderstood will experience the problem of others believing that the distribution of responsibilities is unfair. This type of problem could increase the anger, hostility, and negative attitudes of others (Jordan et al., 2006; Greer and Jehn, 2007), thus creating process conflicts for the misunderstood employee. This result, in turn, causes the employees to accept peers’ attitudes toward unfair evaluation of the parties’ inputs and outputs erroneously believing that many aspects of his resources or work results have been obtained due to guanxi. In the end, this could cause such employees to lose interest in work and subsequently lead to frustration (two dimensions of job burnout). This relationship can be well explained by the effort-reward imbalance model proposed by Siegrist (1996). The main concept of the effort-reward imbalance model includes job effort and job reward, emphasizing the fairness and rationality of efforts and rewards in the social exchange process. The state of imbalance between high job effort and low reward will cause a stress response. Job efforts include external and internal efforts. External efforts refer to individuals’ efforts and responsibilities made in response to the demands of external situations. The internal effort is also defined as excessive involvement in one’s job—namely, the desire to obtain control over one’s job and affirmative responses. Rewards include money, self-esteem, and control of social status. Based on this model, a misunderstanding of guanxi will lead to a state of low reward from one’s colleagues. Such colleagues will attribute all the good performances of an employee to his/her access to more resources and/or the manager’s favoritism, further causing high job effort and low rewards and resulting in the development of nervous responses and diseases which then further lead to a loss of interest in work and frustration.

Based on the discussions above, this study proposes the following hypotheses:


H1: Task conflict has a mediating effect on the relationship between asymmetrical guanxi perception and job burnout.

H2: Relationship conflict has a mediating effect on the relationship between asymmetrical guanxi perception and job burnout.

H3: Process conflict has a mediating effect on the relationship between asymmetrical guanxi perception and job burnout.
 




MATERIALS AND METHODS


Samples and Procedure

This study collected data from 2,297 employees of 19 departments in 10 hotels located in Taiwan, China. The reason why we choose this industry to investigate this problem is because the hotel industry requires a high degree of cooperation among employees, which is prone to various conflicts and job burnout (Hon et al., 2013). Based on Patton (2015), purposive sampling assists researchers in selecting information-rich cases for study—as such, purposive sampling was used in this project. In consideration of personal privacy, the authors of this study explained the purpose of the research to the human resource managers of each hotel in order to ensure the confidentiality of their answers. Human resource managers were asked to select employees from different departments who might be in-group members of department heads. Under the assistance of human resource managers in each hotel, this study obtained a list totaling 450 employees who met the inclusion criteria (employees who might be misunderstood as having a good relationship with their managers—namely, employees perceiving a lack of good Guanxi) and a total of 1,847 colleagues. The data presented here were collected over two time periods. The first sample was used to identify subjects who met the inclusion criteria and evaluated their in-group guanxi with supervisors, conflict with colleagues, and job burnout. The second set of data was collected to attain department colleagues’ evaluations of in-group guanxi between the subjects and their department managers. This study distributed questionnaires to employees meeting the inclusion criteria and colleagues in their departments according to this list. The author of this study compiled the questionnaire before distribution, and the human resource managers assisted in matching the questionnaires where department colleagues evaluated the research subjects. The author and assistants investigated the subjects who met the inclusion criteria and their colleagues during slack seasons in hotels from 2015 to 2016. The subjects who met the inclusion criteria were first asked whether they had been misunderstood as having good guanxi with supervisors and thus experienced problems. If the answer was “Yes,” they were asked to respond to questions regarding: the guanxi in-group perceived by them; job conflict; relationship conflict; process conflict; and job burnout. Next, department colleagues were asked to evaluate the in-group guanxi between the subjects meeting the inclusion criteria and department managers. A total of 363 subjects meeting the inclusion criteria completed and returned the questionnaires on site, with a return rate of 80.67%. Colleagues returned 1,150 questionnaires, at a return rate of 56%. This study excluded unmatched questionnaires, then conducted a questionnaire survey. A total of 1,110 matched questionnaires completed by the research subjects meeting the inclusion criteria and their colleagues were obtained. This study offered a coupon for coffee as a reward for each participant. In terms of gender, the majority of respondents were female (59%). In terms of age, the largest percentage was 21–25 years old (35%), followed by the group aged 26–30 years old (25%). In terms of educational background, most respondents had a bachelor’s degree (67%), followed by those having an associate degree (23%). The mean seniority was 4.6 years.



