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Abstract: The ambivalent experience of superior–subordinate relationships is widespread in organ-
isations and has gradually become an important factor influencing employees to actively engage
in extra-role behaviours. However, employees’ constructive deviance is extremely important for
organisational development as they are important extra-role behaviours for organisational innovation
and change. Owing that academic research on the antecedents of employees’ constructive extra-role
behaviours has lacked attention to individual emotional variables such as the leader–member ex-
change ambivalence, by drawing on self-control resource theory and social cognitive theory, this study
examined the effects of leader–member exchange ambivalence on employees’ constructive deviance,
as well as the role of ego depletion and role-breadth self-efficacy. Based on a two-point questionnaire
survey of 332 employees from different industries in China, the study tested hypotheses with SPSS 27
and AMOS 27 and found that the more leader–member exchange ambivalence, the less likely they
were to engage in employees’ constructive deviance, leader–member exchange ambivalence affected
employees’ constructive deviance through ego depletion, and when role-breadth self-efficacy is high,
the lower the ego depletion of employees with leader–member exchange ambivalence, the more likely
they are to engage in employees’ constructive deviance. This study is intended to guide organisations
to pay attention to the problem of individual internal conflict arising from superior–subordinate
relationships, to remove the barriers to constructive transgression by individuals, and to truly ex-
ploit the innovative capacity of individual organisations. The study suggests that managers should
pay attention to the negative effects of employees’ perceived ambivalent experiences of supervisor-
subordinate relationships, maintain consistency, and build positive social exchange relationships
with their employees. Organisations should strengthen the training of leaders and employees to
eliminate the serious internal attrition that organisations face from social network relationships. And
employees should face the limitations of resources and reduce dependence on the leader–member
exchange relationship as the dependence for their work attitudes and behaviours.

Keywords: ego depletion; employees’ constructive deviance; leader–member exchange ambivalence;
role-breadth self-efficacy

1. Introduction

In the current VUCA era, innovation is occurring at an unprecedented pace, enhancing
global productivity and production efficiency, and ultimately improving the quality of
life for people worldwide. Innovation capability is a crucial indicator of a country’s
comprehensive national strength, enabling it to seize opportunities and gain an advantage
in the intense international competition. According to the China Association of Listed
Companies’ data, over a hundred typical cases of successful digital transformation by listed
companies were recorded in 2023 [1]. In contrast, the global economy demonstrated a trend
of contraction in 2022, resulting in the closure of more than 3000 companies from China,
including unicorn companies and industry giants. During a period of widespread closures,
public attention is frequently drawn to the declining market demand, limited innovation
and a one-dimensional business model of the company. This presents a range of challenges,
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as the company is constrained by its internal development model and operational structure,
making it harder to adjust course [2]. Even when the business is grappling with external
risk pressures, internal management risks remain an ongoing concern. Hence, adhering
to conventional thinking to surpass limits and challenging established practices has now
become the primary goal for modern enterprises that strive for innovation and development.
This cannot be achieved without employees’ recognition of breaking norms, taking risks,
and being innovative in their proactive actions.

Employees’ resistance to proactive behaviours may be due to the depletion of psycho-
logical resources developed in a negative work environment. According to the 2022 Gallup
World Poll, 44% of workers from over 160 countries reported experiencing significant stress
the previous day, with over 20% reporting significant feelings of anger or sadness [3]. The
2023 Gallup Global Workplace Environment Report reveals that 59% of employees are
leaving their jobs without making their reasons known. Of those who do, 41% cite issues
with engagement or culture, such as a lack of recognition for contributions, limited opportu-
nities for advancement, and unapproachable managers [4]. Organisations should recognise
that workplace conditions, including human relationships, significantly impact individual
happiness. According to psychologist Mindy Shoss, organisations must invest time and
effort to rebuild trust and reduce uncertainty and fear of the future, as people’s jobs and
lives can change suddenly. Multiple studies conducted by the American Psychological
Association have shown that employees are more likely to express their opinions, generate
more creative and innovative solutions, and engage more in quality improvement efforts
when they believe they can take more risks without facing negative consequences. This
highlights the importance of creating a culture that encourages risk-taking and values
diverse perspectives.

Employee acceptance and adherence to organisational norms are widely recognised
as fundamental requirements for enterprises to maintain healthy operations and achieve
their goals [5]. However, the swift transformations in digital technology and industrial
revival have rendered certain internal norms insufficient in fostering sustainable progress
within enterprises [6]. Additionally, the excess number of organizational layers, low
management level, and outdated organizational framework are major factors of lag [7].
In recent years, the sudden onset of the epidemic has had a significant adverse effect on
China’s real economy, and the shortcomings of enterprise management have gradually
become apparent. A “rule-oriented” management approach impairs organisational efficacy
and hampers employee adaptability and innovation [8]. Amidst a complex and turbulent
environment, leaders are endeavouring to encourage employees to engage in constructive
transgressions for the purpose of advancing organisational change and innovation [9].
However, there is a prevalent phenomenon of “can-don’t-do” impeding organisations from
salvaging themselves, where competent employees are hesitant to undertake actions outside
their work that benefit the organisation. This includes “Employees’ Constructive Deviance”
that breach organisational norms in favour of the organisation or its members [10].

Recent academic research on the antecedents of employees’ constructive deviance
primarily focuses on the individual and situational factors [11]. In recent years, researchers
have increasingly investigated various leadership styles and contextual factors, including
self-sacrificing leadership and authentic leadership [9,12]. The majority of studies con-
centrate on the factors that stimulate positive nonconformist behaviours, disregarding
the barriers that hinder such behaviours and paying insufficient attention to specific emo-
tional factors [13]. Relationships play a pivotal role in steering employee behaviour within
organisational social networks, with changes in the quality of the associations between
employees and their leaders [14] inducing alterations in personal emotional states which
should not be overlooked. There has been extensive online discourse surrounding leaders
who exhibit varying degrees of competence and incompetence, distribute resources and
time disparately, and display erratic behavior. The core issue is that employees encounter
“the contradictory experience of superior-subordinate relationships [14]” and “the lack of
self-control generates negative emotions [15]” as two primary causes for hindering work
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autonomy and individual effectiveness. In turn, this causes issues such as the bottleneck of
corporate change and inadequate motivation for innovation. Therefore, in the face of the
complex and ever-changing external market, companies must maximize the creativity and
flexibility of their employees to achieve sustainable growth in the fierce competition [8].
The creation of new development potential in an enterprise necessitates the unified contri-
butions of all individuals within it to utilise their knowledge and strengths. As a result,
innovative solutions and changes that defy traditional conventions can serve as a crucial
means for numerous enterprises to enhance management efficacy and consequently attain
lasting progress. It is insufficient to rely solely on breaking rules for innovation. Instead, we
must encourage employees’ constructive deviance that is more extensive in scope than just
innovating through rule-breaking. This will enable us to effect a complete shift from indi-
vidual to departmental levels, and ultimately to the entire organisation, thereby achieving
significant qualitative advancement.

