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Abstract

As the development of the economy of China, Chinese enterprises have been in a
stage of increasing expansion. In several ways of expansions, M&A is the most
popular and most widely used expansion mode and has many advantages. But the
process of M&A will take dramatic changes to the employment relationship between

the organization and the staff - so there are many conflicts and discord situations in

the organization. Among all the conflicts happening in the organization, staff conflict

is the most common one and it’s also the common reason of the failure of M&A.

Therefore, the research question is the conflict and merging problem of those
enterprises in which M&A just happened. We focus on the psychological anxiety of
employees and the reasons of loss in order to give some advices to the enterprises.
Because of the industrial background of the researcher, we take the Chinese real
estate enterprises as examples and investigate the conflict behaviors in the real estate
enterprises which are restructured. Our research could give practical advices to this
phenomenon.

In this study, we take the analytical framework of psychological contract which is
the most concerned as our major theoretical perspectives and the purpose is to explore
the perception of the balance of the employment relationship. Meanwhile, our study

not only investigate the influence of the psychological contract violation on its

outcome variables — the EVLN behaviors of employees, but also the relationship

between organizational identification and psychological contract violation. Besides,
we investigate the moderating effect of organizational justice on the relationship
between organizational identification and psychological contract violation. Finally on
the path of the influence of organizational identification on the employee behaviors »
we use psychological contract violation as mediating variable and investigate the
mechanism in it.

In our study, we firstly do a literature review and summarize of the theories about

psychological contract violation, organizational identification, organizational justice

and employees’ EVLN behaviors. Then we propose the theoretical model on the basis

of literature review. Next, in the empirical study, we use the results of data analysis

from a pilot study (N=69) and a fomral study (N=522) to test the theoretical model
ii



with the help of SPSS 19.0. The conclusions are as follows.

First, in the organizaiton after M&A, there is a negative relationship between
psychological violation and organizational identification. In other words, good
organizational identification could help weaken psychological contract violation.
Second, organizational justice has a moderating effect on the relationship between
organizational identification and psychological contract violation. When
organizational justice is high, the relationship is increasing. When organizational
justice is low, the relationship is decreasing. Third, organizational identification has
direct influence on EVLN behaviors. For exit and neglect behavior, the influence is
negative. While for voice and loyalty behavior, the influence is positive. Forth,
psychological contract violation also has direct influence on EVLN behaviors. For

exit behavior, the influence is positive and for voice and loyalty behavior > the
invluence is negative. However, for neglect behavior, the influence isn’t significant.

Finally, psychological contract violation has a part mediating effect on the
relationship between organizational identification and exit, voice and neglect

behaviors. But for loyalty behavior; the mediating effect is not significant.

Key Words : Merge; Psychological Contract Violation; Organizational

Identification; EVLN Behaviors
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