Measures

All the data were presented in Chinese. Therefore, this study used the translation and back-translation procedures recommended by Brislin (1980).


Asymmetrical Guanxi Perception

This study used the six items developed by Law et al. (2000) to evaluate asymmetrical guanxi perception. An example item is “My supervisor invites me to his/her home for lunch or dinner.” The employees answered questions about their guanxi with department managers, and their colleagues evaluated the guanxi between the subjects meeting the inclusion criteria (the misunderstood employees), respectively. The score of asymmetrical guanxi perception of each misunderstood employee was obtained as follows: [(score evaluated by the employee − score evaluated by the colleagues)/number of matching pairs]. This study used a 7-point scale (1 = strongly disagree and 7 = strongly agree) for evaluation, where Cronbach’s α = 0.86.



Task Conflict

The employees receiving the interviews completed the scale (three items) developed by Jehn (1995), in which a 5-point scale was used for evaluation (1 = Strongly disagree and 5 = Strongly agree) and Cronbach’s α = 0.82. A typical item reads “How frequently are there conflicts about ideas in your work unit?”



Relationship Conflict

The employees receiving the interviews completed the scale (three items) developed by Jehn (1995) with a 5-point scale used for evaluation (1 = strongly disagree and 5 = strongly agree) and Cronbach’s α = 0.81. An example item reads “How much emotional conflict is there among members in your work unit?”



Process Conflict

The employees undergoing interviews completed the scale (three items) developed by Shah and Jehn (1993), where Cronbach’s α = 0.86. One such item reads “To what extent did you disagree about the way to do things in your work group?”



Job Burnout

The burnout scale (Demerouti et al., 2001) refers to the two core facets of emotional exhaustion and disengagement (or cynicism). We used four items for each facet, with answers ranging from 1 (strongly disagree) to 5 (strongly agree). The exhaustion scale internal consistency was Cronbach’s α = 0.90. The disengagement scale internal consistency was Cronbach’s α = 0.86. An example item for the exhaustion scale was “job demand to physical workload.” An example item for the disengagement scale was “job resource to feedback.”



Control Variables

We asked for the gender, education, and length of work tenure of employees in the questionnaire.





TESTS OF HYPOTHESES


Reliability and Validity Assessment

Means, standard deviations, correlation coefficients, and reliability estimates of all variables are shown in Table 1. The reliability of all scales is satisfactory, with Cronbach’s α scores ranging from 0.81 to 0.90.



TABLE 1. Means, standard deviations, and correlations.
[image: Table1]



Measurement Model

A measurement model of all multi-item measures was subjected to confirmatory factor analysis (CFA) in order to assess the convergent and discriminant validity of all constructs. In this model, each item was loaded on its appropriate factor, and we included job burnout as a second-order latent factor predicting its two dimensions of exhaustion and disengagement. We compared the fit of four different models: a one-factor model; a five-factor model; a six-factor model; and the hypothesized seven-factor model (asymmetrical guanxi perception, task conflict, relationship conflict, process conflict, job burnout-emotional exhaustion, job burnout-disengagement, and overall job burnout). The seven-factor model fit was acceptable χ2(218) = 710.68; CFI = 0.91; TLI = 0.90; RMSEA = 0.08; and SRMR = 0.05 (Hu and Bentler, 1999). In this model, all factor loadings were significant (p < 0.05), all standardized factor loadings were larger than 0.60, and correlation coefficients among all latent factors were substantially smaller than 1.0. The seven-factor model fit was significantly better than that for the six-factor model (χ2 (222) = 867.22, p < 0.01; CFI = 0.89, TLI = 0.87; RMSEA = 0.09, SRMR = 0.05), the five-factor model (χ2 (225) = 1157.62, p < 0.01; CFI = 0.84, TLI = 0.82; RMSEA = 0.11, SRMR = 0.06), or the one-factor model (χ2 (230) = 1327.65, p < 0.01; CFI = 0.81, TLI = 0.79; RMSEA = 0.12, SRMR = 0.07), supporting our measurement model.



Structural Model

Our purpose was to explore the mediating mechanisms by which asymmetrical guanxi perception leads to job burnout. To examine multiple mediation effects simultaneously, we used Lau and Cheung’s (2012) procedure to assess and compare specific indirect effects in complex latent variable models. All variables in Figure 1 were considered to be first-order latent variables, except for job burnout, which was a second-order latent variable of the two first-order dimensions of exhaustion and disengagement. The analyses were conducted using Mplus 7.4 with maximum likelihood estimation.

