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HHBATAHWATREF  BERETANRAERL T FRALEZDHER - BHER
Bl AT AR PAABEABR BN ET EREEMER  EREHEE Loyt o
A4 # 2000-2015 F DL EE M H B R 3k AT A W IR ARG R 24T AW E B K AT
ElEE - DL ZEEH &R £ 5 X% 5| (Taiwan Social Science Citation Index; TSSCI) # 2015 4
FriRsg W iR BB E.CEEM PR IS AESZZE NN E YT - AL EBEHRE
3T 81 & o 1% # Robinson and Bennett (1995) W4 A2 EAT R AL M - 38 LABEAE
MEBMNHERBGRETAHNAXEH - RKPRPEEBENEREY - BERET A
EEMNSEWATEFTEFZXLEE  AAEXRBERRAL T MERY - DIRER
B EATHR AL EE o

(BEE=T ) G R21TA - ETITMF4TA - 8 - BN

Abstract

Over the past two decades, researches on workplace deviant behaviors have become
increasingly prevalent in the area of organizational behavior. There are both theoretical
implications and practical urgency for understanding the impact of workplace deviant
behaviors on organizations and their members. The purpose of this paper is to conduct a review
of the empirical works on workplace deviant behavior with samples from Asian regions in the
past fifteen years. We examined journals in the 2015 list of management and psychology in
Taiwan Social Science Citation Index (TSSCI) and 15 highly influential international journals.
We drew on Robinson and Bennett (1995) framework and conducted a systematic analysis on
the studies of workplace deviant behaviors in Asia. We aim to understand the current status of
researches on workplace deviant behaviors. Based on our review, we suggested that there are
unique cultural implications for studies on workplace deviant behaviors in Asian regions. We
propose directions for future studies and expect prominent outcomes. We hope our efforts can
be of value for future research on workplace deviant behaviors.
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B TR LR T R— BRI 22 S B B B 5 AR AV R R - ARMLAMERIR E L
TAETT BRIMFFE 2 I EE R TR R AR T R HIERETS - (140 « A%/ 1T 5y (Organizational
Citizenship Behavior; OCB) ~ L_{EAEXX (Work Performance) 173 = 17 5 (Voice Behavior)
FHBN B TR T REURE S - ASEERG T - B TR TIET RIIE R H LN
A (Bright Side) * & {mEIERA TIETRIVER » BN ELsER R E T TIET R
2 o GEHLL - 1990 FAFHLE - FEMMIT R ERGEET B T T E T YRS
(Dark Side) » 4l : & THIRAE 11T Ey (Counterproductive Work Behavior) ~ 2K£8E
YE1T Ry (Dysfunctional Work Behavior) ~ fHf% 255217 5 (Organizational Misbehavior) ~ Hi;
BiR 7217 Ry (Deviant Workplace Behaviors) 55 o _aftff &t ik & TR & a TIETT
Ky o TRFZ BT 8 Lo ERE &Y E2 35195 | Robinson and Bennett (1995) —SZ{F Fy H Al
EmE AR - AR EFET R NN R BB BT Z27E - Robinson and Bennett (1995)
RIS R 722 1T R T 2R R A i B 2B R B HH B EUE S A8 R i~ R AR AT - 317 HLJER
& FH AR E AR AR B sk B & EI7T 5 o %5 2L Robinson and Bennett (1995) JFARHY 73
FIEMEARE - HulHE RIS (R 21T BB E SRR 2 B E B 1 - B & E R =T
Ry o Pl - EEZEE (Abusive Supervision)  iRifE{T R (Withdrawal Behavior) ~ #5%%
(Bullying) Hd{R%. (Favoritism) % » BURINE W FC SRR R RIS R 21T R THE
B B LN SCH B RS (R 21T BB ER N (HIL— Al B S IR 1T R
WIMEIZZToME » DIBSUATEE ER I L EFEE AR - BeAh - sENtE S RS w2 1T 5
HIRF ST AR BEMA 2 B EE R - 25 MR A T e DAan i & 57 58 2 R it sE 5 52 1Y
B Im 2= 1T R SCRRE TR PR A (B RREE BT - R[N 9E 2 T 22 H BYRLE $1 55T - 1%
SR A= T Ry SO DARE N W 57 508 R B AN I Z e B I A TR e B Y 73 BT B ERE -

B35 I 2217 R 2 it AT 15 | R JE5 U2 ) Y o AL S ) 1A 5 965 ] AL P B ] o {18 T 10 A
EH - SME B EIMS @ HEIFSEHE HHFUE 33% 2 75% Ry E T & e+
KIS R 1T (Harper, 1990) 5 HAHTT B L AKE BE B 12 ZE 44T 600 & 28 20
(ERITTHIEEE 1a k% - RIS B EF T E N —FER S EElR - MmEEm o m|
R E AR RS T R H M B TaEFRZET RIEET » k—mERR T AT T/ET
T EmEE R o BRI - 32 20 5K - B MBA G RATE B SE & m) AR 1T R B G
N R o (e B TAT R B R MEREEE o R - 25 KRB ZEaE 2 LA
P97 UL NIRRT B S IR 21T F Ry T s BRI S R =T R e N FE ST
IR - TR EEE AT H 2 - PEIREE ~ T - Frindk - mER - JEERE M
FE B B SR ERASE T - MERRERR TS RATT R AUBEER RN

frE L MRS RATT ROEE - EMENEZVICET - (EEHFTFC 8
FEMERREETERE - 125 R ASHMMERIEIREMESCE - RIS R RAIH
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BB GmER Z M EE - ARG R 21T RAE e Nt @R i 2 2R - 1 B BREE A
AIREH S R T R BAA EERE - AWFui st ¥ DInn i & Z 3 B bt se i 52
IS (R 22 1T T et T (B - DTSR T Tt B AT hR B PR B IS (R 22 1T R B R Y
W - IR HERARI 2% -

& - KAEARER
WG w217 R BT e R R A 2 P SRy SR B T RS SR » o T [ e P W R 25
RZETT R EORTFERER - AT 9538 15 e 35 22 1 Bl B PR P TR SGEE T TRl - st UL 7

A DL Z it g BEES [SZZK 5| (Taiwan Social Science Citation Index; TSSCI) HHYE
FEEL O HEEH 2015 SRSk BIRT AT - SErE T ITIRYER D - M2 SR EE —
EEFTFTHERE RUBIFRIH T - ARIZ L — IS B S B e A S{ERFIRTE - BAMTEELLT 15
A E Es 2 A HIHEST SCER[EEE © Academy of Management Journal, Administrative
Science Quarterly, Asia Pacific Journal of Management, Human Relations, Journal of
Applied Psychology, Journal of International Business Studies, Journal of Management,
Journal of Occupational and Organizational Psychology, Journal of Organizational Behavior,
Journal of Vocational Behavior, Management and Organization Review, Organization
Science, Organizational Behavior and Human Decision Processes, Personnel Psychology DA
% Journal of Cross-Cultural Psychology ° AHFFCHIIF IR 77 hEt 8 _Eat A HEE R g
2000 £ 2015 FFEHAM CART N B R i S e A L 3G IR 22 17 o - RIS 8 H -
SR~ BRld R B S BRAHE F T R B B R - T PTEERY T REUNEZE L AR S BN
GENEYESR - M AE S ZEIEANRY 51 EEENEZ e E ' - FRAHR$E Robinson
and Bennett (1995) FriRHIEZ (72217 Ry 70 FAZEAE - (R IR E 28R iy DU EE AL o) ST T A
3o VY (R FE A A ) B RS 4R E R 2 (Production Deviance) ~ B & @ 7= (Property
Deviance) » BUA{RZE (Political Deviance) Hif[E§ AfZJ (Personal Aggression) o A1 » Hf
P R A2 TE YR B RS Ak S E B S IR H AR Y B I T B & 7+ AR 2R
B THEESGHREFTRE Z TAEMAZ A2 BuaizE e R R Bl H A H Ak e 2 /YA
P A EEfE R - ZIESUHAM AR ME AN BEESES (Political Disadvantage) 5 {[i A{=RIE
EfEZE DM M EEoE vy 7 =0 5 HAAH A% B & (Robinson and Bennett, 1995) © [ {E

1 R ESEAYESR SN EIESEEST - SRS HTHE EE T LS BRI EIRREE
e P B bR B 55 IR o PUTENT > SR - N~ BIREE - ORE - SRS
JEvard ~ ERERTIH  WrER R - TR - HRIZE - BIE - B - SEZRPEER ~ fifif ~ JEERE  HThnYE
B~ AR - BURE ~ BHSEJERD - BEZEFRAR - AR - FEENIT - Fvann  fHRSE ~ DAEs -~ F9E
R ~ 2RO Pl R WRHPTRI( ~ EREDHTEE - RRORIEE ~ REE ~ BB S RN
ERT -
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bl E Y 0 AR E R A A BES L HE ¢ SR #E 1T K (Withdrawal Behavior) ~ ik #
(Absenteeism) * 5 [& (Withholding Effort) EZEXH (Drinking) 5175y & W A w2 A 2 S
F5 - B AR (Sabotaging Equipment) ~ Y2 [a[#[] (Accepting Kickbacks) B fgi 5/
AJ#fZE (Stealing from Company) {75  BUARZH iR HTE © {5 (Gossip) » AL
IE7 i (Discrimination) ~ fE#5%¢ 5+ (Competing Nonbeneficially) E1E ff (Blaming) S517 5% 5
E AL H B 8/ E 0 A B2 I (Interpersonal Aggression) » 4 & ## (Sexual
Harassment) » FEFUVEE « HEAEHIETT Ry (Sabotage against Customer) ~ N 3CHHTT By
(Incivility) ~ HEF (Ostracism) H2%3 7% (Bullying) 5175 o {[H2MRIEMER LB 1% -
P R AR AR R 6 ~ Wzl ~ R A FIME ~ B ETR - AtseiisE i
I B A DA R PN 3th 1 <2 5B R i FE S S RS FEam L » JRB - AR ARl S A (] B
EERZZTEZ I FEam S - Btk - RIB F SR ML HeE] 81 FRHRET nE N Hh & 35
@17 R a BB BN MNATIER SRR - 1 Bet B ES R 21T R8BS &5m S 2 i 9e
BRI H 2 AN - BT S - HTRZ e e ERRE (28 F) B
1 (1817 ) FREMNIE ARG AYBIZE « ILAN - 3% 2 L T B GR 21T R AE3T 15
FRIF RS, - ST E RS HE BRI am SO B BRRE T TG 70+ 2000-2005 4 (15
f&) ~2006-2010 £ (16 /&) ~ 2011-2015 5 (50 /&)~ BER DAnm o 1 75 36 52 .2 Bilk
SR AE1T Rt oe 2 B2l SR8 H A BB -

PUT B IG R 21T B A S SR E TR - e M A e TR A5

AR -
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R 2BEBERETAZMEEEE (N=281)

2000-2005 2006-2010 2011-2015 ey
1. BSRRETA 1 3 8 12
2. BiETA 2 1 3 6
3. ERE 4 2 1 7
4. RIE 5 1 3 9
5  BUAE 0 2 1 3
6.  FRIRARREELIE 0 0 0 0
7. WEEN 0 0 0 0
8. fMFEAREE 0 0 0 0
9. 1{#E 0 0 1 1
10. {®mFA 0 0 2 2
1. iR 2 2 3 7
12, ERXHBF 0 0 1 1
13. Ef& 0 0 0 0
14. AFBEIE 0 0 4 4
15,  MHERE 1 0 2 3
16. EEAXEE 0 5 15 20
17. HEERWIRTA 0 0 2 2
18. A XHITA 0 0
19. HER 0 0 2 2
20. FE 0 0
fmey 15 16 50 81

