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Abstract

In recent years, pro-social rule breaking has received extensive attention from scholars. Previous
study mainly focused on the employee level, where leaders with more power and authority also
engage in pro-social rule breaking that also has an impact on employees. Based on social learning
theory, social exchange theory, attribution theory and psychological contract theory, scholars had
initially explored the impact of leader’s pro-social rule breaking on employees and its boundary
conditions. In the future, it is worthwhile to further explore the impact of leadership pro-social
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rule breaking on individual and team members, the internal mechanism of the impact on em-
ployees, and strengthen the research on the antecedents of Leader’s prosocial violation behavior,
and how to influence employees under the unique Chinese cultural background.
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1. 51§

Stk AT M (Pro-social rule breaking behavior)#& i T & ElE SOE AR HLABGE . g szt 4, LA
IR BEA AR 35 B[R] < BN s 32 Ak BE 47 IR 55 1947 9 (Morrison, 2006) . AL AT A =AM
W, SEAE AT MRS, T H R T RIS A CHE AR R, Qi (Ambrose et al.,
2015). [AIZE(Shumetal., 2019). B ZR. HIPAELE 4E3(Wang et al., 2020), REH R 7= Ex BRI R,
EIXRZRER. Bk, ZAT SR ZRAZUASIER . B L s 2ugsr i), ERPRN,
AL SHBBOEEMEZ AR EXRN . &5, ZAT RN, ARER, mARMEARN. L
BISAEa R, TR TR R,

HAT, SR AT AR BIRE T, R EEERENA T, BN NEHE s, FiGO.
B, HZ0NE o R w3 RS 015 (Dahling et al., 2012; Morrison, 2006; Vardaman
et al., 2014; Dahling & Gutworth, 2017; Weimiiller et al., 2022). 45 /Z M (AR ERA S | BT, 122
. FEAMSF . A F) (Huang et al., 2014; Zhu et al., 2018; Li et al., 2015; Tu & Luo, 2020; He et
al., 2021; Wang & Shi, 2021), HEUZ (WA T RAF= FIHNEE) (Mayer et al., 2007; Ji & Yan, 2022).
TARRFE(TAE R X TAFE EME. TAEEZ24PES) (Morrison, 2006; Kahari et al., 2017). 4%k, HAW
FEY, FEHEE BT M2 5] K A TSRS AT N (Fleming, 2020). [RIERF, SEAE22EMAT AR
AEAET R TS b, ST TAEP RSB INZT A, BTSRRI E R, HAT AL
FAb X LLTIR(Chen et al., 2019).

WL R, ST AN 7 T B SrfER(Lietal., 2016), FRMEISSAT 0L A TR TAET N
(Phong et al., 2018). HFENMA L= IIMN, Hoprt 2 AT A BN R EmME 2. BT HAnK
A LTI SO B0 T R At 223 AT AT 01 LA REm, AT G o B b kAT I BUAT B 3, X AU R
TR HESEAL 2B IAT NI SCRRIIE 7L, S S Sz e p an e S 3 A0 3 S A L S SR RIAT Jooxed 50 T AR ARG 44t 1
g SR

2. FFFAFRT X B THFRIR S HRFN
2.1, FRFm

PR BT AZE TRORTERR, 200 LRI . 85, RiEhas I8,
TR N TAR R IS SIBERE, B AZAT Oy (et 53 TIBREAT N, MM 254t 2335847 79 (Chen
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et al., 2019), T A ToRA AT 2 (el 63 TRIBIHTIT Jy(Petrou et al., 2020). [FIRF, BT4IFRES
HRAT B FE. SKHMAFRER, SRR R - FEOHERA M R TR, mHEAASE T RER
FE, LG T2 RV G AT Nk AT I, W e 3R, 4SSt & AT xd B TR N
BN, B, 2021)0 IR, UG REA S EMAT AR T S R TR, BB TR
TAERAE T A R, 220 03 Tl RREE A U a7 A AR AE I (Lv et al., 2020). PIHRREEA 2N A 4 2
N ANARN G — SRR, A E CH SRS — R (Ashforth et al., 2008). 51 TXf
W] RSN FE B T AR A A AT R s EH NS AT N, 868 TIES S BEOKIE. &
JE A N R A G MR B 53 17 4% (Lee et al., 2015; Ma et al., 2022). #xfa, OB TAFRAEEARH) 52 T
Bz HIRE T, IR AN GURE, AT 0 B A AR v 5L SR, AT S ] T RO T . A
St SE AT A T R AR E G, DR OB AR AR R TR, AT SR A S AT
HESGINE R IEASG, WSk X5 R T803006 (L et al., 2019).
2.2. JHRFE