[image: Figure 1]

FIGURE 1. Hypothesized model.


Overall, the fit statistics for our theoretical model indicate a good fit: χ2 (288) = 875.404, p < 0.01; CFI = 0.90; TLI = 0.89; RMSEA = 0.08. We present the visual representations of our results regarding the hypothesized model in Figure 2. Regarding the relationships between the independent variable and the mediators, asymmetrical guanxi perception is significantly related to all three mediators: task conflict (B = 0.84, p < 0.05); relationship conflict (B = 0.83, p < 0.05); and process conflict (B = 0.62, p < 0.05). For the relationships between each mediator and the dependent variable, all are significantly related to job burnout (task conflict → job burnout, B = 0.37, p < 0.05; relationship conflict → job burnout, B = 0.58, p < 0.05; process conflict → job burnout, B = 0.10, p < 0.05). The influence of control variables on job burnout is significant only with regard to gender (B = −0.08, p < 0.05).

[image: Figure 2]

FIGURE 2. Structural equation modeling results for hypothesized model. *p < 0.05, two-tailed; **p < 0.01, two-tailed.


Significance tests of each indirect effect were accomplished via bootstrapping procedures that created a 95% of the confidence interval around the indirect effect estimates. The results show that all of the indirect effects are significant (refer to Table 2). Thus, we conclude that task conflict, relationship conflict, and process conflict fully mediate the relationship between asymmetrical guanxi perception and job burnout. Therefore, hypotheses H1, H2, and H3 are all supported.



TABLE 2. Indirect effects and bootstrapping results.
[image: Table2]

Furthermore, because our proposed model is a multiple mediation model, and we are concerned with the comparison among the indirect effects in the model, we used AGP_TC_JB to represent the indirect effect. We used (AGP_TC_JB[image: inline1]AGP_RC_JB) to represent the difference between two indirect effects. The point estimates of the effect sizes, as well as bootstrap estimates of their confidence intervals based on 2,000 bootstrapping samples, are shown in Table 3. The results of contrasting indirect effects show that (AGP_TC_JB[image: inline1]AGP_PC_JB) and (AGP_RC_JB[image: inline1]AGP_PC_JB) are statistically significant. A positive (AGP_TC_JB[image: inline1]AGP_PC_JB) estimate means that the indirect effects of AGP_TC_JB are larger than the indirect effects of AGP_PC_JB. Similarly, a positive (AGP_RC_JB[image: inline1]AGP_PC_JB) value means that the indirect effects of AGP_RC_JB are larger than the indirect effects of AGP_PC_JB.



TABLE 3. Contrasting the indirect effects.
[image: Table3]




DISCUSSION

This study investigated the effects of asymmetrical guanxi perception on employee job burnout. A distinguishing feature of the present study is its focus on the mechanism of guanxi on job burnout. The empirical results showed that, overall, the non-substantial effects caused by asymmetrical guanxi perception on employee job burnout are significant and differ from the negative effects of substantial guanxi; this complements the gap left by the research on the substantial guanxi that affects the job burnout (e.g., Gorgievski and Hobfoll, 2008; Hu et al., 2016; Yang et al., 2019; Liu and Jia, 2020; Xu et al., 2020). In fact, the asymmetrical guanxi perception can be seen as negative effects caused by information asymmetry. As a result, to flourish in Chinese society, employees have to pay attention to non-substantial guanxi and take into account the guanxi caused by information asymmetry. However, like Pandora’s box, asymmetrical guanxi perception caused by information asymmetry can create disasters as well as hope; as indicated in past studies, the proper use of asymmetrical guanxi perception caused by information asymmetry can also create benefits (Uzzi, 1999). Future studies may further investigate its positive effects on employees.

This study tested three mediators. These three mediating mechanisms—in-group task conflict, relationship conflict, and process conflict—caused by asymmetrical guanxi perception contributed to the job burnout of misunderstood employees. The results showed that the mediating effect of relationship conflict on asymmetrical guanxi perception and job burnout is most significant because it conforms to the interpersonal harmony valued in Chinese society and the severe outcomes caused by loss of harmony (Leung et al., 2002). The past studies on Chinese society have found that good guanxi with colleagues can be a buffering factor on job burnout (Lee and Akhtar, 2007; Wu and Hu, 2009). By contrast, the lack of good guanxi with colleagues will cause job burnout, as shown in this study. Workplace suffering caused by the pursuit of harmonious relationships in Chinese culture may only exist in Chinese workplace culture. As indicated by Narayanan et al. (1999), the work pressure defined in a particular culture may not exist in another culture. Future studies may further explore the development of interpersonal sources of pressure and the psychological mechanism from the perspective of harmonious ideology or further analyze differences between Chinese and Western organizational contexts.