Therefore, this study aims to explore how to enhance both individual and overall
effectiveness in organisations where the phenomenon of unproductive individuals exists.
From the perspective of superior–subordinate relationships, the study introduced the self-
control resource theory to examine the mechanisms for inhibiting employees’ constructive
deviance, an extra-role activity. Additionally, the study incorporated the social cognitive
theory to investigate whether employees with varying levels of role-breadth self-efficacy
traits can successfully avoid or mitigate emotional disturbances resulting from leader–
member exchange ambivalence, potentially facilitating greater participation in employees’
constructive deviance.

Data were obtained through a questionnaire survey, and a mechanism model was
constructed to examine how leader–member exchange ambivalence affects employees’
constructive deviance from both emotional and rational perspectives. The analysis included
332 samples of corporate employees from various industries, and research hypotheses were
subsequently tested. Key innovations presented in this study include that the study first
integrates affective and cognitive factors in a single model. It explores the influence of
leader–member exchange ambivalence on employees’ constructive deviance. This enriches
research on the outcomes of such experiences and expands research on the antecedents of
employees’ constructive deviance among employees. Secondly, this study combines the
resource theory of self-control and the theory of social cognition, enhancing the connection
between the two theories. Additionally, the study carries significant practical implications.
Examining the adverse effects of superior–subordinate relationships on employees through
the lens of ego depletion permits companies to recognize that prevailing internal conflicts
significantly impede the company’s growth and progress. Additionally, it helps managers
identify the root causes and devise effective management strategies.

2. Literature Review
2.1. Hypotheses Development
2.1.1. Leader–Member Exchange Ambivalence and Employees’ Constructive Deviance

Ambivalence is common within individuals in organizations. Various types of am-
bivalence have been studied, including trait ambivalence [16], expressive ambivalence [17],
emotional ambivalence [18], attitudinal ambivalence [19] and relational ambivalence [20].
Relational ambivalence refers to the coexistence of positive and negative social network re-
lationships. Inconsistent experiences, particularly those perceived from the leader–member
exchange relationship, become increasingly important [21]. With the progression and inten-
sification of the leader–member exchange relationship from absolute to relative and from
static to dynamic, scholars have increasingly directed their attention towards examining
ambivalence within superior–subordinate relationships, which is both relative and dynamic.
Lee et al. initially introduced the concept of leader–member exchange ambivalence, which
refers to a subjective experience in which an employee has both positive and negative
thoughts towards superior–subordinate relationships [22]. For instance, employees may
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perceive their leaders as aligning with their interests at times, while also perceiving that
leaders abstain from leveraging their authority to address difficulties for them.

Based on the Borich Needs Assessment Model, it has been found that the most impor-
tant skill closely related to innovation is interpersonal relationship management [23]. Social
skills promote both teamwork and improved interaction between parties. Both enhance or-
ganisational innovation by facilitating the exchange of ideas and the sharing of information.
Therefore, the role of interpersonal relationships is important for constructive employee
transgression. Individuals in organisations with good relationship management skills are
able to take the interpersonal risks associated with breaking organisational rules and are
willing to contribute to creative change. Individuals with less experience of conflicting
hierarchical relationships are also willing to share their ideas and find creativity in their
work [24].

Previous research has indicated that relationships between superiors and subordi-
nates, as a significant context variable for measuring the level of “insiders,” directly affect
employee behaviour within organisations and serve as a crucial tool for decoding extra-role
behaviours [25]. When the quality of the relationship is weak, employees are more likely
to perform only the tasks specified in their job responsibilities [26]. In contrast, in a high-
quality relationship, employees are more inclined to take responsibility for the development
of the organisation, address prevailing issues, and provide positive recommendations [27].
Such a positive work environment activates their own inherent ability to drive change,
resulting in a stronger impetus towards constructive action [28]. Studies investigating
the impact of ambivalence in hierarchical relationships have consistently reported that
if employees experience ambivalence stemming from the leader–member exchange rela-
tionship, it can adversely affect their well-being, behaviour, and performance [14,29,30].
Furthermore, it was reaffirmed that the leader–member exchange ambivalence impedes the
manifestation of proactive and nonethical pro-organisational conduct by employees [31].
The influence of such experience on employees’ constructive deviance of employees war-
rants extensive investigation. Leaders’ time and resource limitations have resulted in the
widespread incidence of employee-perceived leader–member exchange ambivalence [14].
The requirement for leaders to balance close relationships and hierarchical differences
with their subordinates [32] leads to employees perceiving both positive and negative
experiences from the superior–subordinate relationship. Such perception may hinder the
occurrence of voluntary behaviours. For instance, leader–member exchange ambivalence
may reduce employees’ proactive behaviours by lowering their perceived organisational
status [14]. When ambivalence elicits negative emotions, employees refrain from participat-
ing in organisational citizenship behaviours and may even engage in counterproductive
behaviours [33]. Furthermore, ambivalent experiences undermine an individual’s cognitive
coherence, dissuading them from pursuing goal-directed actions, and instead, leading them
to blame or excessively ruminate, triggering anxious reactions and avoidance tendencies.
This, in turn, results in paralysis and resistance to change [34]. However, employees’ con-
structive deviance involves deliberately taking risks to challenge organisational norms
and leadership authority with the aim of effecting organisational change. When leaders
inspire trust among subordinates, they, in turn, invest more effort towards maintaining
the relationship. This includes engaging in organisational citizenship behaviours [35],
constructive advice behaviours [36], which are critical aspects of employees’ constructive
deviance. When leaders fully empower their subordinates, it enhances their sense of
ownership and encourages them to take responsibility for building the organisation. As a
result, they engage in employees’ constructive deviance [37]. The trust bestowed by leaders
reinforces employees’ motivation towards employees’ constructive deviance and allows
them to receive more support from external resources in the face of implementing risky
behaviours. If employees perceive that their superior treats them fairly, even in difficult
situations, they are more likely to engage in employees’ constructive deviance. However, if
they lose trust in their leader, they may reduce these behaviors. Based on these, hypothesis
H1 was established.
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H1. There is a negative impact of leader–member exchange ambivalence on the employees’ construc-
tive deviance.