2 - {EREEETR
— ~ kW 7217 % (Workplace Deviant Behavior)

AMHTFT - Robinson and Bennett (1995) ISR 21T R E 3 R EElmEZE « WiElR
7 BUA w22 B E 2L %VUSE - Bennett and Robinson (2000) i—3 KI5 R 2217 B
PAANFEE (Interpersonal Deviance) B ##%H (Organizational Deviance) RYAEEI JIPAE 57
Hep - AEHmZET RIERESH R E B THEREGE - Pl n] NBGEiREEE A
FHAR I R 2= 1T R RS F 8 2 EE SH B TR I T R BIAOEL P ETam s RIRE ~ B0
PR EH TAFEEREIARINMY) - & B T T/EREPHEE N A IER ST AT RS
BF - MM RTREE DMR 21T R Ry 7 23 DURIFE -

[51185 2000-2015 4 DA P 32 58 B Rt T G2 2 G R 2= 1T Ferm SC » HAR DL T Hg
BRZET R B—eE st dtst 12 B S S5 B ET B TG R =175
HIREEA « B0 « B B BV (2005) DIEZ BRIk G EELELE 3 & T FseE 52 - it
ML Em 2~ AH A% EE B8 A\ EdfH #%EfC (Person-organization Fit) 2KFEHIE THIR
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8~ EEEGET R HRER - EE T TEREESE - @ g REEEEGE
T8 5 [AIERHE - E B T AHAoRGA B8 A\ B SR L A= R - RN g RS » &8
H{EEST Ry - Bordia, Restubog, and Tang (2008) FYRFTHIZEI - Bal AR B B 5E 2
(Relational Breach) & {1 15 B T Jgk 52 #| & Hx Bk - [0 7 & R 18 52 1 (Revenge
Cognitions) * FREAMMEIFZ1TE - Chu and Peng (2008) FYRFSE[EI R IR, ([ 32
HLENE S % B THIRET R - LHE 8 TEAMUEE REAE (Hostile Attributional
Style) Hf » FIltBEAE 5 R REZ - Yang and Diefendorff (2009) DAF#E B T REA - il
1B SR (Perceived Ambiguity) ~ %1 128 AR IEF (Perceived Supervisor
Interpersonal Injustice) F1 %15 B 7 AR ANTEFE (Perceived Customer Interpersonal
Injustice) M RlkE IR HIBR TR - HutFess s Biknyfs H BRI & & s H Y
ar g - s[5 B TREN S H AR EARERZETR - (B2 LR E 2
&2 THIEIFIE(LEL (Conscientiousness) FIFEIAIE (Agreeableness) FfFE HIFRAEER] »
H B T HEBKATE) W = (EREE R AR ERTE R - BREfER S0 158 B TR
fR7Z=1T K ° Gill, Meyer, Lee, Shin, and Yoon (2011) DAiEE] & T R AMELTHISE - #55R5%
B B RECERH AR AGS (Affective Commitment) B » B TR G RIS REZT R
{HIE - FrEEfHA% &G (Continuance Commitment) Il » B TR FR 3 H A= 19 8k
Uilm7=1T Ry ° Zagenczyk, Restubog, Kiewitz, Kiazad, and Tang (2014) DAFERE BERGH0
BB TR 5 » HeiaRer - BABEMEF] T2 (Machiavellianism) {tHAIHYE
Ty e Ay Sy OB B2 BURE (Transactional Psychological Contract Type) » #E[5 |
& 8 T3 SR 7417 B ° Matta, Erol-Korkmaz, Johnson, and Bicaksiz (2014) HI[DA+-
HEE T RBEAR - M58 IL5m 1L Weiss and Cropanzano (1996) FY1& Bk 2543 5@
(Affective Events Theory) * HAFFEAE R - 5 HEZEEH LIFEH (Daily Negative
Significant Events) &5 [ B TR & [AH5E SE » A 54t 2RI F A AR EGE
R EME AR 2T R s TS B TEREUBR I =015 4 57 81 58 B% (Use of Suppression
Emotion Regulation Strategy) ¥ » it g2 B R R pll 5@ %l » 2R ~ fRig Bl RS
(2014) WIWFFERNEDR » REEENESEENEBE TEAMEFE - S 6 El S
RIS R 717 F © Liu, Luksyte, Zhou, Shi, and Wang (2015) & Edwards (2008)
B N\ BRI 5SE U B 5R (Person-environment Fit Theory) R # (T (Overqualification) /i
Fore—TE{E A B TAEASEACHYRRE - (5 s BRI R & (R B TR R =
(Organization-based Self-esteem; OBSE) i H %5 & T #f @ F & A IE R - WAHIS &
TERBHNREEITR ;s AN - & B TEAER SRR (Justice Sensitivity) FF -
A RAGRE F& SR GEE

[ ST A DA N 3t W 57 B R i FE B SR B R IS R 22 A T R FIRFFEAG 5 - FRAM T A
FEHE SO SR RIS R =TT R B G A - M B — e IR - AR
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R R LA e ek S fm 2= 1T R BRI - e B R AR RIS T EE T (e.g.,
LR $EAREREL (RS - 2016) -+ RIARHFFEHE FAESTHE Dl 5T KR E TR
A DUE— P AR PE A e ARG 2 = BIAN « WFST Al ERE bt sk T B L th B A8
TH 2 22 B A T B35 R 21T R B2 B » 35 DU VL B Rl B B 52 8 & T EmAld £ - 55
G o B R 2T B E (A (B RS N Y% 52 (Within-person Variance) © H B {#EHG D #hf5¢
SHE SR 21T B ETT(E B8 N @ 2K (Within-person Level) . Z 5T (Matta et al., 2014;
Yang and Diefendorff, 2009) » & igAKI 58 ] AERE PRI B H G R 2= 1T @ b
HIETHAIZR -

.~ JFE M2 (Production Deviance)
(—) iB#447 % (Withdrawal Behavior)

B HET1T E1E Robinson and Bennett (1995) HY5 FEZERE & A E E fm 7=y —F&E > 1
Carpenter and Berry (2014) 35 B THEHATT R /1B ST EHARRI IR AT Ry « SBHETT R
A& A (EEER © T{EEHE (Work Withdrawal) BHEEEREHE (Job Withdrawal) » T{EEfE
R ECEI N RE R B AR AT AR HEFR ARl TAE A Er S5 T - ik Tk S
) LAEAEEGE R TR A TAERIRF P 2R 91T R (ARSI BR8N ) 5 R
R Rl 2 15 & T 1k & i BrRF 2 /Y #H A B TR /A E T (F HEAY %5 ) (Hanisch and Hulin,
1991) « $RERHMETT B FEH LL R AEPRRTBHETT BRI - A — LR 2/ E B THE A
1T RHIEEHN - ARWFEEERYER S 3t 6 e » HARTEIL 4F - REFHL 2 H - FEREEEE L
RHETT Ry JTTH > Walumbwa et al. (2004) LAFREIEEEIRE & TRAFei 5 - BIRERE K
RUHE (Collective Efficacy) & H1/ T AT SHE (Transformational Leadership) BLRAETT Ry
IR FIBATR « FEMEINE THRMETT R JTHE - FIEEHEETH (2012) &8 TIEMHRRH
TR RO T T B UE B ELR M TT R R IEMBAGR - thitEilE B T2 FFE
NEERNEES (AUCERDUS - B CIF&EHEISE ) I - &3 A TRAZFIFHBE -
BASE Y 72 R A AURK » Ry 17 e o0 B G 0 05 A DAY P 97 T 2 AR N AT AR - (A ErE TR
TAEA - BERFR HE S R B 5 RE T R

BEEIMNE - AHERELER T R T Bl e - (BT REER B
WLy —TE T R AR - RIL B M GRS I ZE FE R B I MR S R ST B a8 RS PN T 2R Y
BAfE1T Ry (Carpenter and Berry, 2014)  F5E » AREAGRZ DURHETT R B ETRIHIRFSE
AR LT # TAF AN W R Y B T2 6 o Jo e 515 35 i B 22 e N R AE T
By o MR EEEHE SR KR 21T B (Carpenter and Berry, 2014) ° 5% *
RERBHERE T —EEZ 5 R A RN TAF - MR R E A EMELR B T T AFRFRY
TAEHE A (Job Involvement) EfHAAFE T~ » FIFFREEE THRMETT R - HESEESARK
W5E T DAEREYT -
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(=) %% (Absenteecism)

T #)1E Robinson and Bennett (1995) FY/3- FHZEE BN L E RN —H - BREIRIEE
TIERI TAES AT TE - AllREEZIZEHIIE I (Johns, 2008) © Johns (2008) fEHT » HENHIMT
Feamd A R AN A3 (ANRERE ~ AR A\ CIAE T IESE ) Bt & [AI3R (4H i B S
{b5%F) WME - AFFEERERER S 7/ HApEEEHE AR FEREm 3t 2 F o it g RE
HIEm S 5| -

1E{E N K2 5T » Fried, Melamed, and Ben-David (2002) DIAR B 21 i LLE S #H %
HY 802 i B TRt 5E¥i 52 » HAFRER » H& TIFEFEE (Job Complexity) HIZZLEE
TARER » LAF5 P RN Bk 8y 1 (7 B (Rl B TR Rt B T LUK
BB B TR - TAFS Py Bl ik 8 R 2 BA 1R - fEnt & AI3RJ7H » Xie and
Johns (2000) $H¥f R B EE 102¢ B THETIRE - R RES - SRS B ER T -
{EARE RS 5E% )) (Group Cohesiveness) | [EIf#gE B FHIE AR E) S(LEEZME (Absence
Culture Salience) FE[E #5 ik EN 2 & RRBALE - JREN - B ARATEER B R B RS SKER - BhEIHY
& F3{K 5 Lam, Schaubroeck, and Aryee (2002) 1F3& B Bl & HsE1THY S U LI 9E 2830 -
{EXHE T EEHE (Power Distance) & #5557 AL 1EFE (Distributive Justice) B EHHYE AIBILR
Peretz and Fried (2012) 7E 21 BT A » A 5 38 B B 22 SUALAY R 2K 8L [A] (Future
Orientation) & ¥4 58 B T A1 #R A7 (5 Bk B0 & R R -

FRE bt - ERENTEVT A DARE PN & <2 3 B R i 7e M 2 2 W 9e et 2R - flem 2 PRaT
ANRZ it & KR 6E % - INEESHE R F SR B BImk 8 R T LLE i 9T -
Pt - BRI RE R LOFREAY © R CRELET B T IEE%ET (AR MBAiEsm - R
B UGB AN B ) WIBCE AT AT RETT SRS BUR - AR ZRIESE A DAST36f bt Ao sg Bl ik
EHIRAFRETTZE ATRET (Johns, 2008) 5 5340 » SRAIR O] $HHE A KL Edit & AR E B
THREIAS A 52 B TERST (Johns, 2008) ©

(=) &5 (Withholding Effort)

= /B 7E Robinson and Bennett (1995) FY3 FEZERE BN A E RN —E - S IE 2
NAERE B LM BUES I RS2 IHEN - BEE T B S 6 (Shirking) ~ T/ 2N
(Job Neglect) ~ Tt & HIEL (Social Loafing) Hlf&{# ¥ (Free Riding) (Bennett and Naumann,
2004) - & MU{ERE S AR Z RAE R EME 218 B TAEB T LIFEBRIETE « SR B
TERA e B T F 208 38 A= A A B 5L » ik & (IR B RS e Ty 3 AR IR E RS [ e » At
FEBEERSEGR I o R - HP TIERIE 7/ it &FHE 2 &H -

