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LE R A5, R EWH S H TP AT
B 7 2% R 33.700%, A% T B B Jr 25 70.235% 1Y 50%,
AR Y A FEAE T 5 A 5 7 ik O 22 ) O xR
A AT AR G b, AR WK 2. W TS
FNT AR W2 EAH K E R, r= 0361, p<0.010;
5 T8 B ik e B8 A7 A6 35 IEAH G E R, r=0.449,
p <0.010; 5 T1F 37 it W AT R A2 76 B 3 IEAH C G R,
r=10279, p <0.010; 505 & 51 5 e K RAFAE B E
MR, r=—0409,p<0010, ZATIETIEH
b 3F R B BSA7 AF B3 IEAH R KR, = 0410, p < 0.010;
5 TAEG T ERRAT M AEAE B E IEAH G R, r=0.229,
P <0.010; 5 45T A 5 3¢ ¥ OC R A7 A B 3 TUAH DG OC R
r=-10362,p<0.010, TAEHF o REMS TSR
IRIRAT N AFAE B IEM K R, r=0.296,p<0.010; 5
SR R RAFAE B E MM E KR, r=—0.550,
p <0010, TAE3 Fr B AT R 5 4005 B 2 32 e K &R
TEAE B E A E L ZR r=—0493,p<0.010, DL |45
W1 0 UE T A WF 5830 418 %
42 RigKY

A WF 5% 38 33 Spss 21.0 2R HI 2 5t [n1 U4 11 J5 325 % F
FEAR % HE AT K 5, 335 FH bootstrap (1 75 125 X AF 58
11 H A SRE R R T 0N R AT R 0, LA R WL
3.

33, AL 0 K P AR = X T AE H b E R A5
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Table 1 Results for Confirmatory Factor Analysis
2

e X

A Ve df 7 CFI TLI RMSEA SRMR
AR AR 1336.779 230 5.812 0.536 0.490 0.153 0.131
2 (AP 899.510 229 3.928 0.719 0.690 0.120 0.091
3 AR 644.519 227 2.839 0.825 0.805 0.095 0.076
4 [R5 441.477 224 1.971 0.909 0.897 0.069 0.064
5 PRl F AR 392.221 220 1.783 0.928 0.917 0.062 0.058

E: B F AR h Wiw + Fiw + Wgb + Che + Lmx; 2 B T 8 & 2 Wiw + Fiw + Wgb + Lmx, Che; 3 B -F £ 8 4 Wiw + Wgb + Lmx, Fiw,
Che; 4 B ¥ ¥ A 4 Wgb + Lmx, Wiw, Fiw, Che; 5 B T # & % Wiw, Fiw, Wgb, Che, Lmx .

R BARMRIUTESRNERRY

Table 2 Results for Descriptive Statistics and Correlation Coefficients

A Wiw Fiw Wgb Che Lmx PES ;ﬁ% ’i;fg%: JiAYivA Z%Z%;&\
Fiw 03617 1
Wb 0.449” 04107 1
Che 0279 02297 0296 1
Limx —-0.409" —0.362" —0.550" —0.493" 1
PERI -0.051  0.016  0.043 -0.023 -0075 1
LR -0.048  0.087 —0.041 -0.093  0.028 0.043 1
THE®E  -0061 —0.153 0033 -0066 -0.015 —0.041 —0.164" 1|
B -0.060 —0.091 -0.131 —0.166" 0286 —0.200" —0.017 0.198" 1
WERIMAREL —0.007 0050  0.008  0.074 —0.052 -0.016 —0.013 0102 0019 1
v -0.025  0.067 —0.08 —0.132 0.070 0.115 0.108 —0.029 0.070 0.052 1
Bifl 1932 1.832 1764 2193 4069 1.578  3.000 3.136 1.845 4.049 3814
FrifE2E 0.828 0831 0557 0920 0593 0495 1365 0.524 0864 1.063 0.783