2.1.2. The Mediating Role of Ego Depletion

Self-control resource theory explains the mechanism of self-control failure from a
resource depletion perspective. It has been widely noticed and validated in the fields of
social psychology and organisational behaviour. Previous studies have examined self-
defeat from a resource depletion perspective. Focusing on direct research on the allocation
and depletion process of self-control resources further enhances the explanatory power of
self-defeat for employee behaviour in the workplace [38]. Social psychological research
indicates that individuals require limited self-control resources to perform self-control
tasks [39]. Additionally, individual goal-directed behaviours, such as maintaining and
controlling safety, also rely on self-control processes [40]. Therefore, individuals who
regulate their attention and emotions experience a significant reduction in self-control,
known as the phenomenon of “ego depletion”.

The experience of ambivalence in superior–subordinate relationships can have a signif-
icant impact on employees’ emotions and attitudes. According to the theory of ambivalence
amplification, individuals’ cognitive responses are amplified with ambivalence recognition,
resulting in extremely negative or positive attitudes [41]. The inconsistent sequencing
of leadership may motivate individuals to engage in ambivalent identification, resulting
in negative perceptions of reciprocity [42]. Individuals with ambivalent experiences of
leader–member exchange relationships tend to be highly sensitive to the relationships of
others [43–45], consuming significant psychological resources and generating negative
emotions due to a lack of trust. Individuals with high ambivalent cognitions are prone to
cognitive dissonance, which can lead to negative interpretations of superior–subordinate
relationships [46]. This, in turn, can decrease work well-being [29].

The theory of resource depletion in self-control suggests that when individuals regu-
late their behaviour [47], their limited resources are depleted, resulting in ego depletion.
Ambivalent experiences can cause discomfort or distress and require psychological re-
sources to cope with in hierarchical relationships [18]. As people have restricted resources
available for self-control activities, for instance concentration and attention, partaking in
self-control behaviours, such as eliminating ambivalent experiences, may lead to affective
depletion or emotional exhaustion. When individuals experience fatigue, their attention,
outputs and behavioural performance on subsequent tasks are somewhat reduced [48–50].
Nonetheless, leaders within the workplace often encounter limitations of both time and
resources, which results in an inability to treat all employees equally. Occasionally, employ-
ees may question the standard of communication between leaders and themselves, leading
them to become excessively entangled in psychological and ideological conflicts, thus
hindering their ability to concentrate on their responsibilities. Based on the Self-control Re-
source Theory, depletion of psychological resources may lead to the “ego depletion” effect
among employees, meaning a decline in self-control resources and reduced effectiveness in
self-executive functions [51]. In this respect, hypothesis H2 was established.

H2. Leader–member exchange ambivalence significantly and positively correlate with employees’
ego depletion.

Research has shown that ego depletion can have negative effects on cognitive, affective,
and volitional behaviours. According to Fischer et al., ego depletion can lead to a depletion
of psychological resources, resulting in changes in cognitive levels, such as pessimism and
doubts about one’s abilities [52]. Additionally, ego depletion can influence an individual’s
perception of risky decision-making to some extent. Price and Yates conducted a study
in which participants were assigned to either a depletion task or a nondepletion task [53].
The results showed that the group assigned to the depletion task tended to choose less-
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challenging topics when selecting test questions. This suggests that after experiencing
ego depletion, individuals tend to adopt a more cautious approach and make less-risky
decisions. Additionally, research has shown that individuals experiencing ego depletion
are more susceptible to anxiety and have reduced emotional control [54]. However, accord-
ing to Zhang et al., employees’ levels of ego depletion can be reduced through positive
thinking interventions, leading to increased work engagement [55]. Furthermore, research
has demonstrated that ego depletion can hinder the development of relationships [56].
Additionally, an individual’s ego depletion can influence others’ perceptions of their trust-
worthiness and subsequently impact the establishment of a trusting relationship [57]. It
is important to note that subjective evaluations have been excluded from this analysis. In
recent years, the field of organisational behaviour has increasingly focused on ego deple-
tion. Studies have shown that workplace behaviours, including burnout [58], pro-social
behaviour [59,60], counterproductive behaviour [33], and ethical advice [61], are influenced
by ego depletion.

According to the energy–motivation pathway of the proactive motivation model, pos-
itive emotions assist individuals in establishing challenging objectives and confronting
ambiguity to carry out proactive behaviours [62]. Employees, when in a positive mood,
undertake creative problem-solving and execute constructive deviance to attain mutually
beneficial outcomes for both the person and the organisation [63]. Furthermore, psycho-
logically resilient individuals are better equipped to withstand interpersonal stress and
work-related risks associated with constructive transgressions, thereby increasing the likeli-
hood of such transgressions [12]. However, employees in a negative mood evaluate and
perceive their work time and environment negatively [33], forming critical evaluations
of their organisation and colleagues. Subsequently, this reduces their motivation to vol-
untarily assist their organisation and colleagues and ultimately weakens their ability to
engage in extra-role behaviours [64]. Based on the opinions stated above, hypothesis H3
was established.

H3. There is a negative correlation between employee ego depletion and employees’ constructive deviance.