T A ZwE

TAFRARS 2 T E Bt TrE S E B LA PR - AR EEIELIEHE
Bl 15 - ISR LARRF R e S8 AN B ~ HsE=Rg NN - 2B E R EE0RES] %
(Bennett and Naumann, 2004) ° {EAMFZEEIRERYGHSCH » Vigoda (2000) 7E LA ESIHETTHF
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92 > FEEREEIRAIE AR EUE (Perception of Organizational Politics) Bl T {E/ZR&RAE IEA
B f% - Hi% Vigoda (2001) HEFTEESALELENTSE - #GREH - MHEHRLLEYIE T -
B TR RH ARG E B R 22 e i B T[] Bl PR 5 R & e P 2 R Ry 2 B o AH R
DLEasit & Rig e - HIElnt & 58 Z HARE R EL TEZCRETT - Rl RE B2 IR IE R
B2 B =4 A fESJA9TT R » FF% > Thomas and Au (2002) EH Thomas and Pekerti (2003)
BB TFHmEE TFRZBHEE AR HBEREEER FEFRE (Vertical
Collectivists) E it & MR EEL T (27 » M7/KKEE A LEFE#E (Horizontal Individualists)
o E FHEL A SR C - BRIAE AR e B TR T R IR R+ - AKSEE A EFE 2 TE
TR Z BN LR R B BN » T2 B TR BN LIET RIS 2 # B B AR
& A ZE) TAERE IR 2 o 114 » Mellahi, Budhwar, and Li (2010) CAEIE &
TR &g iSRRI E KRGS (Team Commitment) & 55 (b 51 5 14 5K GE
(Calculative Commitment) ¥l T{EZBEHIEMAIBILR » 52 » Bl B TA w = M E
et - RRREH RBERN—G 1  BERRRER - R E TETgRHR
TARRNE - fxtk » KR HE RS R BB SE A B G 55— T P =0y LI RN - Bl
FEPHIE (Cyberloafing) » EH5 B LA LIFIFE 0 A FIAgES - B RA AN BB E LI
TR 8 H EGR AN B A PR M RA A3 (Lim, 2002) © Lim (2002) 351 & T &rAl
R EH OB AR RIFT Rl R B CIMRZETT Rre & B B2 AT FGERRY - R E & 4
kN IEFRRT - 81T H O A BRI M AR R -

FR ot - ST AR DARE N & 52 5B R it TE i o0y LI RIS e A $H 8 /ME (A:
tHA G ) BNTERZ R T (A0 TIEwE ) EITHEE - RS E -SRI E T
&1 A BRSBTS g s 2 L E R RE U284 (Bennett and Naumann, 2004) ° 3% » K
AR FEIN AT S B G R s BERCRAETTBRET - HLT R RS R B A T R T RETE Rl —
T 155 Jel EE A B (B S B TR ) EUET AL k& g bk B R R HY AR 2 S (Bennett and
Naumann, 2004) -

AL g B

& HIFR AR R ERR ST - BRI S R E A BRI S 20 A 55 77
HYME] (Kerr and Bruun, 1983) ° Fang and Chang (2014) 1EZ1E L 95 {1 i B =17 S
TIa TR BN R B Bt - PR R B TS PRI E B - [l B AR R B B A 5 R T
IF o At - AR B - 5 B B R LR - RS A B A B it & U T
A & =R E 2 AR SRR T B AR R » e — G SR ELE R TR AR - BEL R
(2015) EEE I EBDOVIRAERY 91 11 PR %5 B B AETT G & - HFSers REUr - i
ARE G LA B E R B TAamE OB -

frE DAL ST AT N & 52 5B R i 72 S ik & RIS et SR i 2 » RARER
Fn] DAgt it & B BCH B RS S RE R RIS BCRAE T IR - IR R] 13 B TRYE A {E
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B EE A 22 ik & PRI B T REAC A F FHAETTERGY - 5990 » STt R RE Rz Bt g [H1 Bk
B AT REREGR - Bla0 « B KEHEE (Long-term Orientation) HY & T8 A RE B A
77~ B E R~ BfsEd B FIRL O F SUEE - e g R it & R &
TR °

HNEEEENICE R - R E T RHER R E R 2 0] DAgg (L= TG AR EA B
2 MRIRAGR - FIALEESE - HERE - WMINESEREN: - b3 AR
5 7 AT T RE A SRR B TR BRI AR -

(w3 ) #kA (Drinking)

FR#% Robinson and Bennett (1995) # A tHA& IR 21T RIS 2H - BN EE R A Efw
72 —Td o BTSRRI R LA BRI B ENE Pl 5 (38 1Y B H s B R [EETE » BIlE S kA
TR R~ TERIERY AR T S IR R E S Kk TIEZL %2 (Mangione,
Howland, Amick, Cote, Lee, Bell, and Levine, 1999) -

HEZR B TP BN R RE S B T B RE AR AT REE B K HUHE S - (HE 2000-2015 4 -
SHEF RN =2 5 3 R Se B S BT E RS e SCEIE R 3 & ° Liu, Wang, Zhan, and
Shi (2009) PAFRERRERY & TORERA » MAEEE IR AR R H B TAERE ST (Daily
Work Stress) ¥ /A5 (Alcohol Use) HUFZZE » TR - S HI TIER I
MRS R A TR TIEH B RS ER AL DU BB B (Desire to Drink) HYEEE © Al H » &
BT HASIMFE (Neuroticism) 8 B 5 TAER AN » ATl Z 2R 8k 5# - Wang,
Liu, Zhan, and Shi (2010) PAFRBIRFERIERAETTHIISE » SR Conger (1956) HYEE J7aHES
M54 (Tension Reduction Theory) * i [E B & T H HERAY TIFE K EEZE (Daily
Work-to-family Conflict) ¥R H PGS AV - SRR - B TR HN TIEHZ
JiE 1T 2 sy TG T EL A 50 FH AR B - 1 & T RV Y [R]85 BXPS L # D (Peer Drinking Norms) »
[F]ZEZFF (Coworker Support) Ed52fE X7 (Family Support) * B & FEETRTMAY 7] BHFR -
JREN & B T AE 2 [EE R EAA SO AR - fRLAERSEE &g ; R - 8
THER[E S B 52 e <7 FF R - Bty E A BE AR R RZ © Liu, Wang, Bamberger, Shi,
and Bacharach (2015) £E5FHEIG 80 (b - WG RS IR - fHARAYHTHE LB (Newcomer)
RIS P RTEERZ P A {5 FH Fi#E (Veteran and Client Alcohol Use Norms) 112
A R A ST B Y BN (Performance Drinking Motives) * 1 AJ BE35 i B FE AR (Heavy
Drinking) FJ[& TP » s EEEFERH (Alcohol Misuse) HIfTRE °

BT AR DLRR N <72 508 R i FT 8 G 2 W9 Rs SR - M m] DA B B2 R B0
RIRE R FEN A2 B - B AL — B R 22T Fo 9 R 2 BB HIRATE » Liu et al. (2009)
g2 (M AT DA A BE 26 /iRl ~ HRo BEER BT TE - DLGE B T AR sl il i A e 2 A A
MBS NNEAE  FeAh - FR BRI & S LR B E (1 _E B s 7 S LA FEAHIA] - AR RIS
JERZE ATRZEANRIEEEE (AEZ PR ) SR R B IEN 8 - Rk - P73
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(LR B A B YR R AN 4H(E] » Liu et al. (2009) AYRFFERS 283 A & # 5 aX
WHEL TR R R —3R - DI B R e o2 rh - JREL TSR IR IR E - £ LIER
AR B - SRIATRE AR TAEEORE H AL - RACHT ST B ST L ERREEEE A
{BEE ST ATES S LFETT R AR -

= ~ Bl (Political Deviance)
(—) &% (Gossip)

HE BT AERIFE M o ZREH - HERARRKE T I KAt A (Litman,
Huang, and Chang, 2009) - HRi{#H 5 IS » TEARMFFEEEAFE 1 7 ° Erdogan, Bauer,
and Walter (2015) DA-HHAIAREFZE S & THIEBEZE RBEA - DL Nebus (2006) HIHE
e 2R TR (Network Generation Theory) Fy &t » PEETHEE LB ACHA (Leader-member
Exchange; LMX) E2FEZHHE S /0014 (Advice Network Centrality) FEFUEE R - EIFeiE R
BUR - HERE A EBEER S ERES A L - HRe g E B EER g E
FRHES B TR B 378 I A SH 8 5 Bl B A HAL B s B A 2[R  F [l s 2
TAEAERARIRTRE ©

B AER A TERAE R ES IR RE —K - HERIKGE D FLIEET -
Erdogan et al. (2015) AYRFZEAS S HY B TR E S & SRAEADLE & RES Rt B -7
B A BRI R B B R B RRE AR ST - BRILDASN » BRSPS T S LE R BB AL R ER
TG FTAN[E (Triandis, 1995) » FrARn & S LAY S B S vl REER PE /5 AL T RY
B R AN AR - R AR T 13 R 1T IS S L LR 5T -

(=) ## (Favoritism)

fREL R R R — T EUA R ZE © Brewer and Gardner (1996) f5H! » SEEEHIH RS
DNERIBGT M E AR - W FREEMERI H i B8 E B EE - (88 H IR EnL
ERE B N B S R B R A T A ANEI S pl B HOFF IR LB (Sidanius, Pratto,
and Rabinowitz, 1994) - IR LB B REL

BRURAAT R HIBTE - TEARWFFRR A 2 58 - Karam et al. (2013) fliERER AL AR
on 11 {EBEZRVEH B EZE AL ERERE R (Crossvergence Model) B 7%
B X (Macro-level) (A3 (IEMHAYH AR & E AN E (R T (In-group
Favoritism) it & ALEE ) ¥ 8 T T EAYRIAMIETE (Ethicality of Favors) BGA]
B mALZRK (Perceptions of Favor-seeking) HISZZERIR - WH9E38FL » AIA B A N E i
fRELromt g - NEM " 3R ) Bt G REFEFIRERTR K - RGeSy ez S I Y o 2
TRt PmERETR - 2 g EENERRLE - K EhEsE K
RAA ~ [ Rl v IR B AR RO S - IR e M RS B A SR A e v B AT
By HEKHB R a2 TR o 5940 » Jiang, Chen, and Shi (2013) DAAHE[EE
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B T hE S H9ehi R - EEE A E AR 28 H B CRR AL R R E RS
&= HEEEE FENEERS - &5 E A ERR EE H B AR AL K E AR
& E - ENENE S EERIE R -

TR BT A DARE N & 57 50 R T T B R 2 SRR 5 BT m] DAEE B R AL E a3
W SABRAS A FH & OB R R 22 - Jiang et al. (2013) R ARAKMIFE AT LAE A2
H AR 2 (Self-serving Bias) FYIEE » DIEETE IRALHISZERNER - SH40 - RAHFFTIR A R
SRR T 2ok hs i im AL R s 2R - Al « 278 050 8 (R AL H s S A T ] L FE 2
BIE (AN TAFEAE) ~ (TREE (WEBARITRS) » BGEIER R ERSE -
Karam et al. (2013) JRNEHT » ARARMFFENMEIERE B0 o9 AR RELRZ ZRR - JRn]
PRI FIFE R fe N BRIR AL B » AN » ARARIFFEIR Al e S5 St - E AR
LB B PR EE At & - HARALTT R BLAH BR B I s B R 2 S AH R Pe T it & 23R
N FEIFIERRE -

(=) 4% (Discrimination)