E: A p<0.010, A p<0.050, TR,

B LA 25 S, SR 4 Sy ¥ ) AR 5 % T AR 3 BT KR AT A
B Tl T 25 SR o B 1~ SRS 3 43 1 Ok TR R T K
AT T AE B Ar otk e B A 8= 25 50, W 35 4
Xt TAE B bsadk J BLAT HLA 3% 09 1 1 5, B = 0.302,
p<0.001; A THEX TAE BHAn kRS EA B &N
E ] 0, B = 0.288, p < 0.001; #5#1 3 o [7] =5 T 4 Fn
FN TR B %) T AE B Ar i R B A3 BoA 03 0 0F )
oW, AR S ~ B 7 4y ) ok A AR T
Xt T AR 3 B 0 AT 0 Y [l I3 55 5, IR 3 F o TR
Y BT R S AT A HL A W3 R OE MW, B = 0.290, p <
0.001; Z& A T4 % TAF 37 B ik B 47 o H AT 35 19 1F
[a] 521, B = 0.250, p < 0.010; A4 7 o [7] 5 T 4 i K
N T[] % TAE 37 B 83 47 o B A 5 2 09 0F 19 5%
Mo PROE, H, FH, A R0 UE . RaRgs SRR, L8
FENTIMERE — TAE v 5258 W 51 T3 RIS 5L

R R R E B AL TR RIS, S TR
BT TAER BB AR R FRANT . —J5 i, FEHT
YK A 25 B T K e N R g, ) 5 Sk K B e R
WA RF 0T 5L T 4 R A BA B PR AR 3 26 R Bk
FEXF 2 A T AE 1 SRS 00 s 55—, RS E
R E TARAE 55 SUE SR A B, 7% 22 51 T4 #0A R
PR 1 [ st S 0T TH AT 45, Il 7 B3 TG 1 9% U5
MR TAERE N, 5SZH, REXATiIds
o T T Sk R 0 IR b T ) R, (H R 2 v
J R 22 1 e R AR AT S5 B SR B . TR B,
RINAS I F B TR RN TP 406 T 236 i sk £ 5,
AR T RN P ok iy me 1z 1 7

T A0 8 [ B g4 A [R5 T 48 F0 T AF H A5 F e BH 15,
Xt T AE S B B 0 A5 R A7 105, W) P 3 T AE B
b R BELTE Y D A R B8 B O OE, S5 A AR 1 R
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Table 3 Results for Regression Analysis
Wgb Che
st

BRI AR RORI2 RIS fIRN4 BEALS fiRle  MAL7  BEAUS MIAL9 I 10

Wiw 0.302™ 0.229™ 0.290™ 0.230”  0.193" 0.170"
Fiw 0.288™" 0.204™ 02507 0.166 0.147"  0.112
Wgb 0.320° 03577 0.265
R 19207 11207 131177 0.882" 335277 2,585 2.82477 23927 222777 235577 2.1587
5] 0.034  0.065 0.039 0061 —0072 —0.042 —0.067 —0.045 —0.063 —0.081 —0.061
MAER —0.011 —0.001 —0.021 —-0011 -0.062 —0.052 —0.071 —0.060 —0.052 —0.063 —0.057
ZHERE 0055 0084 0116 01217 —0.113 —0.085 —0.060 —0.056 —0.112 —0.101 —0.087
Jigiva -0.084" —0.066 —0.064 —0.057 —0.167 —0.150" —0.150" —0.142" —0.129" —0.127" - 0.127"
ERIMAREL 0005 0.005 —0.009 —0.005 0076 0.076 0.064 0068 0.075 0.067 0.070
v -0.056 —0.053 —0.075 —0.067 —0.133 —0.130 —0.149" —0.141" -0.113 -0.122 —0.123
R 0.028 0227 0206 0305 0061 0128 0.110 0.147 0.157 0.148  0.165
AR? 0.199 0178 0277 0.067 0.049 0.086 0.096 0.087  0.104
F 0.962 831377 73247107967 2.164" 416677 3.508"7 4249 4598 42617 4304
BEAS 206 206 206 206 206 206 206 206 206 206 206