This study suggests that the significant mediating effect of task conflict represents the fact that the asymmetrical guanxi perception indeed causes significant work problems for misunderstood employees, whose job performance—to their frustration—may be easily attributed to guanxi. These employees tend to experience two frustrations; it is their duty to perform well and their fault for not performing well. For example, when a misunderstood employee achieves success using a better way of working, other people may attribute such success to guanxi instead of to his or her ability. As a result, the misunderstood employee will experience the frustration of self-evaluation, as others believe it is his/her duty to perform well (Swann et al., 2004). Moreover, when other people think that a misunderstood employee could obtain more resources using good guanxi (Chen and Chen, 2009), but he or she does not perform well on the job, he/she will experience the frustration of facing criticism for failing to perform well. Future studies may further explore the effect of this “Catch-22” on different dimensions of employees in work.

This study suggests that the mediating effect of process conflict may be weaker because the unfair distribution caused by guanxi has become a common phenomenon in Chinese society. Leung and Bond (1984) mentioned that this value exists in Chinese society. In addition, Chiu (1989) suggested that fairness in Chinese society merely describes the benefits enjoyed by in-group members, while out-group members are treated differently. Therefore, employees can better adapt to process conflict caused by unfair distribution, and the effect of job burnout caused by this phenomenon becomes less significant.


Practical Implications

As indicated in this study, job burnout arising from asymmetrical guanxi perception is mainly reflected by task conflict and relationship conflict. However, the conflicts are mainly caused by misunderstandings in connection with information asymmetry. Thus, it is required to date back the asymmetrical perception. To solve problems brought by information asymmetry and the problem of asymmetrical perception, the best and quickest way for employees is to promote relation building and understanding with each other through interactions during office and off-duty hours. Long-term off-duty interaction is an important approach to developing guanxi in Chinese culture, in addition to the interaction during office hours (Chen and Peng, 2008). The best practice to solve the problem of horizontal relations arising from vertical relations is to enhance trust and understanding based on the long-term cultivation of horizontal relations. If the misunderstanding is left alone, the misunderstood person will not only fail to get support from colleagues (Halbesleben, 2006) but also suffer from job burnout caused by task conflict and relationship conflict as described in this study. It is suggested not to clarify the relation through the superior, because the in-group relation between superiors and subordinates is hidden guanxi in the organizational culture of China. The situation will be worse if the supervisor is involved, and others may guess the reason why the supervisor is helping to be simply due to having a good relationship with one’s supervisor.



Limitations and Directions for Future Research

In terms of research limitations, Luo (2011) developed the scale for in-group guanxi from the perspective of social network analysis, with better measures for the measurement of guanxi. This study did not use this method of measurement because complete network locations could not be obtained without a more complete set of organizational members participating in the measurement of the social network. Therefore, this study used a non-social network analysis scale developed by Law et al. (2000) based on the belief that data collection from departments in different hotels could obtain more extensive results. In addition, this study collected data during a single period. In addition, because the subjects of this study were Chinese people, all forms/scales should better be modified by the Chinese population’s personality. It is suggested that the revised scale tested in China should be used in future research to better conform to Chinese culture. A review of longitudinal data will help better clarify the mechanism behind how job burnout develops; future studies could use the latent growth model to analyze this mechanism. Lastly, this study did not include the effects of control variables. However, given the significance of the results, the stability of the overall trend of these results is likely to be maintained but should be interpreted with caution.




CONCLUSION

Our study finds that employees’ asymmetrical guanxi perception will negatively affect employees’ job burnout through task conflict, relationship conflict, and process conflict. Among these three conflicts, the mediation effect of relationship conflict is the most significant. This finding highlights that, in addition to the negative effect of substantial guanxi, non-substantial asymmetrical guanxi perception is another problem that needs to be solved, as it will greatly increase employees’ job burnout through relationship conflicts. Additionally, relationship conflicts in a guanxi-based society, such as China are quite serious issues, so any cause of such conflicts should be taken seriously. We encourage future research examining the positive and negative effects of asymmetrical guanxi perception on employees.



DATA AVAILABILITY STATEMENT

The raw data supporting the conclusions of this article will be made available by the author, without undue reservation.