LR FRFETE e F B 8T8 FEEO AR (AR YE - JAEEG ~ 1R ~ MG ~ 38 ihE
FERNSE - T RIAH A EIREHF{T R (Tomei, 2003) © SR MLERREBUINE TR - A REEL
i M RERISE » AR IS 7/ © Chiu, Chan, Snape, and Redman (2001) FL#g K H 5
B B PR AR A - PR Al 2P B 52 B S it RE ] T RE P AE I RA TR » FHE IR T ~Za
o REZAERNBERNE T T LBANEE » (HR 5 EEE - Wu et al.
(2008) DATEZEEFIZR B HY 26 B2 A FIE S B SAPE R TIFIEEE S &R - Hut
Feth SRR 2 Bl ZE REE SO LR B AR B B 3 LA St [ (5 FH ISl A E B 2L A5 BEEE Y 2
ESR  REBIFAE SO A S MR BB Y JE FA Lk [RI Rt & R e A E M A RIS A e
A » 5548 » B B #®EE AEFE (Individualism) MEAKFGHISC L (Masculinity) BJZ%
BR3¢ - 1R S RN & A BRI 1 B e Ry LR 1 Jee P IS ME Al -

Shaffer, Joplin, Bell, Lau, and Oguz (2000) PASEE] ~ B AFERE # = (EH TRy ZL
M TAEE RBEA » BEETEEREANEBIEHE (Gender Evaluation) (FERUERITE R TAEAH
BRURSRAVHERN) SRR T R B TIFAHRAAS S THA s 8 - RS T - 25 =2
FEPERER A - IR TR 2 ~ (BRI GE R - (R AR A - BT
[BR T EIlfsy -

S A% BRSURER AR (2013) DUHRR R 22 14 /& B R 52 - el
%4 REE2 (Organizational Ecology) it & 72 &% (Social Identity Theory) HYFE FEHEET
2 R E A B e o (R AL ) B A R A B 2 R BRI 1R o MPTRIRFFEEEER - MERITA
EEL B U ) B 2 T i e i 2 AT AR IR BRI BR 201 B IS RIR B O ER P M 1 Bl
LRAPRRI B A RERTER - 7REN - RES 22 1% & AR A 55 M Eh s & B B I 7 -
FLE R A o SR L ) B 2 MG (e e < 1 ) T 1) Bl R e e R -
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Derous, Ryan, and Nguyen (2012) PA=1{EF5e st g e FH i « iF5E—FIfF9e Ry
W7t B = 7 EL R (88 (Ethnic Prominence) 5% - BRI - & EAE SKERH) TIEE
TR BT B5 RE AU IR » PRz H ASAEAR BT LR 2 T B ARIPU GRS - BF9E =R - &
FEEEHIE AR (Recruiter’s Prejudice) #FEHIHIENL T » FH B2 M EE AL T
TR b B E 5 A LRy R - JRB & <2 B EE e e - FhAS SR SR 2 B A BB L
(Multiple Minority Status) FJfEa% (LR % EH A BIEREZIE LN —EN D BIEE S ) -

T O A DR N 8 57 5 R ST SR 2 9t 5 - BT DI R G SR HEET
SRZE SR AR RANZE - (ERIEHR R 5280 K g T F R B » IR AR ne PNt & S BARAR T
FEPRATHYZZM]  Chiuet al. (2001) FEHY » RAWFFEAMEEDERS B TRYSEAIMRERE - 32
[i&EE B AN EIFF R AR S R E R A 2 BRUR - Wu et al. (2008) FEHY » BR T
SMALFIERERE 2SN - tHt B e S EH M e BRI R 3R - AIHRRS R (R E R
SRIFESE MM/ EH o BT AR (Overt) Bl ( Tomei (2003) R BRI ) (40
REES RN ) 24 » BH L RSP A~ 58 a2 P R
AT REST B L B S B TP REES TR » IR e EmEE TR -

(w) #& ## - (Competing Nonbeneficially)

— i AER - BB A IR RS R EE R - BT EERREE - HE
BRIEmEAY - e B A& TEESF ) (Hypercompetiveness) X2 - {Efs
1E [E] 8 N RS R R (A R A B A S AU T 2y (B0 B9FEK - 12T
K EREEREFE T - DURTE ~ B~ P SR R S a7 M R ey od B P B E K
e i R s ik (B e B R Y B B 22 B R 2 AR (Ryckman, Hammer, Kaczor,
and Gold, 1996) °

B R a5 T HIMEST - E RN R AN {E 1 /& © He, Baruch, and Lin (2014) DX
ZERIRN T E R E SO SETTIE - AR - B ERE TR E B
Bam2Z  RH - BExERE IR (BEEEER 2L T R EEEEA R
=) ERRREBG R [ SRR - BRGE A EE A (Team
Empowerment) 171 F % B384 (Team Flexibility) ~ £13% 0 = H G & A8 2R -

B T AR DR N & A7 5 R T I R 2 9 Rs 5 - B R — IS fm 2= 1T
Ty > AERR PN E SAUARAS AT H 7 25 B Em i A B ZE PRAT Y22 - He et al. (2014) 5 -
ARAHFT AT DU B 58 2 N [EIRI AT A TE - DUR EFE RN RIS B RTHEST Bl « BRIELDASS -
EEN A R B Ak R B TE (A0AEAR S ~ TG TR ~ AMEERRE - BIRSECSE) #
B SRR IR ST R R E A E RS (Team Virtuality) ¥ EIBE A
B SSEITIRET - W DLE R sl E I T Fe e 5 R e SR B T R R SRR 1% - S 26
AIRHIERE TR R - DURE R ER R AR AYSERE - F5 DT 58 58 BE A M 5 i - A s = -
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P9 ~ A NI (Personal Aggression)
(—) ABH4ZIE (Interpersonal Aggression)

NERICFRTE B THE—(E e —# DL _E[RISE R H SRR e LD R e B =2 FE
17 Ry (Baron, 1977) » BIA1E S5—(8 A GREE ~ R ~ 225 S HIGR; - fEHETRRm
HIEEREREEEEGS M A 21T (Glomb and Liao, 2003) °

FHEIABBZILHINIE - TEAMFIeEATILHE 4 /8 - Lam, Van der Vegt, Walter, and
Huang (2011) DAFERKIE B TRt » SEA Festinger (1954) Ayt & FLESEE S (Social
Comparison Theory) * [AIlFE & ARKAESAALE (Future Performance Similarity) B2 {E
EEX HEE (Cooperative Team Goals) T » BB & H R HMEBR R &2 ABEE
0 SEHEARKAESAE PV TR & A KR B ORI R 55— (7 [E B sk A FE L
T2/ o Lam et al. (2011) RYBFFEZEFR - E E B & F1E 5 E B & R AE I E B
& HEZEBEKE EFRDEEEBER - 5 A SRS EME TIEREERE S
WF - MR E R B LT ABRRILR AT REME LS SO - BB B R
PR B ARKAERAB DV IS - HEZEBR I B B AR DS EE BARRE - 3 AEELE
Rk B ABRRAURFEIR © F5 - & B B AR RKESE U R R B B E®R L& FME
HIERT - &S NEEZE R AR AL » &% - BB E RRAARE
S HEERZHSTEEEER - B8 NEHEERER ER A EERILFES -

Ho (2014) DISEThIsE A » SEHASRE RS (Structural Hole Theory) $E5T A A
F&HEEES =7 (Third Party) RYBAGRLARAEFERA & (Network Closure) Z01A] I 5 1 =]
FENEEF (Mistreatment) RIS E © Ho (2014) §258 =1 A& EEEN
EIR - RIMLE - RIS RNERREEFESENE - SRR REFRR - & EREE
RIS RS SRR AR = T B AR R - (E il 2 [F BN E B R AT REE
s 0 [RRE RIS R TGS = &R MR AN E ST R - MO - 5 (E RSB [E]
LR = MI{FAE IR E47#8%% (Liking Network) FF » HIEAN g 2 [F AN
H¥F o Ho (2014) #FL » TAFME&-PRUMEFE PG RS (RIE SR E A FEAgHE S Bl fh A
AR A FREASIEE ) - (MM EIENE ST TR E s - R E (E R
R 2 HE SRR MR - ARENTETGE - RS RS P & 2 B EE M A R e
PeE (RRERERERERLSER) -

Huo, Lam, and Chen (2012) DLH B K [E B TR BA - BT £ & =0 =X il BX
(Aggressive Humor) ¥1/2 & T T.{FEE ST S A B1T B (Addictive Behaviors) FTigifEl 2 5
% - Huo et al. (2012) FYMFFEASE SR - B TR TIERE I EE s es i Al ~ &y ~ fhpt
FRRAT R ZBG NN s T E EERIDMBOR AN EAME S - (EHE R E B TH#TE
B BFEEELE S ARSI - B TR R - H O T R Z AR T RE TR

4T -
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Shao and Skarlicki (2014) DA RFEE NS AR B T A - S EREE N E B 6
(Customer Mistreatment) B8 & T8 5 1 i 2217 5y Z BRAES T ES SO L ELER I SE © Shao
and Skarlicki (2014) 3 » {EIISARAT - B B THEZBE VE B - B TER
HERE - Bt SR E BRI NE (EEMEETR)  RZ » fEFRBIRERA A -
BB T EZEE N E S MR eI g RS - HR - sHE— M HAERIE

(AR S RBAER A RT R )« 550 » HIFFers SRR - AR E A 2
Ak TEEEME A EE UL N Z B TEZRBEE AN E 5 - e R 82 61 %R
BIWETR s 2 HHEREESERE E 58 (Collectivism) UL » fEEEEREIFE S
LNz B IEZEEAE BT - AfTe R B AR E SRR A R -

ROT LI AE N & 2 5 R R R W IR A BRRIURIMITEE 4 /= - HEGET AR
RACHIARIR B & RS« FEHERE - A M EE S 2 E N B=RILZAERE 5T -
BRECDASN » RS 2 Bam 3B RERE X - 2 BERE AR - et 74 R
PRSI Rt Fe B B R PR SR a2 ET » ARZKER T RIS 41508 H R EE 19 AR ILAE T
Fedh » JRAI PR H & (Daily Measure) J7i% » $RETHS A BREIUHIZE AL SR R B
B o HOR - AR - WRERETHHAR E R P Al REE R 52 » 3 Hersheovis, Turner,
Barling, Arnold, Dupré, Inness, LeBlanc, and Sivanathan (2007) TR IR % 3 ATFT
g - ARSI ERR R ER AT - FIE AR EILEREB UL ~ BFR
» BE B THIBN AR - B AT6ES [ ARIE T R o BRI - KRR A BZILRIIEZE
AT DATEAR B S T TEREY - WBIMTES S LRI AN BRI SR AT REEAE R A2 52 -

(=) 5% (Sexual Harassment)

B R TEGFTH T B ISR (Sexual) B2 MERIEGR (Sexist) HINZEGHTT Ry
(Fitzgerald, 1993) » B & HEAK B RINEEHIIT RBLLRE 2 EFE S EE 8 2
EHYERESE (Ali and Kramar, 2014) < PEEEEEREFEIN AZHRYARE (200 ~ BB )~ fHA%
FRRE TR RN RS - DU & S bR SR A R 2R EN SR 5 R 3R -