E: A p<0.001, A p<0.100, TE

A5 By A S5 R, R T AR B be kR B 7E W & 4k
5 TAES AT A Z B 24P A /B . #EA 9 ]
BF 2 A KN T4 AR B b o e BLAS, X T AE 3 e
BRURAT AT 08, T A T AR B 5 iF R BH A%
(4 [ 5 22 5003 B 3% o O, 45 A B R 2 R 6 f) 11
iR, FWTEBREREARERAN TS TS
FTERmAT A Z W kAR . AR 10 [FIEF 99 A T
FEF 300 T AR B Ak R B, X+ AR B w47 N
HEAT[NE, TAE B ik 2 BHAG A i 7 6] 1 3
ANTHES TAES TR IR AT Z B R A e . i
— 2538 3 Process 7% 4ffi 18 X w4 500 AT K B8, TAE
B br it BB 7 R 2 T 405 TAE IR w47 A Z 18]
B4 8] 22 5508 E K 0.097, 95% ' {7 X 8] 2k [0.011, 0.208],
ANALE 0. I, &5 AR08 1A [ 45 51, H, /45 2156
WE . AR H bR i R B AS A RN T30 5 TAE 5 57 R O
17 b 22 [a] 1y [E) 42 280 B {E S 0.103, 95% & 15 X 8] Ky
[0.023, 0.198], N1 & 0. B I, 45 & 58 2 () (0] 19 45
B H, B RRAE . #F—2, BT K TR
BHL A% 75 5] =5 T4 FL K T3 i b A 2800 25 7, AR
WF7E 4 B R i 75 lavaan A2 3 17 /A 200 22 57 1 40 7
PO (ENE R 7$ii i ERERATIE - RE N X EF | NG R W
%A T I 4 AR B R AL, A BT A SR R, A B AR
(A T A 85N 25 5 B[R] 0N 25 A M 0.014, p <
0.010, 95% & 1% X [8] g [0.003, 0.023], A 4L 0, 3% #
WY, AR B b it R B 5 6 [7] 3 T 40 % 45 b B s

B i B AR, Ho A BN SR E . BAR SR RN, TAEH
P o Ji BEL A BE 65 B4 flp B TAE TS AR 37 T I
o8 Z e 5 2, TAR T390 ok 09 TAF B br 2t & B
T2 5] % B TAHL [ B S8R B 32 31 9 ol R 25 1
TN, R — 20 Ok 51 T T AR 3 B e AT A
PEAT ARSI AL —J7 T, 7 ST 42 b 5
B AR AR 55 RS B B AR 2R, 01 Tk = 2
3% 1% B 5[] I S BURT 10 AR 55 H An, S B000 T B
25 FE I . A HE AT R 22 AT O AR 5 — O, R
Pt 2 R I 51 T TR IR A A A T S B T AR
b 1 B () 5 50, S B0 5% Tt B B AR A A R Ok
D TARAE 5 A7 ™ Wk, AT RLE T AR H by
JRE BLAS J2: fff B T AR T 051 & 5 T T AR BT i B 17
M EZ AL o BAh, T RSO0 TAR H bRt R
FHL5 HL A B9 A R W, X S BT R H AR g B BE 15 A
IF] = HE A T A S 0 A R AR, <