ETHICS STATEMENT

The studies involving human participants were reviewed and approved by the University of Taipei. The patients/participants provided their written informed consent to participate in this study.



AUTHOR CONTRIBUTIONS

H-KH designed research, performed research, analyzed data, and wrote the paper.



REFERENCES

 Bian, Y. (1997). Bringing strong ties back in: indirect ties, network bridges, and job searches in China. Am. Sociol. Rev. 62, 366–385. doi: 10.2307/2657311

 Billig, M., and Tajfel, H. (1973). Social categorization and similarity in intergroup behaviour. Eur. J. Soc. Psychol. 3, 27–52. doi: 10.1002/ejsp.2420030103

 Brislin, R. W. (1980). “Cross-cultural research methods” in Environment and Cultur.e eds. I. Altman, A. Rapoport, and J. F. Wohlwill (Boston, MA: Springer), 47–82.

 Chen, C. C., and Chen, X.-P. (2009). Negative externalities of close guanxi within organizations. Asia Pac. J. Manag. 26, 37–53. doi: 10.1007/s10490-007-9079-7

 Chen, C. C., Chen, Y.-R., and Xin, K. (2004). Guanxi practices and trust in management: a procedural justice perspective. Organ. Sci. 15, 200–209. doi: 10.1287/orsc.1030.0047

 Chen, X. P., and Chen, C. C. (2004). On the intricacies of the Chinese guanxi: a process model of guanxi development. Asia Pac. J. Manag. 21, 305–324. doi: 10.1023/B:APJM.0000036465.19102.d5

 Chen, X.-P., and Peng, S. (2008). Guanxi dynamics: shifts in the closeness of ties between Chinese coworkers. Manag. Organ. Rev. 4, 63–80. doi: 10.1111/j.1740-8784.2007.00078.x

 Chen, Y., Friedman, R., Yu, E., and Sun, F. (2011). Examining the positive and negative effects of guanxi practices: a multi-level analysis of guanxi practices and procedural justice perceptions. Asia Pac. J. Manag. 28, 715–735. doi: 10.1007/s10490-009-9176-x

 Chiu, C.-Y. (1989). Reward allocation among Chinese high school students in Hong Kong. J. Soc. Psychol. 129, 751–757. doi: 10.1080/00224545.1989.9712083 

 Chu, G., and Ju, Y. (1990). The Great Wall in Ruins: Cultural Change in China. Vol. 34. Honolulu: East–West Center, 319–321.

 Coser, L. A. (1956). The Functions of Social Conflict. Vol. 4. New York: The Free Press, 350–351.

 Dai, Y. D., Altinay, L., Zhuang, W. L., and Chen, K. T. (2021). Work engagement and job burnout? Roles of regulatory foci, supervisors’ organizational embodiment and psychological ownership. J. Hosp. Tour. Manag. 46, 114–122. doi: 10.1016/j.jhtm.2020.12.001

 Demerouti, E., Bakker, A. B., Nachreiner, F., and Schaufeli, W. B. (2001). The job demands-resources model of burnout. J. Appl. Psychol. 86, 499–512. doi: 10.1037/0021-9010.86.3.499 

 Gold, T. (1985). After comradeship: personal relations in China since the cultural revolution. China Q. 104, 657–675. doi: 10.1017/S030574100003335X

 Gorgievski, M. J., and Hobfoll, S. E. (2008). “Work can burn us out or fire us up: conservation of resources in burnout and engagement” in Handbook of Stress and Burnout in Health Care. ed. J. R. B. Halbesleben (New York: Nova Science Publishers), 7–22.

 Greer, L. L., and Jehn, K. A. (2007). “The pivotal role of negative affect in understanding the effects of process conflict on group performance,” in Research on managing groups and teams. Vol. 10. eds. E. A. Mannix, M. A. Neale, and C. Anderson (Stanford, CT: JAI), 23–45.

 Guan, X., and Frenkel, S. J. (2019). Explaining supervisor–subordinate guanxi and subordinate performance through a conservation of resources lens. Hum. Relat. 72, 1752–1775. doi: 10.1177/0018726718813718

 Halbesleben, J. R. B. (2006). Sources of social support and burnout: a meta-analytic test of the conservation of resources model. J. Appl. Psychol. 91, 1134–1145. doi: 10.1037/0021-9010.91.5.1134 

 Hon, A. H., Chan, W. W., and Lu, L. (2013). Overcoming work-related stress and promoting employee creativity in hotel industry: the role of task feedback from supervisor. Int. J. Hosp. Manag. 33, 416–424. doi: 10.1016/j.ijhm.2012.11.001

 Hon, A. H. Y., and Lu, L. (2016). When will the trickle-down effect of abusive supervision be alleviated? The moderating roles of power distance and traditional cultures. Cornell Hosp. Q. 57, 421–433. doi: 10.1177/1938965515624013

 Hu, Q., Schaufeli, W. B., and Taris, T. W. (2016). Extending the job demands-resources model with guanxi exchange. J. Manag. Psychol. 31, 127–140. doi: 10.1108/JMP-04-2013-0102

 Hu, L. T., and Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus new alternatives. Struct. Equ. Modelling 6, 1–55. 

