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摘  要 

 

在组织管理学研究领域内，比起积极的角色外行为，消极的角色外行为在近

二十年来日益受到学术界的重视。实质上，消极的角色外行为和积极的角色外行

为都影响着个体的工作绩效，因此对消极的角色外行为的研究在人力资源管理实

践中意义重大。尤其在中国的文化环境中，个人受传统思想的影响，个人价值观

中遗留了一些负面的残余，如“不患寡而患不均”、“大锅饭”、“平均分配主义”等

思想。在企业管理实践中，员工个体受这些思想的影响，可能会诱发员工消极的

角色外行为，如员工工作场所无礼行为，进而影响员工以及整个组织的绩效水平。

因此在企业中，管理者如何构建良好的组织文化氛围，减少员工工作场所无礼行

为，是一个现实且意义重大的研究课题。 

本文通过归纳梳理关于员工工作场所无礼行为的国内外文献后发现：第一，

对员工工作场所无礼行为在组织情境层面的前因变量的研究还有待不断扩展；第

二，缺乏剖析组织伦理气氛对员工工作场所无礼行为的影响机制；第三，员工工

作场所无礼行为是个体与环境交互作用的产物，而现有研究中缺乏从个体感知和

组织情境交互作用的角度来揭示员工工作场所无礼行为的形成机制。基于这一现

状，本文着重围绕上述三个方面的问题进行了相应的研究设计，构建了组织伦理

气氛与员工工作场所无礼行为之间关系的理论模型，并提出相应的理论假设。 

本文主要采用问卷调查的研究方法来进行假设检验，并获得了一些重要的研

究结论：首先，在主效应方面，关怀导向、法律与规范导向、规则导向、工具导

向的组织伦理气氛会对员工工作场所无礼行为产生显著影响，其中，法律与规范

导向的组织伦理气氛对员工工作场所无礼行为的预测作用最大，独立导向的组织

伦理气氛与员工工作场所无礼行为的关系不显著；其次，在中介效应方面，善意

在关怀导向的组织伦理气氛与员工工作场所无礼行为之间的关系中起完全中介

作用，善意在法律与规范导向以及工具导向的组织伦理气氛与员工工作场所无礼

行为之间的关系中起部分中介作用，正直在关怀导向的组织伦理气氛与员工工作

场所无礼行为之间的关系中起完全中介作用，正直在法律与规范导向以及规则导

向的组织伦理气氛与员工工作场所无礼行为之间的关系中起部分中介作用，能力

在关怀导向的组织伦理气氛与员工工作场所无礼行为之间的关系中起完全中介
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作用，能力在法律与规范导向、规则导向的组织伦理气氛与员工工作场所无礼行

为之间的关系中起部分中介作用；第三，在调节效应方面，舒适与安全在工具导

向的组织伦理气氛与员工工作场所无礼行为之间的关系中起调节作用，能力与成

长在法律与规范导向以及工具导向的组织伦理气氛与员工工作场所无礼行为之

间的关系中起调节作用，地位与独立在法律与规范导向的组织伦理气氛与员工工

作场所无礼行为之间的关系中起调节作用。 

本文在理论研究方面丰富了影响员工工作场所无礼行为的组织文化因素的

研究，并深入的揭示了组织伦理气氛影响员工工作场所无礼行为的内部作用机

理。另一方面，在实践上为企业管理者如何有效的抑制和减少员工工作场所无礼

行为提供了理论参考。最后，指出了本文的局限性和未来的研究方向。 

 

关键词：员工工作场所无礼行为；组织伦理气氛；人际信任；工作价值观 
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Abstract 

 

Compared with positive extra-role behavior, negative extra-role behavior is a 

topic which has attracted the attention of scholars for just over 20 years in the field of 

organizational management research. In essence, negative extra-role behavior and 

positive extra-role behavior are affecting the individual's job performance. Therefore, 

the research of negative extra -role behavior has great significance in human resources 

management practice. However, influenced by the traditional Chinese culture, some 

individual values have negative remnants, such as the ideas of “inequality rather than 

want is the cause of trouble”, “big-pot distribution system” and “the average 

distribution of socialist”, etc. In the practice of enterprise management, affected by 

these ideas, some employees may have negative extra role behaviors, such as 

employees’ workplace incivility, and then affecting the performance level of 

employees themselves and even the entire organization. Therefore, for the companies’ 

managers, building a good organizational culture and reducing employees’ workplace 

incivility is a practical and significant research topic. 

After summing up of the relevant domestic and foreign literatures: this paper has 

the following findings: Firstly, researches on antecedents about employees’ workplace 

incivility in organizational context are still inadequate, and need to be expanded; 

Secondly, lacking of analysis on influencing mechanism between organizational 

ethical climate and employees’ workplace incivility；Thirdly, employees’ workplace 

incivility is generated by interaction of the individuals and environment, and the 

existing research is lack of revealing formation mechanism of employees’ workplace 

incivility. Based on the above findings, this paper mainly focuses on these three issues 

to design the present study, and builds theoretical model about the relationship 

between organizational ethical climate and employees’ workplace incivility, and 

proposes the corresponding theoretical hypotheses. 

This paper uses survey research methods for hypothesis testing, and has obtained 

some important conclusions: Firstly, for the main effect, organizational ethical climate 
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which guided by caring, laws and codes, rules, instruments, has significant impact on 

employees’ workplace incivility, among these, law and code oriented organizational 

ethical climate can best predict employees’ workplace incivility, and there is not 

significant relationship between rule oriented organizational ethical climate and 

employees’ workplace incivility; Secondly, for the mediating effect, goodwill plays a 

full mediating role in relationship between care oriented organizational ethical climate 

and employees’ workplace incivility, and it plays a partial mediating role in 

relationship between law and code oriented, instrumentalism oriented organizational 

ethical climate and employees’ workplace incivility, integrity plays a full mediating 

role in the relationship between care oriented organizational ethical climate and 

employees’ workplace incivility, and partially mediates the relationship between law 

and code oriented, rule oriented and employees’ workplace incivility, and capacity 

plays a full mediating role in the relationship between care oriented organizational 

ethical climate and employees’ workplace incivility, and partially mediates the 

relationship among law and code oriented, rule oriented organizational ethical climate 

and employees’ workplace incivility; Thirdly, for the moderating effect, comfort and 

safety plays moderating role in the relationship between instrumentalism oriented 

organizational ethical climate and employees’ workplace incivility, while ability and 

growth play partial mediating role in the relationship between law and code oriented, 

instrumentalism oriented organizational ethical climate and employees’ workplace 

incivility, status and independence play partial mediating role in the relationship 

between law and code oriented organizational ethical climate and employees’ 

workplace incivility. 

This paper has enriched the theoretical researches about organizational culture 

factors which influence employees’ workplace incivility, and deeply revealed the 

internal functional mechanism that organizational ethical climate affect employees’ 

workplace incivility, on the other hand, provided theoretical references for companies’ 

managers about how to restrain employees’ workplace incivility in practice. Lastly, 

pointed out the limitations in this paper and directions for future research. 
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Keywords: Employees’ workplace incivility; Organizational ethical climate; 
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