BRIVEFRERIMIE » fEinNHIE S 3 & © Cortina and Wasti (2005) $1¥5PEHEoF %5
KT - BIEEEEHES T - THEEZE N LRGSR EREEREE AN LHFIWELE
BEE Rt 9 52 » DLAERE (Ecological) BLAAEIERE (Mawson, 1993) SREG MHEEHEZF
HHIAETT Ry - H K-means SERE /3 HTAYAG SRR HH =R BRI A EAURE (Profiles) © 73
#it (Detached) (FEIRFHE CIETERRIBRIBE SR 738 )~ JEEETHRS (Avoidant-negotiating) »
ZRSZFF (Support-seeking) © {F#E i [FAEA T/F 7 2 K ERIREH A E [AI3E (Coping
Profile Determinants) FT{A/E 2 725 - H Wil & & - B REEM: © & 2
MALFRER - HFEAS SRR 55 LIS R E AN TN RIRY B R ERURE - ]
A0 - 55 T R BRGSO L 1 B = A BRI B 5 =0 TS N LRGSR FF
HY E A1 B vy A 06 S i e B o3 e 7 = -
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Liu, Kwan, and Chiu (2014) DA 858 $542 BF 178 BAE R R i 925 52 - 38 Gross
(1998) M IE#& LM (Emotion Regulation Theory) » 5 REZ M bR B B T IR 5 #5354
HIBA R - BT 38 SRR S ML BRI S IR i 0 e B ) fe R, B MR BRI 1S B it
DI IR (Display Rules) » % A {#H#(E({H (Chinese Traditional Values) &k
g5 LalisZ B, - JREN - B BATE NMEMEENET - BIfESEEREE - 81T
e s 2R IR - DIFFE Ak ZER

Ali and Kramar (2014) DAHTEEREIESH (Neo-institutional Theory) fREEEmEERE - BRF
BRI E R RS E R BAE B E IR (AR ) - MBS EFE NI E
DUR PEBR NN B HIRG IEFE it o AF 58 B[ L Rk R 2 e i B S o 20 N T & RV
HCHETT IR » WFFTRE SRR B AE (R =GR FHIRE s B SRR B 1 B P R 58 4= -
ALRRAR G e BEPCRRVE i - JREN - — (BB KRB L L 8 TR R & MR
EVIEECR ZAT R Z AR — ER2 BRI ZE - B0 » 35 7S B R B S b RE R
VRS B EREm IS M R B e ey - EISZ LR R FHER EEFAEA
B o MLFFEAS RN B LR TR - AR (AEE B IERR ) o~ BEEBHEZE/
PO mRR b2 5 B BRI AG (EFE Y g -

I DARE NI W 7 Bl B R e 5 52 2 M BRI AR BRI 5251 2 /. © Cortina and Wasti
(2005) FEHY - MEERHERIAR AN 5T AT DLER IR 1914 DLR 5 T R 53 TR FE ST =K < Liu et
al. (2014) EEFGETTES UL ELENTTE - WAl AN R BOERAS » ST DAAS [R]85 1 B TH]
EHGHEITERET © Ali and Kramar (2014) HIFSH, - BR T $HEAL AR SEESTHIFESN - F
FeB IR Al BT AN AT AT REAFAE R MEBR IR R REE A TERET - G SHE A Rl RH A R AN [ S kA
H P B P R AR A B SR S T T R AT -

(=) B&EXEHEE (Abusive Supervision)

FENBSGRAT eI FEENERRE L —  BHEF S EEHE RN
B e E R ERE T B (Mitchell and Ambrose, 2007) © #2138 Tepper (2000) HIEZ
FEEEEIENEAE R ERFHE S B A EER B EE TR - M ERCE T
T ANELTE B HEHIBEE - & RS e VRS T Ry LIS A0 B 2 W B, ~ N B S E0E
ANHENALES B ~ 7R BB AN L FHIUE T fy (Keashly, 1998) ©

BEHEHIT L - BENXE SRRV FR R T EAR L HIFEE: - H1E Tepper (2000)
RHFENEBIE SR - FEAMIEEAT - B2 20 BRIWFFRRLE - DU AR
FEAE SIS Rl B DA TE - — SRR RN T EFEXEEIRTERE -
SRR TR R e VRS TS [ F AR SR DU 2 Bt — R (R FRER AR -

TERTE NZWEEST /T1H » Aryee, Chen, Sun, and Debrah (2007) DA A e ATUZE 5
BT Rttt se » WHEHHMRIESE (Organizational Justice) FYF EEETTEERS » HAFEER
FEE B (Trickle-down Model) FYTEH] - EEHEHBEMAVEE LR DA ER
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O E) G E MY RIREHEE S Bt R s EAE TR - H BiBER
FFERGBA S EEEEEFE (Authoritarian Leadership Style) FF4FBIBHZE - s=HAB)
EAZI5ETE (2009) fE EE AV MR IEZANTEE & AITE L (Negative Affectivity) HYFEEEERT
FTEEENEERREA - MM3#EHE T EHKEREN &R BRE EEEEXEE
YA TR R 28 B T IR N R1T Ry - Restubog, Scott, and Zagenczyk (2011) DAJE#RE
REH] MBA B4 BIH B BRCER B TR - WHefi R B LIFRE R EEERRIE
#i#i (Aggressive Norms) B {4115 3 /& 55 & 5 #1823 =& 1 5 E =UE 3 - Garcia,
Restubog, Kiewitz, Scott, and Tang (2014) JRDAFERE I AETHESE - (E&EH
Bandura (1973) HYiit &£ Z H56 (Social Learning Theory) a1 Z FEZ LA (History of
Family Aggression) AJRERy5 |2 EEFEENIRE - R ERICRE S EEER B Y5EE
BRI X RRIE T Ry - BRI AT RERBLHFECVRICT R - MR 5ERs RS
FEERIFR ERIURE 5 & 35S H U R A (Hostile Cognitions) FIH#UE 1% EL (Hostile Affect)
MR EENEENEEREERM  ME B EARSEEERNEEE (Angry
Rumination) [f » 3l rp /&R & R 15851 - Walter, Lam, Van der Vegt, and Huang (2015)
DA B R BE—22 RAUREMELE SR B TRiRA - A6 8 HIE BB RS - B
Rl EEEHE EEARNEEZVE S - MR FeEE - & FEE TERR EERE
JBE B ESHRRENERE - EEIEIEBIESE A B EENES - EMe B Er
FEEERI -

i i sEER - FEREBNEEXNEENFERE = - —hTEEEAEREREIR
#& o HERTEASIRTE RIS 5 - R ABE BT R E AR -

MAERE R FEE E AT [ AYF R JTHE - 2R MRS B E RIS R IH
[ - R AR FEAE S H MG - RN BESERH T » Aryee, Sun, Chen,
and Debrah (2008) fiff 7538 ¥ /& 5 ECE S & A H R S0 8 R B A& EAE XL (Contextual
Performance) * {H/2 & BATAG BB A B AEHE - Bl FORRH MR E K% - Xu, Huang, Lam,
and Miao (2012) DAFREIARE —ZR KA SERVER B TR E 52 - ihFehs el
O R T R R e VE Y - PLAN R 55 A B 2 IR A AR R -
M55 AR B AR RS B e S A S RAT R U ERE - FFREIHEL LB (2013)
DA Hobfoll (1988) HYE JH {17 5% (Conservation of Resource Theory) f3:fiE - BEETEE
NEEHLBRE - MMRFSEESEHLERE LA - A HE R
TAERIFE A 5 AR E S S EA = E R4 1445 (Personality Hardiness) BF - EEFEEE
TS o ) A T 2 B R R 8 i » Zhang, Kwan, Zhang, and Wu (2014) PAFRE] A FE—5%
REELEEENHEME TR - Hiffsea R - BEXEE g IESNE TIFRR
NAEEIH - EM BE BRS¢ B2 - EIEHE &0 HIEHE (Core Self-
evaluations) I » HI ift & [A] B {RE 855 ° Peng, Schaubroeck, and Li (2014) DAAR B A

&
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B TRiA - it @ mEEEA S Sg w80 D HEE TERHEERE
A MARE LR LA S 353 [F] (5 A 15 BL (S 1T (Affect-based Trust in Peers) * M #22E H YL
8 R LA R HE B[R S AT Ry s 1 E B AR E [A] 0 4 5 B B 3B (Peer Abusive
Supervision) HJFZEERIREF - Al FifiE w7 rEEHI @@ %Y] - Farh and Chen (2014) DA
HHE K B TR AT IS - A R B BE A g XA FENEE (Individual-level
Abusive Supervision) 3% EH B HIAH AR B SUEMP 2R ERES TR ~ BEX
A i P R A 1) o DL AN - A th 3 B E B g K B = B =UEf 3B (Team-level Abusive
Supervision) 7% it [E 5 FH (% #22 (Team Relationship Conflict) 2258 SRS 175
PR Bk ) B[RRI R AR R

MAEER B EFE JT1H » 5255060 (2008) HUMFFEEEE - FESEEIE EE ZEa B
[EFE55 15 (Emotional Labor) 32 50 & 1Y & ###£0% (Emotional Exhaustion) ; H. &S0 E A1
BTENRE SRR AIFRENEEHNRERS TR ERRL - &k - EERET
Ry J7TH » Liu, Kwan, Wu, and Wu (2010) DAHEBIRBERIEEASESTIFE - EbFZefs e -
TEREAEEEE GBS TENHREFLH] (Revenge Cognitions) » M MFRIFHIE
EHImZTT Ry (Supervisor-directed Deviance) @ HE & @ E A {KEME (Traditionality)
Fr b —RARETHIRAEE - 85 2 - BA%H AEREEE - fE EEsEEEN
B [a) [ FEBE T HHEE - Restubog et al. (2011) DAIERBE RN FEEAZE » HEAVEEg
Y5 & TR (Psychological Distress) » [H—/ N FER(EE 5 |28 & T ¥ F45
HmZE= T R - B TS A EERE1T S (Spouse Undermining) © Wei and Si
(2013) DAFRBIRRE B TORBRAETIE - RN TEFEA ST HEE TR
PRI S A ZE TI1T Ry - OHE B TEEIMNEEAEEFNE TIERENE (Perceived
Mobility) B{KRF - _EILRIFREFHIGREN - ZHEETE (2014) FIWFFEAIEE R - EEEENE
HeEnE i E AR E L] - M e E RS R ET R

MR EIBE RS SRR - L AREEHNEEE S HERERI RS - 2EE
FL—HRET L8l - BRI E A 2R E SR - E50 0 30 Tepper (2007) Fr¥gH
B NESUER R B THEHREENE SR E AR - flai#E A SUEEA ST
FERERY T - BB RENEERHE NS - A se R A SUbRERE - iR EIE
R EEZEEZEEIT - Liu et al. (2010) BIRFFERE RAF 2 RF#E (FEHR EEEEEH]
i B E N FEE A M SERFRETRER « K - KRR A B G R HRSULE
HEVBIEETTERGY - BUR SN RS LEST ERBR AT « H2R - FBR R il BE EEE DL
FEENEER T A ARHFEE 2 #Hit - Bl oA E— TR - B E % EE
{EISHEREIRET © Tepper (2007) fEH - BA®EEE I TIFEREE (HIA0IHEBKEGEEEE
%) WA A REREfl FE RBIEENEE - A - RS SN F] E S TAFERE
HEAT s - DA iR = B U B Y 22 52« AN - K E S T {F #7528 (Family-to-work
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Conlflict) H R]REEVHFE L E G EIRIGE 2 OB ST s [ 2 EEEAESE
ARARMEZEIN AT S I — I FIERABRSE - ik - HEHER 2B sE B E XA E R =
FEZEE » Farh and Chen (2014) RS REZEERIMISZE (R BB E R - 2Rt
7% Al DAY 38 5 T K W S b i 5 8 15 R B 28 iy 2 A ) B 3 A L o A ] s 2 A B [
B - JREGETF I — 5 T8 R S IR R SUALRYANAE] - A N RIS BRUR -

(w) #HBEEHIFEITS (Sabotage against Customer)