 Jehn, K. A. (1995). A multimethod examination of the benefits and detriments of intragroup conflict. Adm. Sci. Q. 40, 256–282. doi: 10.2307/2393638

 Jehn, K. A. (1997). A qualitative analysis of conflict types and dimensions in organizational groups. Adm. Sci. Q. 42, 530–557. doi: 10.2307/2393737

 Jehn, K. A., and Bendersky, C. (2003). Intragroup conflict in organizations: a contingency perspective on the conflict-outcome relationship. Res. Organ. Behav. 25, 187–242. doi: 10.1016/S0191-3085(03)25005-X

 Jehn, K. A., and Mannix, E. A. (2001). The dynamic nature of conflict: a longitudinal study of intragroup conflict and group performance. Acad. Manag. J. 44, 238–251. doi: 10.5465/3069453

 Jehn, K. A., Northcraft, G. B., and Neale, M. A. (1999). Why differences make a difference: a field study of diversity, conflict and performance in workgroups. Adm. Sci. Q. 44, 741–763. doi: 10.2307/2667054

 Jin, W. M., Zhang, Y., and Wang, X. P. (2015). Job burnout and organizational justice among medical interns in Shanghai, People’s republic of China. Adv. Med. Educ. Pract. 6, 539–544. doi: 10.2147/AMEP.S88953 

 Jordan, P., Lawrence, S., and Troth, A. (2006). The impact of negative mood on team performance. J. Manag. Organ. 12, 131–145. doi: 10.5172/jmo.2006.12.2.131

 Khatri, N., Tsang, E. W. K., and Begley, T. M. (2006). Cronyism: a cross-cultural analysis. J. Int. Bus. Stud. 37, 61–75. doi: 10.1057/palgrave.jibs.8400171

 Kivela, J., and Leung, L. F.-L. (2005). Doing business in the People’s Republic of China. Cornell Hotel Restaur. Admin. Q. 46, 125–152. doi: 10.1177/0010880404274006

 Kim, H. J., Shin, K. H., and Umbreit, W. T. (2007). Hotel job burnout: the role of personality characteristic. Int. J. Hosp. Manag. 26, 421–434. doi: 10.1016/J.IJHM.2006.03.006

 Lau, R. S., and Cheung, G. W. (2012). Estimating and comparing specific mediation effects in complex latent variable models. Organ. Res. Methods 15, 3–16. doi: 10.1177/1094428110391673

 Law, K. S., Wong, C.-S., Wang, D., and Wang, L. (2000). Effect of supervisor–subordinate guanxi on supervisory decisions in China: an empirical investigation. Int. J. Hum. Resour. Manag. 11, 751–765. doi: 10.1080/09585190050075105

 Leana, C. R., and Rousseau, D. M. (2000). The Relational Economy: Geographies of Knowing and Learning. Oxford: Oxford University Press.

 Lee, J. S., and Akhtar, S. (2007). Job burnout among nurses in Hong Kong: implications for human resource practices and interventions. Asia Pac. J. Hum. Resour. 45, 63–84. doi: 10.1177/1038411107073604

 Leung, K., and Bond, M. H. (1984). The impact of cultural collectivism on reward allocation. J. Pers. Soc. Psychol. 47, 793–804. doi: 10.1037/0022-3514.47.4.793

 Leung, K., Koch, P. T., and Lu, L. (2002). A dualistic model of harmony and its implications for conflict management in Asia. Asia Pac. J. Manag. 19, 201–220. doi: 10.1023/A:1016287501806

 Liu, L., and Jia, Y. (2020). Guanxi HRM and employee well-being in China. Empl. Relat. doi: 10.1108/ER-09-2019-0379 [Epub ahead of print].