TE B &AMl b, A58 R )2 G ] )3 84 7 7 x4
I 5% A2 4 O ZR AE AR H b ik J& BLAS 5 T A 3 B 15 3
1108 Z 1] (9 995 VR AT A 0 o ARG 6 405 2R DL 3 4, A%
BYLT & A e o R BEL A AR 42 o) 72 B %k T AR 37
S AT A B [ 4 SR, RERD 12 FE AR A 11 B9 SRR E o
AU B S 4 5 FR L R A A g BELAS 1Y
AEE I, A 12 AT, 7R AR E b kR B A
AT i 51 A 4 O AR Y ARV 22 S, AR A B A
KA TAE H br 2t i B AT 7Y 28 B 50000 T4 35 B i B
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Table 4 Results for Moderating Effects Test
Che
A
FEAI 11 B 12 A 13 i 14 PRI 15
Wiw 0.107 0.104
Fiw 0.039 0.021
Wgb 0.4517" 0.298" 0.251" 0.276" 0.242"
Lmx -0913"™ -0.879"" -0.900"" -0.873"
Web « Lmx 0.138"" 0.1417" 0.137" 0.140™"
R 2487 6.553"" 6.227" 6.456"" 6.187"
el -0.087 -0.166 —0.154 -0.164 -0.153
AN T -0.057 -0.066 ~0.063 -0.067" -0.064
TZHERE -0.138 -0.199" -0.183" -0.188" -0.178
Jil2¥iva -0.129" -0.015 -0.020 -0.016 —-0.021
SRR A KB 0.074 0.059 0.060 0.057 0.059
v -0.108 -0.058 - 0.060 -0.062 -0.062
R 0.134 0.325 0.331 0.326 0.332
AR? 0.073 0.264 0.270 0.265 0.271
F 4363 10.465™ 9.668 " 9.411™ 8.755""
FEA 206 206 206 206 206
17 A B0, B=0.138, p < 0.001, 7 W] 45 1 51
S8 B X T b iR BELB 5 T4 0 T I B A 40T (SIRE eSS
[ A T A B B E . LRSI, R 35| —om MORRASHICAR
BT8R TAE B Ak 8 52 B, 3045 & o 40 S A 5 =30}
THXARP A TEA GG T A RMA PRI Ezj-
P . P =1 £ =R =
TAES B IR AT 247 % . B T 51 T RE M8 M I N 20 | -
AT B B 5 He 0 2R R A A T R £ % U Sast o e
A 25 B9, I8 A v 0 BEACR Y, R, P R 10 .
T AT N L A e R A LA By .0 TAE B R ' " 2
R B A | & AT X B TR R B0 S B a0 AE T B AT B S

G A B X T B0 T 4R R E TR B SRR B
FMEES RN ALHEXERNARET IV, WA &
J o A B A 4 O AR B T R B SR BT AR 3
S A5 R X T AR H Ar ik R B .

kT WS O TR O e AR B, AR SRR L E
O AT B Tk 2 ) T4 B B 58 A 56 FR R T Ak
TP 2, AR R B S B A 38 4 5 R AR A 1 2R 16, 50
MAEHME AL, . HIAFRALHE LR, H
Pl 2 WA, A e R I B AR e R AR, TAEH
T 3 JRe BEL A5 X T A 3 BT 3K B AT Sl 4 I A R BB
R TR 2 K 0 4 B 58 8 5 FR I R Y 0N XD
AW N Tk AT b, S5 R R, 8T K
B A2 2 R /N T 2.815 43 I, B G 1) 98 T T AE B pw

B2 ASMEREX R E T BN
Figure 2 Moderating Effects of Leader-member
Exchange Relationship

JrE B A% 5 LA 37 i 3 B AT R =22 1) 190G &R 5 24 900
BUAZ MR O R R T 4 43 I, B 0F 985 LAE B bR i R fH
W5 TAEG IR IRIT hZ X R, FRERFY,
ST I AR M e FROMAY, TAE B Ar kB X T4
5 BT 39 AT Sy B TF ) 55 ) 0, S 22 S

g T B2 R T R T A A, AR E ST R
H Spss H' Process 7% 1fi 14 If 4% & bootstrap B T %, ¥
T A 25N R TS 2800 9 TR] — A~ 3 A HE SR rh DL gk
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Table 5 Test Results for Conditional Indirect Effects

95% B {55 X []

sl Lmx EIEE3dma FrifEi
TR R
i 0.012 0.051 -0.071 0.136
i 0.104 0.072 0.011 0.290
Wiw — Wgb — Che o
= 0.141 0.086 0.027 0.357
- EER 0.129 0.062 0.009 0.252
ik 0.020 0.049 -0.062 0.130
i 0.105 0.067 0.010 0.268
Fiw— Wgb — Che L
= 0.140 0.079 0.200 0.326
- kR 0.120 0.059 0.002 0.227