B2, UG EA BT N MAFAE — LET0VE T PV A sE e . B 5, AT ik A SR, AH B4
T, RTATERRA . WA IAFN—77, TG et 2 AT N T s 3 &, B AT gE
i 5 TR BIHLUA A, PARATAL - A TOHERAMEY . Fik, S5EtadESmirhaimb AT
R SRR, BRAR AR S 5 S 4E(Bryant et al., 2010), X8 5 5 T B WU A >
(Wang & Wang, 2020; Akinyemi et al, 2022; Jyothilakshmy et al, 2021), ¥k, REZTNRE T,
FRIA PRI H K, B2 508 TR BIRE R AN PR, 2XHHZUR RRal A= AR A (L et al., 2020). 4t
St EHLOH A RETH LB RY, A A YRR R A VR B R, A S et 2
AT N AR AU B PR (Martin et al., 2013), 25 B TR SEANF BERE, TERGEM AL, X T4
B 520 (Larsson et al., 2014) . FRIR, BRSNS St 2 di AT N & 3k 51 Ttk &5 AT N 1 & J (Chen et
al., 2019), FEAERMEZM, {H Dahling 25 AARIRH, 5 Top4 23 AT A f s mg b =15 0 TSGR -
e, O PR AR R v IR 5 B e P S AT IE, X RO 35 e e P AU, A B B AR BRI 5 T,
PSR . BTLL, RAEF R 2B AT AR H T H I, OB R S R T2 A
R B, 1T AT S A [ = A T AR g2 A (L et al., 2019).
3. MFFEAIFEANITAX R TR HI IR B
3.1 #HFEIHER

FEE B S BRI, Al I W E2 AT (S M BRI AT ok 5 2] #2247 8 (Bandura & Walters, 1977).
Morrison $&HH, RSN R T2 I B RE, HoRtt 2B AT NS 03 TRt B BAT . SR,
FHECR S, S B A BUBRIRE /), FERTRERCH A T2 S B (Wang et al., 2018). i —J5TH, #he¥
ST AR BT AL 3R 85 2o 3ok B2 ST RIS ML A2 50 (Bandura & Walters, 1977). & TFiZBGHEN, 47
SR BT N4 A L AIE — PR SV AT AR FT R R 40U, 03 T n] R W 2 2H A B R S A
ST RS ) AL S RAT N

BEFERT LSS I 5] IE g5 ) rile B R . SIS EA S A TRAE A, I H
WA EZ BB, B S TR TN B S0 (Dépret & Fiske, 1993). [Altt, 5 TR RESRT
PUFAT NG . USSR 2B AT AR, B LAl Re I NIZAT MR ARVFR, I Hig &R
21T JE B AR E, B ZE SRR AT DA BR S 2H 2R K R 25 A DG 38 HRIAR AR T 48 4T i (¥ (Chen et al., 2019),
NI SE 25 G il h SR A 2 AT M
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3.2. HLTIMER

IR, USSR R TT DL B EIR I 7 O A 5 — 5 i, 28308 R I H AR 7 22 LA
FRIEN 75 kAT I 5t (Lavelle et al., 2007). SFAT N R THEMERZHRKRIKETT, TR FITH
AT AT AT, AN 3 — 2P 1) ) (Cropanzano et al., 2017).

A T R SR DR AL AT O, 1 R TAR B AR IS S, A L EAT gk
RUfhb . TSR R LRISCRE, oA LA TAE i m LA, fitb TAERAE, 2R T —ML
FRPERI AL 2 B0, AT DARRAR I 7 AT ImI45t, g i TARRUHAT MOz ™, SR, 2021).

3.3. VAEE

IH R B (Kelley, 1987)W\N, AMTMEREH ORI ARIAT ), FRAEME I SEAE EXTHT3h# AT AT
HE . HE S =B, 2R R SR AT AR, FIWAT R A EAT R, AT AT A A
HAR . BEEOCR, AV T A R ORT S R T A R, AR B AT E 2
SRIMCGHAT SR VAR (Heider, 2013), P EFR R AHE AASHRFIE . BeJ). 1E S8 SOBEE, AERDE 360455 A I P85
EEIETS

TEVAR R EAT R TN PR AR B2, A7 8 v 30, A8 AT R A, 47
FRANETEERS, A MEE T AR RS U K (Furst & Cable, 2008). AT oE4t £ AT 2 A S Rt i,
HR T2 EFEA. B (EEEER, Hit, 0 T Lot Z AT T iR A B, RO 2
P F oA 2 B AT A SR 2 SR B S R A AN IR A, BETTT I AL A SRR IR AR = B A
HUZ{F(Bryant et al., 2010).