The ego depletion theory suggests that constructive behaviours can result in varying
degrees of ego depletion for individuals [65]. When individuals identify existing problems
or propose innovative ideas to improve organisational functioning, they may experience
anxiety and ego depletion due to concerns about the negative consequences of trans-
gressive behaviours [66]. In situations where self-control resources are severely lacking,
individuals may deplete their psychological resources during hierarchical conflict. This
may leave them without sufficient psychological resources to withstand the consequences
of transgressive behaviours. It has been suggested that engaging in tasks, transgressive
behaviours, and civic actions can result in ego depletion. When individuals lack resources
for self-control, they become more impulsive and prone to transgressive tendencies [67].
They tend to select behaviours that provide immediate benefits but lead to higher costs
in the long term [38]. When negative emotions deplete an individual’s ego resources,
they may lack the resources needed for constructive deviance. In fact, they may even
engage in destructive transgressions. Research has long established that the number of
ambivalent relationships independently predicts psychological distress, and that negative
emotions mediate one’s emotional responses in situations when ambivalence arises due
to interpersonal relationships [68]. Negative emotions were found to have a significant
mediating role in explaining the adverse effects of ambivalence in superior–subordinate
relationships on task performance [22]. In general, leader–member exchange ambivalence
increases uncertainty in the employee-leader relationship, lowers the employee’s faith in
the leader, and leads to an adverse interpersonal evaluation of the leader. When employees
experience ego depletion, they are less likely to engage in transgressive behaviours that
benefit the organisation. Just like the confirmed leader–member exchange ambivalence
can hinder transgressive innovations by increasing job anxiety [69], the leader–member
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exchange ambivalence can also impede spontaneous employees’ constructive deviance that
benefits the organisation by causing ego depletion in employees. Therefore, the present
study postulates the following hypothesis H4.

H4. Ego depletion acts as a partial mediator of the association between leader–member exchange
ambivalence and employees’ constructive deviance.

2.1.3. The Moderating Effect of Role-Breadth Self-Efficacy

According to Social Cognitive Theory, self-efficacy refers to an individual’s assessment
of their ability to complete a given activity [70]. A strong sense of efficacy can enhance
positive psycho-cognitive motivation, leading to increased self-confidence and improved
control when evaluating the outcome of their actions. Role-breadth self-efficacy is the
perception of an employee’s ability to perform a wider range of proactive work tasks
beyond the specific technical requirements of their job. This refers to employees who are
not content with their current job and take the initiative to take on greater responsibility for
out-of-work roles, with the confidence that they can tackle more roles [71]. Compared to
self-efficacy, role-breadth self-efficacy is broader in scope and perceived meaning.

The interaction between individuals’ cognition, environment and behaviour can deter-
mine employees’ behavioural motivation [72]. Previous research has demonstrated that ego
depletion negatively impacts employees’ constructive deviance, although certain situational
variables may weaken this effect. Positive psychology, such as role-breadth self-efficacy, has
been linked to employees’ proactive and innovative behaviours [73]. Employees with high
self-efficacy in a broad role tend to undertake proactive extra-role behaviours to achieve
their goals and derive value beyond their respective domain [74]. It is worth noting that
self-control resources are not constant as individual differences exist, and they can be
depleted. Under conditions of high role-breadth self-efficacy, employees’ personal positive
psychological cues and strong role expectations can alleviate the extent of ego depletion,
assisting them in exiting negative states and subsequently taking the initiative to make
beneficial constructive deviance for the organisation. Therefore, this study proposes the
following hypotheses H5.

H5. The extent to which an individual’s belief in their ability to perform their job adequately
and deal with a wide range of tasks, known as role-breadth self-efficacy, has a negative moderating
effect on the relationship between decreased self-control and employees’ positive assertive actions at
work. This means that the higher an employee’s role-breadth self-efficacy, the less likely decreased
self-control will have a negative effect on their performance of positive assertive actions.

Employees’ constructive deviance is a widely acknowledged beneficial behaviour for
both organisations and their members. Organisations seek employees who are capable
of taking the initiative and embracing change, whilst employees value colleagues who
challenge the status quo to seek additional resources and assistance for themselves or the
organisation as a whole. However, the act of engaging in constructive deviance is internal
and requires employees to possess additional self-control resources in order to manage
“controlling self-fatigue [75]” against “assisting both the leader and the organisation [76]”.
In high uncertainty job situations, where there is a lack of defined role expectations, employ-
ees can experience a lack of command over their work, leading to tension, psychological
insecurity, and a resultant negative effect [77]. This experience can further deplete self-
control resources. However, individuals with greater self-efficacy in their broad range of
job responsibilities display enhanced psychological resilience and confidence in deviating
from organisational norms and are more disposed towards constructive deviance [78].
Furthermore, employees with higher role-breadth self-efficacy may feel responsible beyond
their work, which enables them to resist the negative emotions correlated with hierarchical
ambivalence. Consequently, they can persist in employees’ constructive deviance. This
study proposes the following hypothesis H6.
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H6. The width of one’s role-breadth self-efficacy has a negative moderating effect on the indirect im-
pact of leader–member exchange ambivalence on employees’ constructive deviance. This means that
the connection between ambivalent superior–subordinate relationships and employees’ constructive
transgressive behaviours through ego depletion is less intense when one’s role-breadth self-efficacy
is high.

2.2. Research Model

Self-control Resource Theory posits that self-control is a finite resource, and one
action’s execution depletes the resources required for another action [47]. Superior–
subordinate relationships can be categorised based on varying levels of proximity and
quality as a result of limited time and resources [79]. When employees perceive conflicting
relationships between their superiors and subordinates, they undergo cognitive disso-
nance and are engulfed in negative emotions such as distrust. This fuels their perception
of burnout, depletes their self-control resources, and leads to severe ego depletion [80].
Following this, employees respond by reducing the resources available to carry out other
actions, such as employees’ constructive deviance. Employees with a high level of role-
breadth self-efficacy are capable of replenishing the resources that are depleted due to
self-control. This, in turn, lessens the inhibitory impact of ego depletion on employees’ con-
structive deviance exhibited by employees. Figure 1 illustrates the mechanism of influence
of leader–member exchange ambivalence on employees’ constructive deviance, as deduced
from the analyses presented above.
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3. Method