 Luo, J. D. (2011). Guanxi revisited: an exploratory study of familiar ties in a Chinese workplace. Manag. Organ. Rev. 7, 329–351. doi: 10.1111/j.1740-8784.2011.00230.x

 Miao, C., Qian, S., Banks, G. C., and Seers, A. (2020). Supervisor-subordinate guanxi: a meta-analytic review and future research agenda. Hum. Resour. Manag. Rev. 30:100702. doi: 10.1016/j.hrmr.2019.100702

 Maslach, C., and Jackson, S. E. (1981). The measurement of experienced burnout. J. Organ. Behav. 2, 99–113. 

 Maslach, C., Schaufeli, W. B., and Leiter, M. P. (2001). Job burnout. Ann. Rev. Psychol. 52, 397–422. doi: 10.1146/annurev.psych.52.1.397

 Narayanan, L., Menon, S., and Spector, P. (1999). A cross-cultural comparison of job stressors and reactions among employees holding comparable jobs in two countries. Int. J. Stress. Manag. 6, 197–212. doi: 10.1023/A:1021986709317

 Opotow, S. (2011). “Drawing the line: social categorization, moral exclusion, and the scope of justice,” in Conflict, Interdependence, and Justice (New York, NY: Springer), 95–118.

 Patton, M. Q. (2015). Qualitative research & evaluation methods: integrating theory and practice. 4th Edn. Thousand Oaks, California: SAGE Publications, Inc.

 Pine, R. (2002). China’s hotel industry: serving a massive market. Cornell Hotel Restaur. Admin. Q. 43, 61–70. doi: 10.1016/S0010-8804(02)80019-2

 Pye, L. W. (1995). Factions and the politics of Guanxi: paradoxes in Chinese administrative and political behaviour. China J. 34, 35–53. doi: 10.2307/2950132

 Schoeck, H. (1969). Social Forces. 47. trans. M. Glenny and B. Ross (New York: Harcourt, Brace and World), 500–501.

 Shah, P. P., and Jehn, K. A. (1993). Do friends perform better than acquaintances? The interaction of friendship, conflict, and task. Group Decis. Negot. 2, 149–165. doi: 10.1007/BF01884769

 Siegrist, J. (1996). Adverse health effects of high-effort/low-reward conditions. J. Occup. Health Psychol. 1, 27–41. doi: 10.1037/1076-8998.1.1.27 

 Spector, P. E., Fox, S., Penney, L. M., Bruursema, K., Goh, A., and Kessler, S. (2006). The dimensionality of counterproductivity: are all counterproductive behaviors created equal? J. Vocat. Behav. 68, 446–460. doi: 10.1016/j.jvb.2005.10.005

 Staub, E. (1989). New Ideas in Psychology. Vol. 10. New York: Cambridge University Press, 117–120.

 Swann, W. B., Polzer, J. T., Seyle, D. C., and Ko, S. J. (2004). Finding value in diversity: verification of personal and social self-views in diverse groups. Acad. Manag. Rev. 29, 9–27. doi: 10.5465/amr.2004.11851702

 Tsui, A. S., and Farh, J.-L. L. (1997). Where guanxi matters: relational demography and guanxi in the Chinese context. Work. Occup. 24, 56–79. doi: 10.1177/0730888497024001005

 Uzzi, B. (1999). Embeddedness in the making of financial capital: how social relations and networks benefit firms seeking financing. Am. Sociol. Rev. 64, 481–505. doi: 10.2307/2657252

 Wall, J. A., and Callister, R. R. (1995). Conflict and its management. J. Manag. 21, 515–558. doi: 10.1177/014920639502100306

 Wong, Y. (1998). Key to key account management: relationship (guanxi) model. Int. Mark. Rev. 15, 215–231. doi: 10.1108/02651339810221142

 Wu, T.-Y., and Hu, C. (2009). Abusive supervision and employee emotional exhaustion: dispositional antecedents and boundaries. Group Org. Manag. 34, 143–169. doi: 10.1177/1059601108331217

 Xu, J., Xie, B., and Tang, B. (2020). Guanxi HRM practice and employees’ occupational well-being in China: a multi-level psychological process. Int. J. Environ. Res. Public Health 17:2403. doi: 10.3390/ijerph17072403 

 Yang, F., Huang, X., Tang, D., Yang, J., and Wu, L. (2019). How guanxi HRM practice relates to emotional exhaustion and job performance: the moderating role of individual pay for performance. Int. J. Hum. Resour. Manag. 1–26. doi: 10.1080/09585192.2019.1588347

