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KT TAE AR R IR, A SCHHE Koopman, Lanaj F1 Scott(2016) i, AL IS 28 H
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Schwaninger, 2016; Jong & Ford , 2016; Yeh, 2015). MPAERRE, X =Mt E TAEE
KR IRRRFAIE . Diener (1984) AN, SEAREGE AR —Fh G BOTFY . £ TAES P, 1X
T I P AR KR S _EAARBILAE 15 45 4% 35 (Vanhala & Tuomi, 2006). 1% /&K i7 (Heffernan &
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£ 7 W BAE R . WA R AR bR B A 55 (e.g., Koopman, Lanaj, & Scott, 2016),
Fe i & TARSEAR M BRAR AR bR o

B 4 AE# e T 5<Q M TE T N AR ? HISIKIE =4 7 JUH 2 B3Rk
BE, M ABAERBEHANE, i, LMX, S EZEEE. OIS, EEE AN .
[ B R W FEARRTE T, 1 87 it bl i A —A 5T UL G 52 A S A v
AR, BT FE T TAE B R—B AR (Job demand-resource model; JD-R)/E MRS HESE
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Matta et al. (2015). Focal employees then recruited their immediate supervisor to serve as an additional data source. AMJ

Wo et al. (2015). This employee contacted his or her immediate supervisor to complete the supervisor survey. Supervisors and subordinates both completed surveys | AMJ
online.

Zapata et al. (2016). We required participants to have an immediate supervisor who was willing to complete an online survey. AMJ

Vogel et al. (2016). To qualify for our study, participants had to be at least 18 years old, work full time (at least 35 hours per week), and provide the name, email address, | AMJ
and mailing address for a supervisor who could complete one survey on their behalf.

Kluemper et al. (2015). The acquaintances were asked to personally contact a job incumbent they knew well to verify that the incumbent was willing to participate in the study | JAP
and to ask the incumbent to personally contact his or her direct supervisor.

Parke et al. (2015). Finally, in this same phase, participants solicited at least one supervisor (a total of 264 supervisors) to complete a questionnaire regarding their | JAP
creativity.

McCarthy et al. (2016). The website contained the study questionnaires and asked participants to provide contact information for their supervisor and one coworker. JAP

Yam et al. (2016). Participation was restricted to those who (a) worked full time in customer service or sales, (b) worked with a leader who interacts with customers ona | JAP
daily basis, and (c) agreed to invite their leaders to participate in the study.

Malik et al. (2015). The participants provided the e-mail addresses of their supervisors in the questionnaire. Two weeks after the survey data collection, e-mails were sentto | JOB
the supervisors.

Momm et al. (2015). Potential participants were asked if they liked to participate in an online study on emotional abilities and if they were prepared to ask their supervisor | JOB
and a peer to provide a job-related assessment of them.

Zhong et al. (2016). Each MBA student was asked to distribute a survey packet to his or her HR manager, one supervisor, and five immediate subordinates of that | JOB
supervisor.

Frazier et al. (2016). The instructions included in the survey asked respondents to refer to their current direct supervisor while filling out the scale items about | JOB
trustworthiness and trust.

Eissa & Lester. (2017). After the focal employees completed their survey, they were asked to invite their immediate supervisor to complete the supervisory survey. JOB
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Chiaburu et al. (2015). Subordinates voluntarily completed a questionnaire and provided their direct supervisors’ names and contact information. JOM

Van Dijke et al. (2015). The focal employees also invited their supervisor to respond to some items, of whom 103 participated. JOM

Aryee et al. (2017). Respondents were then asked to indicate the names of their supervisors to whom separate questionnaires were sent requesting them to provide their | JOM
demographic details and rate the performance (voice behavior) of their subordinate.

Greenbaum et al. (2017). Focal employees then recruited their supervisors to fill out a supervisor survey. JOM

Wihler et al. (2017). Participants were asked to visit the website, complete the questionnaire, and forward the second e-mail to their supervisor, which included a password | JOM
and link to the online questionnaire for supervisors.