The data collection method used in this study was a questionnaire. The question-
naire employed well-established scales used in authoritative journals both domestically
and internationally. The questionnaire was distributed and collected online. This study
randomly collects data from employees of companies in China in a variety of industries
including internet, finance, IT, engineering and services. In order to reduce homophily bias,
this study used two time points to collect data with a two-week interval. At time point
T1, information on subjects’ personal information, leader–member exchange ambivalence,
and ego depletion and control variables were collected, with 372 questionnaires distributed
and 349 returned; two weeks later, a second questionnaire was distributed to subjects who
had completed the questionnaire for the first time to collect information on employees’
constructive deviance, with 342 questionnaires distributed and 338 returned. In both ques-
tionnaires, subjects were required to fill in “initials + last 4 digits of mobile phone number”
to ensure accuracy of questionnaire matching. After eliminating invalid questionnaires
with too many repetitions and questions that did not pass the test, 332 questionnaires were
validly matched, and the effective recovery rate of the questionnaires was 86.56%. In terms
of gender, 44% were male and 56% female; in terms of age, 57.20% were aged 25 and under,
35.80% were aged 26–35, 3.90% were aged 36–45 and 3% were aged 45 and over. In terms
of marital status, 83.40% were unmarried and 16.60% were married. In terms of education,
0.90% had completed junior high school or less, 1.50% had completed high school or junior
college, 1.80% had completed junior college, 56.30% had completed a bachelor’s degree
and 39.50% had completed a master’s degree or higher. In terms of time spent with unit
leaders, less than one year accounted for 42.50%, 1–3 years—36.10%, 3–5 years—10.80%,
5–10 years—5.70% and more than 10 years—4.80%.
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This study used mature scales from major journals at home and abroad, all of which
had high reliability and validity. The English scales were translated into Chinese accord-
ing to standard translation and back-translation procedures, and relevant scholars and
colleagues in the field were asked to proofread the scales, and finally the measurement
items for formal research were determined. All scales in this study were scored on a 5-point
Likert scale ranging from 1 to 5 for “strongly disagree” to “strongly agree”. Additionally,
the study utilised established scales to design the questionnaire. Upon analysis of the
collected data, it was confirmed that the reliability of each scale was good, with Cronbach’s
coefficients exceeding 0.8.

Leader–member exchange ambivalence was measured using a 7-item scale developed
by Lee et al. [22], with representative items such as “I have ambivalent thoughts: sometimes
I think I have a very good working relationship with my supervisor and sometimes I don’t”,
with a Cronbach’s alpha coefficient of 0.884.

Ego depletion was measured using a 5-item scale developed by Lin and Johnson [81],
with representative items such as “I feel exhausted”, with a Cronbach’s alpha coefficient
of 0.845.

Role-breadth self-efficacy was measured using a 7-item scale developed by Parker et al. [82],
with representative items such as “Designing new procedures for my area of work”, with a
Cronbach’s alpha coefficient of 0.883.

Employee constructive deviance was measured using a 9-item scale developed by
Galperin [10], with representative items such as “disobeying my supervisor’s instructions
to work more efficiently”, and a Cronbach’s alpha coefficient of 0.900.

Based on existing research, gender, age, marital status, education and time spent
working with the leader of the organisation were selected as control variables.

In this study, SPSS 27 and AMOS 27 were used to analyse the sample data. Firstly,
AMOS 27 was used to conduct a validated factor analysis and common method bias test
for the four variables of this study, namely ambivalent experience of superior–subordinate
relationships, ego depletion, role-breadth self-efficacy and employees’ constructive de-
viance; secondly, the data were statistically analysed for descriptiveness and correlation
using SPSS 27; and finally, SPSS 27 and PROCESS were used to test the mediation and
moderation of the research hypotheses.

4. Results

In order to examine the construct differentiation of the variables, this study used
AMOS 27 to perform a validation factor analysis of the models constructed for the leader–
member exchange ambivalence, ego depletion, role-breadth self-efficacy and employees’
constructive deviance and to compare the fitted indicators. According to the results in
Table 1, the four-factor model had the best fit (χ2/df = 1.690, CFI = 0.954, TLI = 0.950,
RMSEA = 0.046, SRMR = 0.043). Accordingly, the four variables were shown to have good
discriminant validity.

Table 1. Results of confirmatory factor analysis (n = 332).

Model χ2/df RMSEA SRMR CFI TLI

Five-factor model (LMXAS;ED;RBSE;ECD;CMV) 1.569 0.041 0.037 0.965 0.959

Four-factor model (LMXAS;ED;RBSE;ECD) 1.690 0.046 0.043 0.954 0.950

Three-factor model (LMXAS + ED;RBSE;ECD) 1.769 0.048 0.046 0.949 0.944

Two-factor model (LMXAS + ED + RBSE;ECD) 3.945 0.094 0.102 0.802 0.786

One-factor model (LMXAS + ED + RBSE + ECD) 4.071 0.096 0.104 0.793 0.776

Note. N = 332. LMXAS = leader–member exchange ambivalence; ED = ego depletion; RBSE = role-breadth
self-efficacy; ECD = employees’ constructive deviance. CMV = common method variance.

The data in this study were statistically analysed using SPSS 27 for descriptive and
correlational purposes, and the results are presented in Table 2. Leader–member exchange
ambivalence was positively correlated with ego depletion (r = 0.80, p < 0.001), ego depletion
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was negatively correlated with employees’ constructive deviance (r = −0.64, p < 0.001),
and leader–member exchange ambivalence was negatively correlated with employees’
constructive deviance (r = −0.71, p < 0.001).

Table 2. Standard deviation, mean and correlation coefficient of variables.

Variable M SD 1 2 3 4 5 6 7 8 9

1.sex 1.560 0.497 —
2.age 1.530 0.714 −0.026 —
3.mar 1.170 0.372 0.052 0.625 ** —
4.edu 4.320 0.674 −0.112 * −0.137 * −0.115 * —
5.time 1.940 1.094 −0.058 0.650 ** 0.558 ** −0.151 ** —

6.LMXAS 3.086 0.806 0.113 * −0.046 −0.002 −0.070 −0.061 (0.884)
7.ED 2.996 0.789 0.100 −0.067 −0.008 −0.058 −0.054 0.864 ** (0.845)

8.RBSE 3.169 0.802 −0.128 * 0.116 * 0.017 0.040 0.082 −0.362 ** −0.457 ** (0.883)
9.ECD 2.671 0.728 −0.059 −0.002 −0.006 0.056 −0.010 −0.855 ** −0.803 ** 0.412 ** (0.900)

Note. N = 332; * p < 0.05, ** p < 0.01. The value in brackets is the internal consistency coefficient of the scale.