RS - 55— HRAH5 & T (Frontline Service Employee) 7] HE S <7 H B EEZ BB
BTy - B HEEWNET RER B LR EENHM T ZKAYAR S AT (Service
Rule) B8 & SORAZ AR <7 A R B A S R I B3 ~ ACE B LAY ¥H15F /720 (Skarlicki,
van Jaarsveld, and Walker, 2008) © & & T $BHZ RIS T B - g AR A = e
BEE R IIBAR T - I B THBEEF MR T R 2R 2 —Fy B TAERR G5 A
FIFZRR HEEE BN E ST - DIBUAS (3 B THBIERIAMITT R (Wang, Liao, Zhan,
and Shi, 2011) °

AW T E A R R A SO BB ST R © Wang et al. (2011) DAFREIRRE
BIHHOME TRER - WRREENE RS B 19 HEZBEENNE S5
(Daily Customer Mistreatment) Hi B T4 H ¥ B X B 2 T & (Employees’ Daily
Sabotage of Customer) [HHIBHTE o WHFEMEREUR - FHEXZBEN N E BT 2E g
R B TE H B IS T Ry » 1 EIREA RS 2 3] & TRV IRREFIt A i &R A
FHEEA - {EEERAEIER TH - & 8 TEERSNAaREREER - FikayiER
BRERE B 08 o E B LR ARS8 54 ET B I HE (Self-efficacy for Emotional
Regulation) I » FIRTERIBAGRE JRAE - MEHEE EIRIHEITEA THE - B B THEA®
R T EFEER - FRRIERBRRE RS » & B TEARSRG R AIZGE (Service Rule
Commitment) [f » B IEFIBATRINE G & BAL B A B EE SR AR (Unit-level
Supervisory Support Climate) Ff + Hisft#Y IE W AR IR FEIER & 4% - Kao, Cheng, Kuo, and
Huang (2014) AlIDIZEREEZERYEE —RRARES B R ERA - WIERE JTRy BB AR ERET LAF
R TR R S T R 52 2 - WFEAE SR A T  ZK H BRI BE JJ R (Customer-caused
Stressors) ¥ AARFSHTE (Service Sabotage) FYTHHIGE JJEEE =R 2K H F & I B BE 7R
(Supervisor-caused Stressors) B e 2K H [F| S imHIEE T (Colleague-caused Stressors) 5 [
A+ BRI R B 5 LR i JBR i B A s IR S AR A W 8 2 PR TE TRl s AR -

FEH BRI REAST - BAFT T DA B AT DA PN 8 <7 58 B R it TE BT SR E R A
WOEAT AU 2 R - BRI E R 2 EERETRIEE - 3 AU Ent & A8y b
BRI TS BAEREE (Wang et al., 2011) » PRIFUAHBRAPE 5 3AL - 3 A\ B AR BHREZ AR5
B fil @ A2 i N & DLE RO R 7 =CH PR - (B2 A7 SR N & R
AL EANTERSZ - BORIERRIARG B ) - B0E & DA 805, R 7 =2 42 ¥
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BRI R R H ARG S - (EISEARET « AR kit se e S B S E n S b=
RESALEMRETERE - DU R Se R B I G AR
(&) FXHA4TS (Incivility)

ACRTT R fRFEEH Mt RS ~ EE ARG FT R » AT R8RS e
MHAEBEE T RHAHE - BETREEMESE - i - AZEEM AT (Andersson and
Pearson, 1999) -

BB AT ERITTE - fEAR A {EH 1 & ° Chen, Ferris, Kwan, Yan, Zhou, and
Hong (2013) DAFRERIRRE & TRt » 15758 H HARE DAL= 8l - s e B 327+
(Self-enhancement) #HEL - FEETHES AN SCHHTT R EL T /E4REE (Work Engagement) [ i
£ o WFFERSREER - B B LEZ A SOHTT R - B Z SR~ (B~ 2R
17T R B2 B TAE TAF A B 3R SZ DURCE TAFEE A s iek - JREl - B35 SCHTT Ry
HF & e 2 8 THY T/EAEE - Chen et al. (2013) BYRFICHIEEIR - AHECHAR H R84
(Narcissism) FYB T » & B LS Y B TAE BN SCHH T Rl MRy TOEaiE R 4
1K - SEMPEE T /ERERL ° Chen et al. (2013) BYMFFERE S MEE T3 A SUE T ABRRTS
O FERRF € - fEEEAASCRTT R - 3 A EEEM AR - AR5 20
B SE A T Ry - I G B TR B AR Y -

e BT A DLRE N & <7 50 R T S R IR AN ST T R R FE s SR » FeM 38 3AE
FHRIIFFEIEHE 4>  Cortina (2008) FEHY » 1EEE » AP ST HEER BT B S
FLERY - T - B ENEAT B BRI A SR 7 2R & DUME B B A e i B 2 =
FHHZR - BRI R —FEE B R SCIRTT R R B - BEPADIRY B G2 Ar 2 A RH A ke mn o
HAth @ A H NG B A - BEEEARE - RERZFH A LIS A FEEE 545 (Social
Identities) HYFE » FRET N SCAATT Ry 2 BRI DL R L3 & T B AH AR s B0 R -

(75) 3EFF (Ostracism)

PR AR A A\ B2 0 RS P 2 IS Bl (Williams, 2007) « BEEHE RIS
RS AR MR A B LS IE A RIRATE + DA S RS2 HE R 7 S DUBEAt A 07 RAF Y AR
B#1% (Ferris, Brown, Berry, and Lian, 2008) °

HRBSPEFIIBISE - AIHFEEATE 2 55 - Balliet and Ferris (2013) AT A SR
ER A RS+ it B A A G R B PR M5 PR R BRIk & 177 (Prosocial Behaviors) 2
FAth - e ER SRR - B - BT E =Mt s E T - ARSI
B EARACE R - (REARRKERE (BINEG RS RAESE ) B EE PR
SEALE AR g IR At €775 - Balliet and Ferris (2013) FURFZEHE S A B F it & 32
MG < AmEh o R - W EEER HEEE G R NERGELAmT R - B
WGP AEHE B S R R T K - M S E & R IE AT © Xu, Huang, and
Robinson (2015) DA B KEEIL T HYERE A F A - TS HERE I AT R
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(Helping Behavior) it & HIFLZBAGR - WFFEAERE R - H B THERSZE RS » i
2 BNRSHE R - S g I AT Ry - WAt & HIEdT f -

BESRE T DLRE NI & 52 50 Ry it 0 1 S B R I5 B R U 7R R 1 L
WRAS B S B ST TR ST » Balliet and Ferris (2013) HYRFZ2EEAR $8 57 A 2 B ) 5 /Y
[ - AHE NSRS (TR MERRRTE ) 2 BRCORATAIE R » R ATRE
HUWEZE 5] © B » A0RTE B8 T K52 7 12 2K 15 B35 PR R AR AN [R] g T A
RS BRUR - IR AR AR AT RERI B FE ST 1A o BRILDASN - FEAER A ~ SMEE R R P 7
(Brewer, 1991) » th2(EEHREFIRIEE - & - EREEE NRYIEA UL - SRR
FRAE RS 2K AR+ fth SEA0 AT [ S IR BRI RRE 2 Bt FE B SHE RIY - MIERLEFE
Al 5 SR HE A B TR S 87 » Xu et al. (2015) BURFFEAESEIRME T3 MMk &
TEPERSG PR HIPP Bas - AR TEE Al A L B St — D A TR -

() ##% (Bullying)

FERRIENEFEIE  FEERY ERETRE AR RMERNE ST -
DAEART RESGE R 2 EE B EE Ut & ~ O BEE S (&3 (Einarsen, Hoel, Zapf, and Cooper,
2011)  B5H#8 E T REFE R MR S REIEY - BCERIREE I LIE - HiHEa9
TLETT - DURCEAE A BB EE &2 3R (Einarsen et al., 2011) ©

AWFe A B R 87 S E(E 1 /B © Soylu and Sheehy-Skeffington (2015) DA
TEFIE% (Semi-structured Interview) J7=U# T HH 35 {ERHAKAY 38 (i & THESTEIR » &l
[ PR (A Tt & B S TR A @R e B 52 o WFSEAE RER - Rk R Y &R o2 & 2k
BN REIAY AT - FEGEEE R OE R - B0HE DURS PR 8 B IBO R BRI s 2 BT
fEFE - Soylu and Sheehy-Skeffington (2015) f5H! - T E H B A S (LAY &
AT RARER S —BE - I—Baa UM s Bt - DIEURE BT
B RAUFE 775 - Soylu and Sheehy-Skeffington (2015) 8%y » #HR(L T & R AT
FFEHDRE - ADEEE TR AR M Z RN E&H % - A EAZEE N AT
B o

1358 v fE B REAE TS T R Fe 2 BN ERE ERIRA T - R Fers Kb T B
FHIEREE Z A1 - IR EEFEE B SCEE R - Jacobson, Hood, and Van Buren (2013) HH#gH >
EE N EREERE 2 (In-group Collectivism) BB - A& KRy EE iR H BE
W EAENERREER D) - RSG5 TR - fEE IR S bd - AMMEH
TN FI R Bk & A7 BN R B R BB5 @& =3 A IR S 2 AR N RYRES #
RATREFAE AR - ROREEE A1 3 A SO LAY I35 35 22 B G2 Bl s SO LIS 3 22 1Y 5 (A
HEITRAEET -
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o~ BES TR P AR ARG

AIF52 LA Robinson and Bennett (1995) ¥ /A KI5 R 2217 Rl s FEZRAE Ry 2L 0l - B
2000-2015 FF DASH I 3 1 AR AS P (R B 355 I 221 T T i 22 3R 00 - W FEAS SR B - saiit
& FIAHRA I FE a8 H 22 B2 E MTIRATE » SR A FErIERE - TR s /=TT
Ty RERE B (218 4% (Nomological Network) (ZIME 1) - HA - FiAFEEAE A #E
EBAEIE « TFEREETE - fHARE IR B o2 B TH ST - ILAL - TR - BB A A5
FR IR R R BT - B B B TE BB I o B ARSI ROR « L — 3R B (R4
FEARBEITAE AR T B 2 B AR E FE T I8 T, - SRR S8 v #1325 B TE ] 2 R AR
1THE— TR ERERET KB ag il - ARG IR 1T R 2 W IS E o Bhoh » th—E
e (R A A& al B R B A S LIRS B RIS (B0 « REJJHERE » (8 A\ EREEREEFER)
FLUAA » UEEARITFTERIRTFEAE SR -

EAEIE
BrER
EEMAES
EE%VEH BIE RO EE B SIS
TERE BES-2E3

FEA RS REZE

PN T MRS E

BEBET 15#E AR SRR
GIREHER TEHBA

S ZES

EpxEE BAEXE£BEE
Eikcy il R EERE
ERrEEES

EIRR AL B SR ARAFTAELUE

E1EEER BE v RS (1T 5, ﬁ%ﬁiﬁ
1 NP TR
(EFE)

\ 4

TEBEEIE ARAB MBS
B

BEI{FEH

TrEEEE

FEES (ERIEE  FEX
BE  FEMETHEAR)
RILFEL

HER IR
HHMIESR (EEhIESR ~ DBCIES)
HRBEUE

KESH
THEREHR
RERILER

1 BE M EERIRERS
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E2 ~ SUSmER{ SR
— ~ PRGEIERE ~ i T H BB RS R

AMFEETEF 2000-2015 4 DU <7 5808 Rt 72 RGBS IR 2= T AU E RS
WHFCHETT[EIRR - DLE it & RS [ SO G [T 2015 4P Y kY P A & 3R FH B (O B A
FAFICUR 15 RE S22 Tve T - #E I EIgaF9EdkEt 81 % < #1225 Robinson
and Bennett (1995) W53 SAZRREHES T RMNMES AT - DUT FAMI 5 s Lelnl Biam S Ay B R
Fnt s e T HHEEEEMN -