AT R A R, K B S5 R IR 5. W LU I, TR
o A0 I DY A A O A N, AR b ik J BEL A 7E (W)
TR EN G T AR B 80 17 S = 1] 18] 3254
JO7 4k & HL B SR, Ha, A H, 75 21 5030

5 &g
51 ARER

AT FE T { R AP HIE, BT TAET I anfa LA
KA ud 2551 & 53 T8 TAE S e w47 o o 3 2 4
B B 1 10 5 8 BFF R0 BSR4 A7, DR SR 25 SRR, O T 4E
T 51K 0T TAES T AT 8, BAR T4
B e e 22 5, BN S KA THAHE L, B3 Tt
TAES It w47 0 B a2, AR 4E A 3R 4R
P, TAE BT IR AT o 4 D1 TR0 g oL XoF o 3 g i
B A T AR AT oA N R TR X AR 2R B
WA 51 & A T8 & TAES IR IRAT 8 %2 K A C 5t
B, @ T AE H b ik e B 8 B T4 T 9 dnfay
51 & T8 BF 8RR AT o8 1 A%, (R AR 8] T 308
fife A7 AE 22 5, B LA B Ar o Jre BEL 05 A6 i B W] = T
WRMERNTIS TSR IRAT R 2 18] 14 & R i,
HAE R F TR RSO R, X2 FE N [FH
TR T AE B Ar kR BH 5 B 5058 09 52 oA, i LA
T.AE H #r it 52 BH 6% 4£ 7] 3¢ T 4 i 42 b B 56 5 19
BEALR . BT AL 5 38 4 ¢ R 2 R T/E H Ar il @
FHAG S TAES TR IRAT N Z MR M E AR, Y
5L T AE B Ak e sz BB, 914G & B S R 5
TR RN T A TR F A AT 0 S AR B
TAES TR AT R iE 47 B X o
5.2 IBig =M

() AHERBR T EBRPATS LR T TS
WOIRAT M BRI, IR R T 51 TN TE A8 47 R (W BIF 5
U IR SR A A5 e WA RN o el 1 P
R BT T AR B R R AT R B R R, 2 T T
ERSE R FEM TAE T R, AT 3T A IR

Cias R0 I i w7 S ) NG B W =S T D1
A B E R T TAES T R4 b i SR I, T4
T 5T £ k& B TE I AR S I B A T
KT AREPEIIHL. X— G R AR R T AL
FEIE R I A 51 R T AR S I R AT Ry 1 i R
MR R T2 2 R R R AL SR I R Al 51 & B
TN I8 847 0 B VR A S e R I A X — TAEFR B
BT R, BETRE TSI NG AL TAHE
EIAMHEE, ANRA TN AERRTEI AL T
ANEETHEE .

() AW I\ T A H b ik J BELAT 0 f B A B T 1
fEF sl & TAEG Wi, £& TR T A
AR I 19 ARG BT IR IR AT i R AL . RE T
AHETFHRAED OB B R IBFE B
5 25 0L A R T AR AT oM L IR B R T R A A
S5 K T AR BT SR AT R W HL, (0 A 58 %
BRI T, WTAE BARE A B, Wi Rl T
WAMBEANTIRBE AL T ARK T RGOSR, A
R, FETFIRMEN TIN5 T8 AR
RS B T, LA B TAE AT 45 REE SR A 184 i, 2 BHL A%
TAE B bR EE R, 51K B T0 32 B 4 T E A R 4R
7T 0 98 B3 T A T A 3 i R B AT A Lk AR H bR
KT8 AT REZE F B R AR FISE i . 3xX — 45 38 o0 B
fift 3 BRI A R TAE 3L 51 & 51 T 09 TAE 3 i ik
WAT AR TR RS, B TRE TR
NFW51 & TAES B IR AT A 1 P9 72 BIL T -