3.4. INERELLNIRR

O IR LT AR E NN AKX 5 55— T7 38 #9832 1) 2% 3KF 5% A 14145 <& (Coyle-Shapiro & Conway,
2005). 403 TRAIE| OSSR, A4 R T2 FERAR I TAEAT N, Blundtm TIAEHEE S T
EBN 155 . MR, whasEERMEME TAEAT N, PR AR = A TAES) 7155 (Bryant et al., 2010).

SR BLL) L GUR A T (A1, H R TS ek R ) 1000 3 B2 24 2 A B 400 5 2 A0, 7 40 5
e HZM A (Suazo et al., 2008). KL, FIRESTER MM O IERL), 2 0 TR ER-T 8 0B 34
I, ARt 2 RAT A 0 TS REBE R, R TR 24X OB 2L 13 RE,  ATEREURIK
(AT R RIEAT R, W T kAt 22l AT A2 IR Al 53 CAHT: 24 0 T i 2 4 23- 52 0 34,
WZAT AR LM S, TS E ARG, bk ol RGN B OB T, MR
BUHARI TARAT R, iAo st AT o g2 03 TRGE ()2, B3Rk, 2021).

4. RFFHLBAIT A R TFMADFF 4G

TG RAL B RHAT MR T R T EEER A, A AT SR AL S R T N R IR 52 5 T AN A
LSS E PSS B o)A T
41. RIANAER

BHAR. HARE, REAANFEBENRIR, H4 7 el H 2 H b B RERRTE) . SR iE A
SN T ORI T H R e A G ORI RS, (EFEREE RS, BTLOZAT N B ARB) . BARES SRt
AT AR R TRt AT N Z R AR, S0t 2 AT il i 55 A 0E ) 5 5 oot 20
AT N(Chen et al., 2019).
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RTAEAER. AT ST N FEEMGIEEAT, arE AR A L@ E HE TET 59 HAE
BEAh T B AT 15 T A5 10— R EWPRA (Luo, 2005), Ji& & &1 52 T AR 414351 i 2 g v A L R g ot
T 0 TAE H bR S RIS I M (McKnight et al., 1998). 4015 et £ AT A — & 1 T H K, =
SOEXTH SN FE R o WA FAS AT AE A TRt 2 I RAT AN 5% TRRAT N (R R A, i il B2 A
FEAE TR AL 23 AT AR 53 T ARAT 2 IRl Hi A FH (Liu & Wang, 2018).

PUFINAE. REAE AR, AFEESE A A FERIA 2 A, 185 A A2 fE 2 A R —FRe ik
&3 (Pratt, 1998) AMFINFE —ANE M OESFE, MUK KRR T 58S XR, ©¥W AR T
STAT S0k A7 L S RIS AL A RN 5 1A (Van Knippenberg et al., 2004). Hlit, A0St SE AT A2 —Fh
ARG BEE ATy, FORAI S A R B 2 B R T 53 A AT PEAN, I BE D3 TN PEARRAE 1A [ 1
34k (Li et al., 2019).

G OB TARE RSO EE o 03 0 B TAR O FE 2 TAE B h B AN BRI, 0T DA 35 520 53 X 43
AT RIEFD, ARSI R R kR o B A H (Blank et al., 1988; Li et al., 2013). /Lo TAF B 5
(A T HA RPITTR, X SR Tt &S (Li et al., 2013), Bk, AATTE A 5 85 1E R A4T T
Hi(Lietal., 2019). FHS, T O RCAAEARH 5 TMIS , ARATR R S (0 U BE R

4.2. ASER

PG B, BHONALS . SFESERERMEN, SR TS50%E, MRTEEL, o
TAEE M, =R, 658 A T 0 TAERM M (Zhang & Bartol, 2010). 4 HU40 S FIFLEE =i, 4S5
Jili 22 TAR e, MEAATREA IF IGTRGER B, & A T B AT NI E B R &, M40 S gtk £
AT AR TR AT N2 R IE ¢ R R (Chen et al., 2019). 25—, {Z2AGST. [CREAMS
sefaiid LR 7 STE LR b i — AN S AR B AR i R R AR GEAE R, AliE —Fh R
B WRAHE, BEFRBRATIIN B N RALE R AI5 0 (Karakas & Sarigollu, 2012). #FFEE
B, (2T S AR i D AT 55 R IR BN G PR L (Shi et al., 2022; Xia et al., 2022), %S A0 7 T4
PE R IR ARG, R0 A R B AR OR .