AP R B w2 1T Rt Tt am SO FEEF 2N [RIRY B G « 12 fE FH AR R R -
B L iEam s CE A LU & 22 O G i e B TEIfH AR A\ PR 2 B ERITR (e.g., Balliet and
Ferris, 2013; Bordia et al., 2008; Jiang et al., 2013; Zagenczyk et al., 2014) » 7\ & S FH
it & LB E PR LIE RS I AR RI0TT R (e.g., Lam et al., 2011) 5 fE[HEREL[HFEHY
THRAERRE ST - B 2 Ram S LAE BB G R 1R - BT AR BT E A 2 R Z=1T Ry
(e.g., Matta et al., 2014; Yang and Diefendorff, 2009) ; F5% - £ LIEBEJJ HH - ¥ s
M ERRFH RS REAE S ERB IR 2B AT R IE (e.g., FFHEEELT
%4 0 2013) AR LAERAME B - BeesCEME A BEEREEACH G - BRETB THRTE
BT Z B FE (e.g., Liu, Luksyte, et al., 2015) « [b4h - SRREREE S AH - B
S DA 22 2 B e BH S e 22 T TR RT R 2 BN R BE R IR S AT 22 (e.g., Garcia et
al., 2014) - FREM T - s E AR Z G R 2= 1T R e EREERE A 18 Tt 9e < HHam
ARG ETTEREY -

BEEFEERE - AUt sesm s CH RS a2 1T R AR an N I P RIS LR
TTERAHINT - BIa0 - fEERINERRE b - BF9T5E DUBR 7 Ik S 3 B 45 BT T F 360 52 e e 2 ]
2B T ERIPHIZREL (Wang et al., 2010) » JNVE WL FHE RS ER 2K o BT ER B
R G A0 ] Bl {5 A\ BB AR AR B T AERE R 2 L (Liu, Wang, et al., 2015) ° It
Ah - FEE DU S ET G PR e T MEBR BRI - 40 iT B TR 7 MR Bl 1 B L il 55 R XY
BAfR (Liu et al., 2014) ; BRICLASN - HEEZ S EMES DIAdrS 2 A B EmETTEET - DA R
BETHEBEHSFSHEEE TR BTRE S T H 5 ZMK 052 ) e B 7
(Erdogan et al., 2015) = DA FRfFSEAS SR A2 8P T ool 38 S 2 S8 HE TR » DA
IR RIS LIRSS TS RZTT R - (BEEEE -

7% 3 IR AR AR S SR AR - EREEGEE - fEEIE L
Z e R IS AR T - (R D BN BUR R EE (0B - (R 25 )
WFEE ERINGHER T SETT « SB4N  INEE e H E bt T - E—FmE - Wt
AP ER R & T H 2 R FEEETL 2 &3 - B - fEEE A EEE
FE AN —BEERE - N - SR RIER A ERER - e E Hea
{TIEIEEFE T (Brislin, 1986) DUMECR B FrEIH 2 B FEH [H 2 REHEMF - (HE2 S EREH
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KRIBBRETHER'
7% 23k Cronbach’s a & 2
ABRE = 0.81

Bennett and Robinson (2000) AR = 0.78
7N - .

Aquino, Lewis, and Bradfield i fm= = 0.76
BSRETE B% (1999) ABERZ= =0.73

Spector, Fox, Penney,

#E#fm=E = 0.84
ARz = 0.85

Bruursema, Goh, and Kessler

(2006)
TERHE - TEIE1TA =0.62  ER| =
g s . . 0.51 ~ EREH = 0.53
BRAETT A % Hanisch and Hulin (1991) SRR ¢ B = 0.54 « SEIKE[E
0.82 ~ BAURIKFHR =
Johns (1994) Eiii3
EREN % ASlEs "
Leck and Saunders (1992) 0.78
T1ERRE HE Rusbult, Farrell, Rogers, and
Mainous (1988) 0.69~0.82
Tt EER BIEEEE Mulvey and Klein (1998) 0.89
Mohr, Armeli, Tennen, Temple,
Bom B Todd, Clark, and Carney (2%05)
_ - Nevo, Nevo, and Derech-Zehavi
e % (1993) 0.87
Jiang et al. (2013) 0.87
TRmFL % )
Van de Vliert (2011) 0.89
IR ShEXMI% Chiu et al. (2001)° i1
BEWT Sk He et al. (2014) 0.87
23D Ry Zc:;ir;-Charash and Mueller 09
4 BIEZIE (Gender Harassment) = 0.82
Fitzgerald, Gelfand, and NBR 7EZ (Unwanted Sexual
IR EhEAEE Draggow (1995) thf:ic’l)f)/ = 0.535
422 (Sexual Coercion) = 0.42
EEXEZE  FTERI% Tepper (2000) 0.9
Eafkaged R Harris and Ogbonna (2006) 0.75
1TA B Skarlicki et al. (2008) 0.76
Cortina, Magley, Williams, and
A mE (2%01) 0.89
HER EELRI% Ferris et al. (2008) 0.89~0.96
;= EhaK = =

1 AHERAERCER -
2. Cronbach’s a S EARINERZMT M - HERIBHBERE -
3. T FBRAVER © 283
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258 R A S B R ARSI - EISEEE - B0 - Eut5els - 282
BEHEZEAESR PR HE P G2 E K - e R R hEE 2
FEFVE B/ A R B0E KR SR HE E Ul PRI & B SR T AR (Hu, Wu,
and Wang, 2011)  [Altt » FeFIEERE R AN FE AT B 5l 328 s A A 8 51 S LIRS T B HT &
TH - —Wse i HIE A E2E R mET - 20MTEEE (2014) JEE T 677 IHEG] » 75
Dl R— 1 Z2EEGRAET RESR -

TEEGENR b - BIGRATT R & S AAH AR BN R ST 50 15 RE AR <2 SRR 755
T8 DR B fH Ak B & 2 4E B H 522 (Bennett and Robinson, 2000) = DL - IR
Robinson and Bennett (1995) B35 R 72217 Fo 73 FAZERE R 2 BT ) 1 T B B B A2 5 5
{H A F R A v STt S R P /2 {2 1D 7 Ram S0 ERLEGRFHEE B 3 59 Y = {8 TH [rl Y
BHEEMW - B EAEERZTE - BIERFHGRMET R - B8 - S/FE0E 5T
Rl R ARAE N A ST TS R AR BB AR O - AW FERIBER SRR - B LT
EHS ER (EEEE - TERT)) 2B a TREMEERAT RIVEER
& o I - Rl BT TAERRT] - rHAkEE WIEHGh B THHM - T/F - B - £EH
ZSERCRRE - DU B TR Z EEC T & £ 2 EERATT Ry o BRILDISN - dHAREST ¥
FEFEEETH U ER - DIHERE TRIR ZZISEE - EmRE R ER
TRy o B fEBUAIRZETTH - B TEEBEE - R - B B i S 55 5 &R
B BOGIRZETT Ry o Bt - ka7 IR ELE AR R E E - (@ & T DI el e
EHRY AL AE) - FRF - AHRRE R RS SN IR E R T T - DU R AR Ry
FEMEE T EUANAE (He et al, 2014) © 1% @ fE(EARICTHE - KB ERL SRR
W& g Bl A7 s G B RN E - ETETReg DAABRRIE » (5T - BEAESE -
R IET R - ASCAT R BOGHEREE R 5 TR0 - STt - AHRRATE
EHREHM G S HE T (BEFE) BEANFEETEHE - M5 DU EER Zek s
Ji » DARAME AR ICAT R U384 43R » BRILDASN - AEAIN AT R B THESE BT B i
A AEZH § ] B B TR YE - FE DABGHEE AARICHRER o RbAN - H AR IR E ] 7 S A
NEARZETT Ry 2 B4 B HIAEBR R & 8 A2 T 7R R A2 Bl B it - DA RGE (- (]
NEIEIRFAETT Ry (Liu et al., 2010) - fxf% - SREEREI SR AT RIS - MEe2 Ll farfE
FA R R AT R 3R E B T H i rUBA (RUE - 1t & 2y KE - EHE R
[T 7 2 FL B T2 AGETT A SPERF T E B 1L - Bl 8 T BAFRYTEEHEAS (Social
Bonds) + 58k & T # AHARAIARITELEEIEIRK - IR rT AR & THIfRAEIT R (5%
Y BEVTERE - 2005) -

i)
o
ot
o o
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=~ WA R AT R WU LR

AR ERERIAS S - FRAM AT DL B R A i IS IR 2= 1 T e RS S A RE - /A
SRS 522 - (BEIKAYE - B ATSH SRRt & SR A 2 AHRA S B RS (R 2=
17 R B A BRI R S RO BRE T 25 B4 B V8 T B Gm I PR R AE TS /7 S P RV E S -
(A MR B e S S IRAS IR IR IEETTERET » 2RI S » Tepper (2007) $H#EE
HAERERII e R AR - A SUERIANIE] - S B IR SR =G N RIRY R A e g2 <7
T2 o MHERIAPE 73l » 3 A S bR E _E R EEE R 2 MR LB NG  BREE
TETTREBERY S LAREE (Hofstede, 2001) » bb— 3 ALFF IR & s B0 B B B S R 21T R
HRRFIEEZ B FRYAZ SR o [FIRRAUISINMETE RIS 8 = Bl R - = B T EERER Sk
Hum - Aol pesr B RS 3 4 o Lt iy b2 SRR B B BEA 3w SCH %D
7778 E (e.g., Liu et al., 2010; Liu et al., 2009) ° FI41 : Liu et al. (2010) B2 S A EEH
BRI w2 T E R EE ST R o KL - R RTA A S LS - T Ehig
P57 B R 7 SAEN A B S R A (T e 7= 52 » FEDUEEIE U LRI B - I RS
ARG R 72217 Ry B Em A =

= BRI AR

AHFFEHRTE Robinson and Bennett (1995) B/ REZEREET TR » AN FEE B HE
% B B I BH R - WG R 1T R BRSNS T S B A i B R - I - AW
FERF B R B T R Bl B U S E W T ARG R A2 1T R HIRE - Bk - FEE IR
FE SE RS - AR5 SERH AR AR A EE R 26 — AR IR B L ELRAR B A2 0 B B AR 1T 5
(e.g., FEMUES > 2014) - WHFEEER - B8—HR B T AYARES e Bl il L & 5o B rH mile )
FEAX (Liao and Chuang, 2007) - [l » 55— & TR REE & E B AN E 1T R oK B fE
AR5 @2 A B H ORI N E ET - A EIRIBEBSRAT I ESE - R THEE
WA T Rl Ry 2 M35 R 22 1T R HHAIE NARIERY— IR » FEDME RS R 1T R AR S
g o BRSNS - FAMITERIE Robinson and Bennett (1995) FY{E AR IELFER iy S 5= E
(Verbal Abuse) JIPAZESH » i A EE S B EEZEE (Tepper, 2000) T LAEIEE - ff
MR IR 2= 1T R A A BIER—TE - R - ARG RSB TRy ~ HERELER 5%
TGN A NARICHI IS Sl - DU S8 R Se B S (R 22 1T R i s