Q) AW IR R TR A h TAEF B & TAE
Y BT BRORAT R 0 i B4, $B R T 45 B A # 6
AR TAEMEIT R EE M, T bR R
TANTEFEAT R B3 AT 2 R4 5T 0 T8 75K S
I TR SRR AE 2 0 VY, RS T IR R T 4L SUR L
IS S YN TS EN A I EPNEAINE =058 41l
A5 B 8 M OC R A B T b BT i 2% 5K G 18
From ARBF AT AR O KB, T 4



70 IR 2 (Journal of Management Science)

202347 H

R A TR B BT A% 3 PR B A R B S e R
H o, A & o s R sS i R B TR
A T I T AR E A R B RSB SR BT A 37 i K B A7
PEAT R o X — SRR ER T TS & T
Yy e MU AT o 3 B E IR T AR el e
51 % TAE 3 BT 30 B 47 o0 09 BRAGE, B 48 78 T A0S A B
M e R AE B T AN TE FEAT Ry v T B s e, AT BT
S T HE AR 40 B B A 4 56 B R B AT SR R B T T
Pk
53 TEBT

(1) 2H 2T B AR R I 28 v N A L AR Ve
L. T BRI AT 5B TAT 5 o Wik, &
5 T AR R A 0 s B i il TR 2R T 2R, B8
THRTHRFETHME R, Hitk, 530 TIEWE
A AZ AL AT B T B Az A 0 2> o A4 9 3 A P A
/> AR 0 AR T, o R ) S T R X AR
ER7N:E-ATI
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F14) 0 1 5 1) o
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Effect of Work Intrusions on Employee Cheating Behavior

in Remote Work

YANG Yang, YAN Rui, WANG Teng, MENG Yan

School of Management, Harbin Institute of Technology, Harbin 150001, China

Abstract: In the context of the increasing prevalence of remote work, extensive remote work is raising ethical challenges with-
in organizations. Although flexible working in response to “black swan” events such as the COVID-19 pandemic was the ori-
ginal purpose of implementing massive remote work, the increased work intrusions incurred may inadvertently trigger work-
place cheating behaviors among employees. However, the existing literature has attended little to this issue. Therefore, there is
an urgent need to focus on workplace cheating behavior and examine the pathways and boundary mechanisms of work intru-
sions on workplace cheating behavior.

Based on the principle of self-protection and integrating the dual perspectives of coworker intrusions and family member
intrusions, this study explores the mechanisms of employees’ workplace cheating behaviors caused by work intrusions and
work goal progress impediment driven by self-protection, as well as the boundary role of leader-member exchange relation-
ships. The empirical data of 206 employees from different industries were collected through two-stage surveys. SPSS 21.0 soft-
ware and the Process plug-in were used. Specifically, hierarchical regression analysis, simple slope analysis, and bootstrap ana-
lysis were employed to test the mediation effects and the moderated mediation effects.

The results showed that: First, work intrusions have a positive impact on employees’ workplace cheating behaviors, and
that work goal progress impediment played a mediating role in the effect of work intrusions on workplace cheating behaviors.
Second, leader-member exchange relationships significantly moderate the effects of work goal progress impediment on work-

place cheating behaviors, as well as the indirect effects of work goal progress impediment on work intrusions and workplace
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cheating behaviors, employees with high-quality leader-member exchange relationships exhibit more workplace cheating beha-
viors when facing work goal progress impediment, and the indirect effect of work intrusions on employees’ workplace cheat-
ing behaviors through work goal progress impediment is stronger.

The research results confirm that the positive role of work intrusions in workplace cheating behaviors and identify the me-
diating role of work goal progress impediment in the relationship between work intrusions and workplace cheating behaviors,
revealing potential causes and mechanisms of triggering employees’ workplace cheating behaviors in remote work. Meanwhile,
it is discovered that leader-member exchange relationships play a boundary role in how work goal progress impediment affect
workplace cheating behaviors, shedding light on the “dark side” of high-quality leader-member exchange relationships in in-
creasing employees’ workplace cheating behaviors. In addition, these findings provide useful practical insights for organiza-
tions to understand and mitigate employee workplace cheating behaviors in the context of remote work.

Keywords: remote work; work intrusions; work goal progress impediment; workplace cheating behavior; leader-member ex-

change relationship
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