 Yang, J., and Mossholder, K. W. (2004). Decoupling task and relationship conflict: the role of intragroup emotional processing. J. Organ. Behav. 25, 589–605. doi: 10.1002/job.258

 Zhang, J., and Gill, C. (2019). Leader–follower guanxi: an invisible hand of cronyism in Chinese management. Asia Pac. J. Hum. Resour. 57, 322–344. doi: 10.1111/1744-7941.12191

 Zhao, S. X., Cai, J., and Zhang, L. (2005). Asymmetric information as a key determinant for locational choice of MNC headquarters and the development of financial centers: a case for China. China Econ. Rev. 16, 308–331. doi: 10.1016/j.chieco.2005.02.006


Conflict of Interest: The author declares that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.

Copyright © 2021 Hung. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY). The use, distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s) are credited and that the original publication in this journal is cited, in accordance with accepted academic practice. No use, distribution or reproduction is permitted which does not comply with these terms.

OPS/images/fpsyg-12-625725-M3.jpg





OPS/images/fpsyg-12-625725-M4.jpg





OPS/images/fpsyg-12-625725-M1.jpg





OPS/images/fpsyg-12-625725-M2.jpg





OPS/images/fpsyg-12-625725-t002.jpg
Asymmetrical guanxi perception”

95% bootstrapped confidence

Indirect effect Inigpl
Lower Upper
Task conflict 031 016 044
Relationship 0.46 034 063
conflict
Process conflct 0.06 000 o011

“Based on 2,000 bootstrap samples.





OPS/images/fpsyg-12-625725-M5.jpg





OPS/images/fpsyg-12-625725-t001.jpg
S.No. Variable. ™ s 1 2 3 . 5 6 7 8 °
1 Gender® 048 0s0 =
2 Education® 385 054 000 =
3 Torure? a8 170 018 —01a
4 Asymmetical 389 058 009 004 008 oset
‘guani perception
5 Task confict 386 085 007 002 010 070" o082
6 Roltionstip. 388 o087 010 006 008 o7a 080" 081
confict
7 Process confict 360 060 002 007 005 o5z 055" o0ar 088
8 Job bumout— 389 084 011 008 002 075" 089" 079" 09" 090
exnaustion
o Job burmout— 386 o084 000 004 004 oz o6 = 055" o1 086
disengagement
<001 (o tac).

Scalolaitis repoted on the cagona. N = 363.

“Homal = 0, ma = 1.

“Underih schol = 1, ighscho =2 colege = 3, uner gackat = 4 and grackato = 5.

“Organizational tenure was measured i years.





OPS/xhtml/Nav.xhtml




Contents





		Cover



		The Effects of Asymmetrical Guanxi Perception on Job Burnout: Task Conflict, Relationship Conflict, and Process Conflict as Mediators



		Introduction



		Literature Review



		Asymmetrical Guanxi Perception



		In-Group Conflict



		Job Burnout



		The Mediating Role of In-Group Conflict in the Relationship Between Asymmetrical Guanxi Perceptions and Job Burnout









		Materials and Methods



		Samples and Procedure



		Measures



		Asymmetrical Guanxi Perception



		Task Conflict



		Relationship Conflict



		Process Conflict



		Job Burnout



		Control Variables















		Tests of Hypotheses



		Reliability and Validity Assessment



		Measurement Model



		Structural Model









		Discussion



		Practical Implications



		Limitations and Directions for Future Research









		Conclusion



		Data Availability Statement



		Ethics Statement



		Author Contributions



		References



















OPS/images/fpsyg-12-625725-g001.jpg





OPS/images/fpsyg-12-625725-g002.jpg
Asymmetrical

guanxi Relationship
perception conflict






OPS/images/fpsyg-12-625725-t003.jpg
95% bootstrapped confidence

Estimate Intorvel

Lower Upper
“AGP_TC_JB ~0.188 -050 0069
AGP_RC_JB
“AGP_TC_JB - 0290 0.100 0.480
AGP_PC_JB
“AGP_RC_JB P 0480 0280 0675
AGP_PC_JB

*AGR, asymmetrical guanxi perception; TC, task confiict; RC, relationship confict; PC,
process conflict; JB, job burmout.





OPS/images/cover.jpg
’ frontiers
in Psychology

The Effects of Asymmetrical Guanxi
Perception on Job Burnout: Task
Conflict, Relationship Conflict, and
Process Conflict as Mediators









OPS/images/crossmark.jpg
©

2

i

|





OPS/images/logo.jpg
’ frontiers
in Psychology