In this study, the research hypotheses were tested using hierarchical regression analy-
sis using SPSS 27, and the results are presented in Table 3. Model 2 showed that leader–
member exchange ambivalence had a significant negative effect on employees’ constructive
deviance (b = −0.779, p < 0.001), and Hypothesis 1 was supported. Model 1 showed a sig-
nificant positive effect of leader–member exchange ambivalence on ego depletion (b = 0.844,
p < 0.001), and Hypothesis 2 was supported. Model 3 showed that ego depletion signifi-
cantly and negatively influenced employees’ constructive deviance (b = −0.747, p < 0.001),
and Hypothesis 3 was supported. Model 4 shows that the dependent variable, employ-
ees’ constructive deviance, regresses on both the independent variable, leader–member
exchange ambivalence, and the mediating variable, ego depletion, with a significant coeffi-
cient on leader–member exchange ambivalence (b = −0. 578, p < 0.001) and a significant
coefficient for ego depletion (b = −0.238, p < 0.001), and that the effect of leader–member
exchange ambivalence is attenuated by the presence of ego depletion. This suggests that
ego depletion partially mediates the relationship between leader–member exchange am-
bivalence and employees’ constructive deviance, and Hypothesis 4 is supported. Next, the
study used PROCESS to test the mediating role, with a bootstrapped repeated sample size
of 5000. The results showed in Table 4 that the direct effect of leader–member exchange
ambivalence on employees’ constructive deviance was −0.578, with SE = 0.050 and a 95%
confidence interval of CI = [−0.480,−0]. When the sense of role-breadth self-efficacy was
not included in the model analysis, the indirect effect of conflicting experiences of superior–
subordinate relationships on employees’ constructive deviance was −0.201, SE = 0.048,
95% confidence interval CI = [−0.304,−0.118]; and the coefficient of the influence of leader–
member exchange ambivalence on employees’ constructive deviance was still significant
after adding the variable of ego depletion. The results suggest that ego depletion partially
mediates the relationship between leader–member exchange ambivalence and employees’
constructive deviance.

Table 3. Hierarchical regression analysis results.

Variable
ED ECD

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6

Sex 0.004 0.048 0.027 0.049 0.034 0.030
Age −0.055 −0.042 −0.077 −0.056 −0.085 −0.083
Mar 0.023 0.068 0.070 0.074 0.078 0.073
Edu 0.001 −0.008 0.005 −0.008 0.004 0.010
Time 0.018 −0.023 −0.002 −0.019 −0.003 0.004

LMXAS 0.844 *** −0.779 *** −0.578 ***
ED −0.747 *** −0.238 *** −0.720 *** −0.707 ***

RBSE 0.061 *** 0.079 ***
ED × RBSE −0.113 ***
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Table 3. Cont.

Variable
ED ECD

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6

R2 0.748 0.735 0.649 0.752 0.652 0.667
∆R2 0.729 0.017 0.643 0.017 0.004 0.015

F 161.030 *** 150.459 *** 100.1326 *** 140.353 *** 86.906 *** 80.904 ***
∆F 941.642 *** 895.039 *** 594.972 *** 21.837 *** 8.99 ** 14.168 ***

Note. *** p < 0.001, ** p < 0.01.

Table 4. Analysis of mediation effect of bootstrap.

Effect Value Boot SE LLCI ULCI

Indirect effect −0.201 0.048 −0.304 −0.118
Direct effect −0.578 0.050 −0.641 −0.480

To test the moderating effect of role-breadth self-efficacy on the relationship between
ego depletion and employees’ constructive deviance, the mediating and moderating vari-
ables were first centred, and the centred mediating and moderating variables were multi-
plied to obtain the interaction term, and then a hierarchical regression test was conducted.
The results, as shown in Model 6 of Table 3, showed that after controlling for the main
effects of ego depletion and role-breadth self-efficacy, the interaction of both ego deple-
tion and role-breadth self-efficacy had a significant effect on employees’ constructive
deviance (b = −0.113, p < 0.001, ∆R2 = 0.015), suggesting that role-breadth self-efficacy had
a significant moderating effect on the relationship between ego depletion and employees’
constructive deviance, supporting Hypothesis 5. The moderating effect was significant,
supporting Hypothesis 5. Further simple slope analysis was carried out to create an interac-
tion plot with the moderating variable role-breadth self-efficacy divided into high and low
levels (means plus or minus one standard deviation, respectively). As shown in Figure 2, at
low levels of role-breadth self-efficacy, ego depletion was a significant negative predictor
of employees’ constructive deviance (b = −0.912, p < 0.001); at high levels of role-breadth
self-efficacy, ego depletion was a significant negative predictor of employees’ constructive
deviance (b = −0.769, p < 0.001). The above results suggest that the negative relationship
between employee ego depletion and constructive deviance is weaker at high levels of
role-breadth self-efficacy.
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In this study, the PROCESS method was utilised to examine the mediating effect with
moderation. The findings unveiled a moderated mediation effect index of −0.049 with a
standard error of 0.018 and 95% confidence interval of CI = [−0.080, −0.010] (excluding 0).
The results demonstrated that the role-breadth self-efficacy served as a moderator in the
association among leader–member exchange ambivalence, ego depletion, and employees’
constructive deviance. The outcomes are reinforced by the data presented in Table 5. When
employees’ role-breadth self-efficacy is low, the indirect effect of ego depletion on their
constructive deviance is −0.130, with a standard error of 0.041 and a 95% confidence
interval of CI = [−0.219, −0.062] (not including 0). Conversely, when employees’ role-
breadth self-efficacy is high, the indirect effect of ego depletion on their constructive
deviance is −0.209, SE= 0.044, 95% confidence interval CI = [−0.295, 0.125] (not including
0); there is a significant difference in the mediation effect of ego depletion between high and
low levels of role-breadth self-efficacy, with a difference estimate of −0.079 and SE = 0.028.
The 95% confidence interval is CI = [−0.129, −0.017 (not including 0)]. The findings from
the aforementioned analyses corroborate hypothesis H6, which posits that self-efficacy
regarding one’s role breadth has a noteworthy moderating impact on how conflicting
experiences within superior–subordinate relationships affect constructive deviance via
ego depletion. In other words, high self-efficacy regarding one’s role breadth amplifies
the indirect effect of leader–member exchange ambivalence on employees’ constructive
deviance through ego depletion.

Table 5. Mediating effects with regulation.