Wu & Parker. (2017). The Study Response administrators sent out recruitment e-mails with a link to an online survey for employees only. Supervisors were invited by | JOM
employees via Study Response’s linking system.

Marstand et al. (2017). Of the 316 employees who completed the questionnaire in the second wave, 212 gave the research team permission to collect data from their immediate | LQ
manager. If employees gave this permission, an e-mail was sent to their immediate manager with an invitation to complete a short questionnaire online.

Riggs & Porter. ( 2017). In addition, students were also asked to provide contact information for their immediate supervisor at work. We independently contacted these | LQ
supervisors, explained that their employee was enrolled in a leadership course, asked them to participate in a study

Zhang et al. (2015). Participants completed the subordinate questionnaire during class and also provided their direct supervisor name, mailing address, and contact | LQ
information.

Long et al. (2015). A total of 1,077 employees clicked on our advertisements. Once they did so, they were shown the study description and eligibility requirements and | PP
were asked to provide the contact information for their supervisor, a star peer, and a project peer.

Ingold et al. (2016). Further, we only allowed for participation in the simulated selection process when participants permitted us to contact their supervisors via e-mail to | PP
collect job performance data.

Marcus et al. (2017). Students were asked to provide self-reports on performance and to obtain informant reports from their supervisors and up to four coworkers. PP

Quade et al. (2017). Focal employees then asked their supervisors to complete supervisor surveys. PP
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HBA 2

TEZINFAEL VPR A IR R, SCEA T RORIR . SRR G, WA JLA R
FHRFE., BARWR:
BIAGIEHHE—B. SCERMS RS T M B R, WfsifE RS MR, S F Mk
2N IREL . BRI PR, A4k, BUUEFFERE N5 5 o EE, FERHCD
AMERLAR B L TTRR o

B B KR Of H, AR SIES BRI R kR, i, R sdE,
JEHE—BG— IN T EMARR, BEELFERNEE. 7, WA SE —BRPRE 70
MR TR A A S IR AR o (B T RS AL I, FRATI AT TR MR
BN 20T (31 P21):

NI T SO ERIRIE R NH 0, F & (BRI B ) fe G 3R IR R e, 1R K
FERE EEGR T RETS 22 240 F (Leader) 5 k. IER G0, FNRlW A HEA K TIERIAEY
LI LR, BORSTUF MmN 881, 1SS 1« N2 R/, AbA] 7 2
TR0 B EAR TR B B ARE, B4 A BRUE BB (Implicit Followership Theories). A g
BREREME TG G, TE R R B ) — B X & B A BT, 658 bE 5 8
(Prototype) #1 j2 J51 74 (Anti-prototype) i #1(Sy, 2010). Hrh, BBE R RAE T AMAXS K& )
— PRGN, W TR A TR BRI, ERE ERmivL, EaiE R A
R BREEMEARRDIRE, B —AN5 T8 SEbrbeon (F SCMONIB BERE B #EAT 3 Zh LR
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R, HHET X5 R0 AR )& (Epitropaki, Sy, Martin, Tram-Quon, & Topakas,
2013). F: T INAE, 4 T8 (1B B R0 32540 5 1R Bl R AL I, Ui B T T P S Bm 2 I 2
TR B R, 4RSI TR T J8 2 A BLRMAE DT (Complementary Fit).
BT, B A ST AG DB AME L EC R A, IR ST IE I 5 R R 5T UG 2 75 B R PR FE 3
WOR T B AR o 25 S I, (EIBBE AL i A s AL T, FEtEsi s 0 B i
TREFEER, MR HE WS E 2 TAERE, 7 4EE 2 R0 H KL (Van Gils, Van
Quagquebeke, & Van Knippenberg, 2010). Ftbn L, 18 B 5 B—5)5 VERCAR v] g TAE =%
FERR I — AN EEEYRSR . AR, BASCE R anhng 2 Heaigil, AR E T AR, T8
T P ) SE AR N 2

B 23CEGIH T TARZSR-BHEHW AR, JHEH ARG & TAERE. CRERNBUS
WEAARMH ISR EE R W, EENEI . B, SRR AR
H TR A A —Fh BB TAEMEAT A, FEARBESERT TAE R IR 1E3E 1T LA TR
REMLH XA A FBE i — 2P 3 aRiRiE .