MY -~ BEEBBRTEM S (Constructive Deviance) 17 2 8155

#R#E Robinson and Bennett (1995) ARG RATTRAVER » BGRAET HETEHE
18k i B 58 S AR AR i ~ EREGHA Al - S H 0 B RH AR e = (A A s EiEmt R B i T R
RiE L ER - RETRAE LE2AamAy - WHHMBEEM & 2EFW - (B2
Warren (2003) $k#E Robinson and Bennett (1995) FYEHEL - IR AR T B HEHIR =TT
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S o BREG m 22 1T R JE R A B M B s 22 1T R A AE & - B0 - IRETIE AT Ry (Whistle-
blowing) By — M EEAIRAETTR - BT REERTE R A AR T RET R
(AR fmEErRr &) - (HATEHRIT S 2R @y - Bt - st SRETRES
WMEZEF S E TG T R, (EREEW - T RE ) BT EREEEET T
B2 JUH - MR ERINERRA - AR R T A R AR B R A
IR 2 fRETT REETE R R BRI B R ARy - (BRI EAR BR8]
RE/EIEMERY - H2E - ERMERFEE R THRAERZTR - TEES —ERFZEE 5 M4l
HIEEAVE - B LL MBS R A BRI fr 22 17 R I S A i RO e R A 28 e -
TEL R FEAER i m 22 1T Rl - B SR ME R 2T T R B G RIS R ETT R
Beae i rh -

T~ WEFERR GBS 35

A gt EL[ERE 2000-2015 A B & A2 B O B ERGE I, TSSCHATIDL R BA S
FERZ B I 15 AP IR E TSI ISR AT R R TEZ 81 EFEME - FERR
A 26 B2 s DA 22 8 Bl B R PR AR A T S S 2 WS am S » AR ZKER - DAL an 3t I
2 R e R AR S ER SRR R - HLEURHY - FHE EA RN & - S e R
R o 30T A [ PR B2 5 P Bl v FE B+ [ BB 2 T B ST A H (R 8 R Wi B AT — 7 1Y
T P EEENEE ARG Z BRI S - IR S B R B K P B T AR 5
Rl Fet Bl DL SE Bl Ry 2 BIFR B2 T i B R B e i R s B R o MEAR (T2 A
A AT R N St B B2l B - (H AR S A S AS 2R T T mr Y M B ST B AREES T
HIME S 2= 1T fy » AT DA A SO b M RYMERAER S - AW SEAG SR T fE LR A 5
=

REA B REIAG R - BT H At iy e fE BA £amd g (1Bl 1) - 2870+ ST 5HE R
TSI TEARER » RZETEIERT 8L - [RIL » ARG T 28 e HH Y R B B (R A& T 5 17 A 2K B
ZEFEMTRRISRY o BRILDIAN - M IRE 2 BIIG R AT RAVERE - TEARMTTERA
FRO R RS SO - RS - B ARG R - ez R - WA M E - DIRERS -
HApRT =B IR M E R - AW FEHER AT 5 B R (R 2 R 2= s A E i 1 8k
UK - ANEAUSERA » M B HE B W SOUSE - MR - BRI E R Em S8R
AIRETIEFUSE ~ Mt SRR - IR AN FE A 85 R BATIHIRE - 5550 - ML i
KA » {F Robinson and Bennett (1995) HY3 M E HAB IR EGAR =1 - 15
Z 0 R T EH ) s EEEEER R E SR ERT R EEEE - DIEL
I EEERENSES - MEETIENAEEE R - KEF% - ARl F #REMRE
HEETHMEMmE S (EE BB YRR AT EFEHAERES S E R K (Blame
Attributions) FYE@ 3L (e.g., Aquino, Tripp, and Bies, 2001) * 4l Aquino et al. (2001) FJ%
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HiRAM e B EETFEHNENEHEANEL > FEE Y Robinson and Bennett
(1995) ZEE N INFE#EZFE " HEM ) NBUARET REFTE » FEIRAM AR
AGE B TE R R AT TR A o FRFIHERT BUG IR 722 1 ) N BB i i R 2 B B2
HIIR A - BEF Rl REAE R I IR AR IR HAM IS (R 21T R 5 H¥ BRI FRA 32 B
¥ 1 (Robinson and Bennett, 1995) » H It FEW KPR F/& BRI FHHINEEIE - ZF
FEARMBESE R - FRIELDAS - RS S a2 L & - B2 I E SR H il
PR FBAE AR A -

S B R AR T v) PR B B R E AT - DU (I Rk P R s Y IR
IR E NSRBI R =T R B g - 0 H. - RS E 2 EayElR - IR
AR (B AR 78 PP A B 28 AH B <R Y B TR S - B GEISS w2 17 R B PR G A 17 5 5 S
HESTEL -

Btk - FIFT AR FE 7Bl By SE Fr B S SR W TE AN A S R s HI G T
Forg o KRl AR #ERFE A FeRE AT B UM ST T 1 - BRI ZE nl ST RS
TRZTT R PR AT SR B FE TR E TERTE © %5 5 & - WG IR A1 Ry B O Ak B e e
BRI EESE - EREH B NHIERAVEEBIS - AiftTeilE ¢ A 'E 5+
AN H FTRER TR A 22 S s B R - A AR ZE G S mT DR (I BRI 28 2 25 -
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1. Introduction

In the 1990s, management scholars began to investigate the dark side of employee
workplace behaviors, including counterproductive work behaviors, dysfunctional work
behaviors, organizational misbehavior, and deviant workplace behavior. Among others,
Robinson and Bennett (1995) proposed a conceptual framework to categorize these
behaviors. They defined deviant workplace behavior as intentional, negative behaviors by
employees that clearly violate organizational norms, policies, and rules, and threaten the
welfare of other employees. Research on deviant workplace behavior has been abundant in
the West, while Asian scholars only recently started to examine this phenomenon. The
purpose of this study is to conduct a more complete analysis of research using Asian

respondents so that we can advance our knowledge of the related findings in Asia.

2. Samples and Study Procedure

To review the accumulated studies of deviant workplace behavior using Asia samples,
we chose to review both academic journals both in Taiwan and in the West. We included all
journals listed in the management and psychology category of the Taiwan Social Science
Citation Index (TSSCI). Furthermore, we adopted highly influential management journals in
the West along with journals that have a special emphasis on cross-cultural and/or Chinese
culture. As a result, we included the following 15 Western journals: the Academy of
Management Journal, Administrative Science Quarterly, the Asia Pacific Journal of
Management, Human Relations, the Journal of Applied Psychology, the Journal of
International Business Studies, the Journal of Management, the Journal of Occupational and
Organizational Psychology, the Journal of Organizational Behavior, the Journal of
Vocational Behavior, Management and Organization Review, Organization Science,

Organizational Behavior and Human Decision Processes, Personnel Psychology, and the
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Journal of Cross-Cultural Psychology.

We careful examined each article published in these journals from 2000 to 2015. After
reviewing the topic of each article and its abstract, keywords, and study sample, we
identified all articles that collected samples in Asia with topics related to deviant workplace
behavior.

We adopted Robinson and Bennett (1995) framework of deviant workplace behavior,
which includes four behavioral categories: (1) production deviance (e.g., withdrawal
behavior, absenteeism, withholding effort, and drinking alcohol); (2) property deviance (e.g.,
sabotaging equipment, accepting kickbacks, and stealing from the company); (3) political
deviance (e.g., gossip, favoritism, discrimination, competing non-beneficially, and blaming);
and (4) personal aggression (e.g., interpersonal aggression, sexual harassment, abusive
supervision, sabotaging customers, incivility, ostracism, and bullying). We identified 81
articles in total. Among them, 28 articles contained data from China, and 18 included data
from Taiwan. Fifteen of the articles were published from 2000-2005, 16 from 2006-2010,

and 50 from 2011-2015, indicating a significant increase in the past five years.

3. Results

Applying Robinson and Bennett (1995) four categories, we find that no study examined
property deviance, but studies did cover all of the other three categories. Our findings
showed that most of the 81 articles in the sample focused on examining the antecedents of
deviant workplace behavior and potential moderators of the above relationships. The
antecedents found included individual-level factors (e.g., negative affectivity,
Machiavellianism, self-efficacy, job satisfaction, organizational commitment, person-
organization fit, overqualification, and psychological contract breach), group-level factors
(e.g., group cohesiveness, group collectivism, future performance similarity, and cooperative
team goals), environmental factors (e.g., perceived ambiguity, negative significant events,
job complexity, leadership styles, and aggressive norms), organizational factors (e.g.,
organizational justice and organizational politics), and family factors (e.g., work-family
conflict and history of family aggression). The moderators found included coworker support,
family support, personality, emotion-regulation strategies, job involvement, group
commitment, individualism/collectivism, and power distance. In addition, some studies
examined the effects of deviant workplace behavior on, for instance, job performance and

contextual performance.
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4. Discussion
4.1 Theoretical Foundations and Practical Implications

To explain the correlates of deviant workplace behavior, scholars have adopted social
exchange theory, social comparison theory, affective events theory, resource conservation
theory, person-environment fit theory, and social learning theory. Several studies have paid
special attention to the issue of the social/cultural contexts of employee deviance. For
instance, one study examined how the frequency of drinking at work affects employees’
work-family conflicts; another study examined how drinking norms affect new employees’
job performance. In addition, one study examined the relationship between sexual
harassment by customers and employees’ service performance. These issues and the findings
in Asian contexts offer innovative understandings that were seldom examined in the West.

In terms of the managerial implications of our study, to reduce production deviance,
organizations can conduct training programs aimed at improving supervisory skills in
addition to building a friendly work environment. For political deviance, organizations
should establish formal communication channels to facilitate interactions between employees
and managers, and to avoid political clashes within organizations. For personal aggression,
studies show that status differences and the characteristics of targets are factors that lead to
personal offenses, sexual harassment, abusive supervision, etc. Therefore, organizations
should implement programs directed at minimizing the frequency of personal aggression.

Overall, deviant workplace behavior was found to have a negative impact on both
companies’ financial performance and employees’ psychological well-being. Therefore,
management should treat employees with fairness and dignity, and should establish strong
social bonds with employees to establish their commitment and attachment and reduce their

deviant behavior.

4.2 Implications in Relation to Culture

Cultural contexts were found to be a significant factor affecting individuals’ deviant
workplace behavior. Nevertheless, most of the studies in our sample adopted Western
theories, with limited examination of the antecedents or consequences of workplace deviance
in relation to culture. The few exceptions included finding that Chinese who scored high on
traditional values tend to be more receptive to abusive supervision than counterparts who
scored low on traditional values (Liu et al., 2010). Similarly, differences in deviant
workplace behavior were also found between employees in high vs. low power distance

countries (e.g., Lam et al., 2002; Jacobson et al., 2013).
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4.3 Reconstructing the Construct Domain

Having based our analysis on Robinson and Bennett (1995) framework, we discovered
that some constructs of deviant workplace behavior proposed after 1995 were absent from
their model. We included these new constructs in our study, such as abusive supervision,
incivility, and bullying. We suggest that the construct domain of deviant workplace behavior

should be reconstructed to include newly developed concepts.

4.4 Integration of Constructive Deviance Perspective

Based on Robinson and Bennett (1995) definition, deviant workplace behavior is
negative in nature. However, Warren (2003) challenged this definition, proposing that
employees’ deviations from organizational norms and regulations may include behaviors that
are constructive to organizations. For example, whistle-blowing is generally considered to be
a positive deviance. In other words, we should examine in the future what criteria should be
used to define a person’s “deviance”. Since organizations may have multiple stakeholders, it
may be that the same behavior is negative for one stakeholder but positive for another one.
We suggest that both positive and negative behavior should be incorporated into the overall

workplace deviance model.

4.5 Study Limitation

This study examined 81 empirical articles on deviant workplace behavior published in
the TSSCI list and in 15 high-quality Western journals. We believe that the recent emergence
of the Chinese economy has increased interest in Chinese organizational behavior and in
employees’ deviant behavior in Chinese contexts. Our study results can provide references
for scholars who wish to examine organizational phenomena in Asia generally and in greater

China specifically.
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