Independent
Independent Index of Moderated Mediation

Moderator Effect (CI) Index (CI)

ECD
Low RBSE (−1SD) −0.130 [−0.219, −0.062]

−0.049 [−0.080, −0.010]High RBSE (+1SD) −0.209 [−0.295, 0.125]
Difference (high–low) −0.079 [−0.129, −0.017]

5. Discussion

This study examines the impact of leader–member exchange ambivalence on employ-
ees’ constructive deviance through ego depletion. It also investigates the moderating effect
of role-breadth self-efficacy. The results of the research hypotheses testing will be addressed
in this subsection.

The first is about the direct effect of the leader–member exchange ambivalence on
employees’ constructive deviance. Based on the resource limitation principle of self-control
resource theory, this study proposes negative hypotheses on the relationship between
the two. The study verifies the negative correlation between leader–member exchange
ambivalence and employees’ constructive deviance through hierarchical regression analysis.
The statistical analysis revealed a significant negative correlation (r = −0.779, p < 0.001)
between employees’ contradictory experience of superior–subordinate relationships and
their tendency to engage in constructive transgressive behaviour. This finding supports the
perspectives of self-regulation theory and resource conservation theory. Employees who
experience ambivalent relationships with their superiors need to expend psychological
resources to manage this ambivalence. Due to the limited nature of these resources, one
behaviour may take up the resources of another. Employees may not have access to
sufficient psychological resources, such as psychological ownership and psychological
security, to engage in constructive transgressive behaviours. Organisations may encounter
management problems due to individual obstacles, such as internal conflicts arising from
superior–subordinate relationships, which can hinder effective change implementation.

The second is the mediating role of ego depletion. Ego depletion is the process
by which an individual’s self-control activities result in the depletion of psychological
energy, leading to a low-energy state. This study proposes a positive hypothesis on the
leader–member exchange ambivalence and ego depletion, based on the finiteness principle
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of self-control resource theory. The empirical evidence demonstrates that ambivalent
experiences of hierarchical relationships positively affect ego depletion (b = 0.844, p < 0.001).
The positive effect is due to the experience of hierarchical ambivalence, which leads to a
failure of self-regulation by frustrating individuals’ psychological resources and placing
them in a state of weak self-control. After experiencing ego depletion, individuals tend
to invest their remaining resources in core tasks, thereby engaging in fewer out-of-role
behaviours [50].

Finally, the moderating effect of role-width self-efficacy is discussed. To examine
individual differences in the leader–member exchange ambivalence, this paper introduces
role-breadth self-efficacy as a moderator variable. Role-breadth self-efficacy is a unique vari-
able that can either be a stable personal trait developed over time or temporarily induced
by work situations. Individuals with high role-width self-efficacy are able to proactively
engage in out-of-role behaviours that are beneficial to organisational development. Em-
ployees’ constructive deviance is a typical type of proactive and out-of-role behaviour. As
supporters and implementers of organisational change, these individuals have the courage
to challenge the status quo of work and adopt creative methods to deal with encountered
problems. Therefore, even when experiencing the self-defeat caused by contradictory
superior–subordinate relationships, individuals with high role-width self-efficacy were
still able to self-regulate and persist in constructive transgressive behaviours (b = −0.769,
p < 0.001). In contrast, individuals with low levels of role-breadth self-efficacy were less
able to ameliorate ego depletion (b = −0.912, p < 0.001).

By exploring the negative factor of ambivalent experience of supervisor–subordinate
relationships, the study provides a new theoretical perspective to the lack of research on
the inhibitors of constructive transgressions by employees and deepens the closely related
research on supervisor–subordinate relationships. The study identifies the insecure rela-
tionship between employees and supervisors that leads to the ambivalent experience of
supervisor–subordinate relationships, and the cognitive pathway that focuses employees’
individual emotional triggers and motivations for proactive behaviour on their relationship
with supervisors, helping to raise awareness of the importance of social network relation-
ships in organisations. In addition, the study adopts the Self-Control Resource Theory to
clarify the reasons for the inhibitory effect of the ambivalent experience of the superior–
subordinate relationship on employees’ constructive transgressive behaviours as well as
their psychological processes, thus extending the scope of the Self-Control Resource Theory.
Based on social cognitive theory, the study breaks through the previous research’s interpre-
tation of the motivational path between the ambivalent experience of superior–subordinate
relationships and employees’ work outcomes and clarifies that role-breadth self-efficacy
can be used as a boundary condition to alleviate the negative effects of the ambivalent expe-
rience of superior–subordinate relationships. The study explored the important factors of
individual responses to the ambivalent experience of superior–subordinate relationships at
the individual trait level, which responded to the research perspective of Huang et al. [83].

6. Conclusions

Based on self-control resource theory and social cognitive theory, this investigation
explores how ambivalent experiences in superior–subordinate relationships impact em-
ployees’ constructive deviance through ego depletion. Additionally, the study evaluates
how role-breadth self-efficacy moderates the relationships outlined above. The research
enhances comprehension of the ambivalent experience of the superior–subordinate relation-
ship and its impact on employees’ constructive deviance through direct and indirect mech-
anisms such as ego depletion and role-breadth self-efficacy. The 332 employee participants
from various industries nationwide ensure the study’s generalisation and representation.

The study’s findings demonstrate that the ambivalent experience of the superior–
subordinate relationship has an adverse impact on employees’ constructive deviance. As
the experience decreases over time, a fluctuation trend is observed wherein the employees’
constructive deviance shows a low, medium, or high frequency. Leader–member exchange
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theory and the group involvement model were employed to illustrate that the correlation
between leadership downward influence tactics and employees’ aiding behaviours relied
more heavily on the standard of the leader–member exchange relationship. The role of
leader–member exchange ambivalence influencing employees’ proactive behaviours was
demonstrated. It was found that the effects of such relationships varied among employees
based on their perceptions of these relationships.

In addition to the direct impact of the ambivalent experience of superior–subordinate
relationships on employees’ constructive deviance, it has been noted that this ambivalent ex-
perience also indirectly affects their constructive deviance through the effective mechanism
of ego depletion. Ego depletion partly mediates the correlation between the ambivalent
experience of superior–subordinate relationships and the constructive deviance of staff.
Inconsistency in such relationships can lead to emotional fluctuations, creating insecurity
among employees, which can consequently result in frustration, anxiety, and other negative
psychological outcomes. Employees who experience variability in their relationships with
superiors often experience inner conflicts, which can consume significant amounts of their
self-control resources. Research shows that employees who lack adequate self-control find
it challenging to behave effectively and struggle to allocate adequate energy and resources
towards beneficial, extra-role behaviours for their organisation and colleagues.