4.3. {AREE

BB AL AT AYA TSR, BERRNERNIZZ TS, AP AMREFRE(Daft, 2015).
HBUN P RS EA T FEFF AP RIE BT (Jawahar, 2002). 40 FC/A -6 45 5 s 22 5l 1) 24 °F (Jawahar,
2002), FEFAPIRIECERE S, B Z [A1F — B EZ(Walumbwa et al., 2008), .3 A AU
R T IREE RIS 2 1% (Cropanzano et al., 2007). 24 & TAA AT 4t 2 ;AT A2 0 2H 2R 1)
A E BB AN, D HLISCRRIR . PRGN & B FLE 4R (Bryant et al., 2010). [FII,
FUMBAT A A — B2 A8 R UG Z BB AT R, 333 0 TR B RE P A, XA w5
SN [R =AY AR (L et al., 2020).

AV ALV A SRR R o A1 ph S AT AR s B3 TSGR, T4l S
AL, 7T LM MR B R B(Liu & Wang, 2018). 7E & PR RIALZA T, M o 2 21 sl
NARIAT RN — FrEFERE , ek 72 T~ 2 5 O M /MO H LA AT A (Zehir et al., 2014). {H2,
MRIEAL S5 I3, TR TS AT (SR A B RAT y,  (H T ey AR A T S i ) 55 2H 21
FONGEE, AR mZET A MR BIEH RN R A 2B AT NS R THRA A RAT A Z A E
FH, TR0 SRR 7R AT T S p k2 S AT AN (R TR 0 2247 R 2 A1 /E F (Liu & Wang, 2018).
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Figure 1. The influence of Leader’s prosocial violation on employees and boundary conditions
E 1. MSFRARBFNITAN R THFIRO R &

H—, IR RA T IEA ST AR R T2 ACE R . H RO T S o S AT R R T
S (PR TSR R AR G TAMAZ T, AR, IR AL EE 2 A I BAA 1B K (King et al., 2016). H#l, CfF
W FLTF AR 2R A DA S AL 2 I RUAT I %ot A BA G352l (Cail et al., 2022), 17 4105 A 9 BRI e 33
HAT N2 EI A BIHr . BIBAS1RL55 (Zhang et al., 2011; Ha & Nguyen, 2014). #Xf T 5 TA N, HIBAHY
RS AR E], NS AEE EH M . A RABL G (358, R, 2021), S4TSRtk 2B M
TN PTRESE AW, I EBAFEE H ERBEAT A

B, MW AL E AT 0 0L TR K N AENLE . T R, JE K TR R TR R AT A
B, TAESZEER) IR SEIBORT, W2 2 8] W] RE2x AH EL52 0 (Delanoeije et al., 2019), i FE&H], M
(155 26 88 1235 i TR TAE# N (Zhang et al., 2022), AR FC K K BE R R I ST . 55— 5T,
TS UFAT R R B2 2 PR R IS5 A 52, dndi 538 /8 71 TAEAEPR . DRI TAESi2055 (van Minh et
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al., 2017), 5 BT 3 A0 Ak S AT 0 I S B AL Sk AT i A B T 4 DA PR
=, IR R S IAT ORI ERT T TS T RAR S AT NI SR A R A TR
BUD SR EESR RS At 2 T AR R . e 5 R LA B, R AR . )
a0, AU EA B AAL, EA L PR SISREU S AL A TTRC R DL, AL AU AR B,
RENEEMABEE RS, 2022), AR H90T T RE 2 A 5 MU SR A S AT N .

e, ARRBEFCRTIRZR AL ERAT SO 5 F 90T 3 2R At i BT MU0 52 T Liu A1 Wang
(2018)#RHh, EFEFFA AT RT, FESHMT NEZER TE, SHMAT=1HK. FE—HEL
KRR Z AL s, rp N AR B A RS AN IR, 254 B SO 2 AR AT AR A7 AE B U AR
A H A GARIPLR (Liu & Li, 2015). 5 TAENN AT oRAL BT I, 232 2G5 L )
WEFL . — 71, SRAR ST N — B BRI BER, 55—J71, 247 et T, ™
BRI RO 0 TRG B PR R [N, R OO s S BUB I IR M (Chen & Hsieh, 2017), T4l &
VEBUB AR, FTRE2 N8 72 THIBBEAT .
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