152 SR T X FR R IX AN R RSO M T SR A T e T K I B Il o SR —Fh 7 2202
TREFR VLT, 4k2ELL ID-R BLAY gL, JEH E TR ARG BE R 3 —4Re R VLR T
VESEARBAR A RE A, S DA % a0 2080 F kA 5 ID-R BB T3 s vl 55 —For
Zt: 5T ID-R BLALXANLA, BN AR F CIRER” PIASHLEE AR I B R A — R
VCECHT TAE AR BRI TSI . AR AT — — BRI A 7 &

FE—: B CHRIEE” XANERE ID-R BRI aE:. KA “aIkRkaE” ENT
VEF IR AR R, AT UM R %6, MW LAEBIEE UKRFE, Demerouti 45(2001)
W TAEREE SO “AMEE TAEh A AR, O, Mg sRA S R, MiZE X
KE, TAERFEH AU R T TAERE A SR, ETEHE T AMEAEAR . 5 TEMKH
O HE IR TASGERR R B AR F B RAMEN H DR SR AR TS HIEOREE, BT L
PEAHRI LR BER . LIk, M ID-R BRI R kG, TR ID-R 4 3= Bk H TARRHEA
FERE R B TAERIE, GO TR, TEE. T/ER4E. S 50EMEE %,
SR, T JLAE, B AT IRIEIPRAS N B A3 ID-R 1442 H(Schaufeli & Taris, 2014).
Xanthopoulou, Bakker, Demerouti £ Schaufeli (2009) & ¥i, TAE % V5 AN A 7 5 A 3 [5] 4 F)
TAE#N . Schaufeli Fil Taris (2014)7E JD-R B (P SCRREEIA T, F1% T A i & IR 1 Fa A,
Hp—T2 B RAEE. Z5b, W XK ID-R BRSRE, HRMEEE N—Fr S TAEAHEH O
HZIE, BT AR IR M

BRI AT TR ER A RSO R (PR B A R 55), BHERR “
7R “MRAEE” HLi. Witkiyig, 515 MEE = BOTR, AR N:

PEUR {17 H 18 (Conservation of Resource Theory; COR; Hobfoll, 1989) /%4 & i it Ji 7
— 5 BT UL TG AR AR R B I TR 7 — M IR HESE . R AR O AU A
RABAZIN LK 4 R AP LA TS BEIR, B IR . O BBER . SRAF 5T
JRANREYR B3R 45 (Hobfoll, 1989). J&TiZahbl, MASA IS IRAEE & LI A [ A2
it 2. PR 35 FE i B2 (Resource  Consumption) £ %% 5 14 21 i F2 (Resource Generation)
(Halbesleben, Neveu, Paustian-Underdahl, & Westman, 2014). % 451 #E & 4= 7E AN % 552 5]
B TE R, FEaah AN ) TAE ARG B AR s SRR a3 I I T MA A R
FRMEGL T, HEEWHRTIAMAD TAEFEK. ST — FENA L) a7
HAEEE 2 )TE— B TR L ye & T B AR R IRIL 2 3R 19 P (Jiang, Law, & Sun, 2014), A&
SCIN Y6 I 5 A — 5T DG 4 26 0 % VAR R B VR Y e R AR R AR T B I AR SR AR
AT S

15



B R URERFE IR AR, ASCIERE T TAE i 4H (Workload)iX /N /A8 &, DLRAE“IE B 52
MR B £ TAR B, SUPAEAE SR T e i A s Dok thoE & B 4k 8
BCAESS . it T I I A (st e % i 93 I A (U B, S AR T ORI S5, T
2 %P HE/T(Graen & Scandura, 1987). LA W, HXF“FROMME" T E, S &EEZT
SONLARAR T Z AR XA IN 1) AR AR 55 I 2> ik N g B N AR f7 48 1) b B
(Wang & Peng, 2016), RWrHAE BB SRR, RAGA BN TIEZ4ER (Alarcon,
2011; Baeriswyl, Krause, & Schwaninger, 2016; Bowling, Alarcon, Bragg, & Hartman, 2015;
Lee & Ashforth, 1996). 1%} TAF B 1%, ASCESE H FRALRE (Self-efficacy)ix 4 AL &,
PAFRAE 12 [v) SEAR BTN RE 2 26 o 28 i i R — e o DL T A Joit o — A LR 5 23 2808 A
FUIN T I AR, XA RE S A B S 40 5 A0 8 11 B (Epitropaki et al., 2013).
BARM S, EBREER R BULEEOL T, T2 By s Dh i 2 9T 1 225K 1 fe 3Lt T
EEOELE, B/hE, 2016), X H ORI TAERE L — AR . RIS, ST N
TR BN FR VY, BRSO T E, JEX T R B R SRR I 5 O (2 1,
2016b), XAEHGHE— AL N BN B ORI Y, sl BB BRI
— AR B AN BTUR, Be A R B AR RO AR i N e S PRAR, MR T
EIRBISAE. 27 b, ACFEHE TR EH AN Sk, B BpEEA
— % o DL C e 3dd AR BB A B FRABEE PN AS R R A BL SR R AR SE AR R

B 3T, 526 U, “RMRIN S, 1B R R AR5 VTR A SE AR IR i R R
F TAEGARA B B 2 R AT 480 IR &b A1 B Raae m T LA GUE, i
R E A AT BEE AR TR AR . AR, 4B AR R T AR

B, WA RE S ECTTIRTARE, 4k PR AR SEAR R SR B & ok Uk, A K
BT/ H S ARG ELE . ki, A%

B B KA, IR ER A T S5E ERA R . ARAEERIANEEZ, 1BkR
A Rp i DU AN TAF AR IR I B 2 sg i, B T (L £ S Ie R IR Ae L 3= 5, midEdER
e TARE S B BRARER R AR08 R ERIE IR, e ih A VRV A Wb B TARAT %%
i, WEREFENLR S, A S HRETEEER Mk, Y FEEMEMEH AR
AN By, BN —FIRINE R, WERERAENLE =5, RS RT TESHRK. &
UG A 2R (B P34):

SRR, AHETORE 18 B R4 5T UG e AR T 5 B S TN LAEE S, A K
H R B A IR 4R 75 7 38 B T R — A it DL C S A SE A IR S0, X A BB i AN T
VR SERR RO T A —E vk BAORE, 18 B B4 5 UL IC e % i S4B L 2 i
SRR, TEENL ] R BESR T —Fh TAE AR, T L, 2 B Rl AT g
TR G4 RGBT XN | AR ORI 22 — R dE”, JIf R
BT L IEAE . SR, 16 BE SR AR S UL B AR SERR R R 2 M R T fdE A
T RE P ATALAE 5 2T, BT s I e )52 B 2 S 4HIE 2 2 IR . 4368 B SR A o UL A
I, AR AN R RS AR R TAR R RN, A, XA A & A
SOINJRNCEAAH, AN I BRI BRAR AR AR i e ARES X o B 4L
N FEIIAN, HASBIG S ) 515 SOl RS 28 SCRPS, 2 s fU e L], SRS BN
IFSRTT AR AR MU S 2, B N BARRAG TARSEARIE, IO/ A By AR 11 4H, Ik
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