Incorporating role-breadth self-efficacy’s moderating effect into employees’ cognitive
responses significantly increased constructive deviance among employees who experi-
ence ambivalent subordinate relationships. Role-breadth self-efficacy involves employees’
perceptions of completing extra-role tasks, while constructive deviance refers to employee-
initiated behaviours with extra-role qualities. Only employees with a high level of role-
breadth self-efficacy can employ adequate self-confidence to renew depleted energy and
avoid self-wasting, enabling them to fully utilise psychological and material resources to
engage in constructive deviance. Employees with high role-breadth self-efficacy are able to
handle negative emotions arising from contradictory superior–subordinate relationships
and make constructive deviance using their confidence and sense of mission. This assists in
challenging the status quo and facilitating organizational reform. Similarly, the occurrence
of constructive deviance is negatively affected to some extent for employees with high
role-breadth self-efficacy due to leader–member exchange ambivalence and resulting ego
depletion. This study confirms the adverse effect of employees’ emotional experience
on their constructive deviance. Such effects are often ignored by enterprises, but this
research has significant theoretical implications and provides valuable practical insights for
enterprise management practices.

This study has implications for the management of organisations. The slow pace
of progress in modern organisations is linked to their serious internal depletion. This
depletion includes material and social factors, particularly conflicts arising from superior–
subordinate relationships within the organisation’s social network. Organisational issues
stem from a depletion of mental resources in individual organisations resulting from lack of
understanding, cooperation, and other factors. Improved organisational effectiveness can
be achieved only by reducing internal individual resource loss and transforming resources
into organisational growth potential. This will truly remove obstacles to change and
inject new vitality into long-term development. Due to the adverse impact of inconsistent
superior–subordinate relationships on employees’ constructive deviance, it is essential that
all parties in the enterprise social network emphasise the significance of such relationships
for the stable development and sustainable innovation of the business. This underscores
the importance of effective human resource management and the creation of a robust
enterprise culture.

Enterprise level. Firstly, companies with a formal hierarchical structure should recruit
employees with a strong sense of self-efficacy towards their role’s breadth. These enter-
prises should also enhance their corporate culture training to improve staff identification
with the organization and increase employees’ sense of self-efficacy towards their role’s
breadth. By doing so, staff can invest more resources into the organization’s development



Behav. Sci. 2024, 14, 70 15 of 19

and construction. Additionally, businesses ought to enhance their management of effec-
tiveness, address the prevalent internal attrition issues and work towards establishing a
positive work environment. Additionally, this study investigates the inhibiting factors that
impede employees’ productive nonconformist actions through the lens of self-depletion.
This approach can swiftly and accurately assist companies in determining the causes of
resistance to change and aid in reducing individual depletion of self-control resources
caused by conflicting superior–subordinate relationships. This, in turn, can decrease the
overall energy depletion within the organization. Finally, organisations should enhance
staff training to comprehend ambivalence and to enhance leader consistency and efficacy
in team communication. Rational utilisation of the link between leaders and employees,
mitigating conflicts among subordinates and promoting the fundamental principle of “ver-
tical cooperation”, can achieve a rational distribution of resources, maximised efficacy and
sustainable development.

Leader Level. This study seeks to determine how the occurrence of leader–member
exchange ambivalence influences employees’ constructive deviance in practical settings,
offering leaders guidance in managing their relationships with subordinates. The research
highlights that the ambiguous nature of superior–subordinate relationships hinders the
emergence of beneficial boundary violations. This indicates that leaders need to ensure
that their own actions and language are consistent to reduce instances of subordinates
doubting the quality of such relationships, thus alleviating any ambivalence felt by them.
Meanwhile, leaders ought to strive for a reasonable degree of fairness when distributing
resources in order to minimise relational comparisons among workers and prevent the
negative environment created by cutthroat competition. Employees must be authorised
accordingly and provided with adequate motivation to boost their scope of responsibilities’
self-efficacy, allowing them to make positive modifications to the organisation with ample
self-assurance. Simultaneously, leaders ought to consider the emotional management of
employees and offer more humane treatment to subordinates. Furthermore, they must
decrease the significance of subordinate relationships and redirect employees’ attention,
prompting them to uncover meaning in their work. By assisting them in managing the
conflicting state of being subordinate and attaining affirmative work results, leaders can
facilitate positive outcomes.

At the employee level, objective evaluations should be prioritised. A positive mindset
is essential, and it is important to acknowledge the inherent contradiction in superior–
subordinate relationships. Uncertainties within these relationships should be tolerated,
and ways to maintain positivity should be practised to transform this into motivation for
work, even during positive and negative experiences. The study indicates that employees
need to develop skills in managing upwards and communicating effectively with their
leaders to address conflicts. It also highlights the importance of employees maintaining a
sufficient level of self-control resources to meet the organisation’s needs at the appropriate
time. Only with the support of all individuals in the organisation can employees engage in
constructive deviance voluntarily and without fear of risk. This fosters synergy within the
group and ultimately promotes organisational effectiveness.

Despite the significant theoretical and practical implications of this study, there are
several shortcomings that require improvement in future research. Initially, while the
Employee Constructive Deviance Scale employed in this study followed a rigorous back-
translation method, there are still restrictions in using a scale developed in a Western
context directly in a Chinese context. Further research may be necessary to refine the scale,
taking into account the unique organisational culture and environment in China, to enhance
its precision and validity. Additionally, respondents may display social desirability biases
when evaluating themselves, potentially inflating their self-assessments to cater to societal
expectations. Future studies could use a combination of self-report and evaluations from
multiple sources to enhance the study’s accuracy. Additionally, situational factors, such as
moderating focus, could be introduced as moderating variables. Further research could
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investigate the impact of such factors on the progression from conflicting experiences of
superior–subordinate relationships to employees’ constructive deviance.

Author Contributions: Conceptualization, Z.L. and Q.L.; methodology, Z.L. and Q.L.; software, Q.L.;
validation, Q.L.; formal analysis, Q.L.; investigation, Q.L.; resources, Z.L. and Q.L.; data curation,
Q.L.; writing—original draft preparation, Q.L.; writing—review and editing, Q.L.; visualization, Q.L.;
supervision, Z.L. All authors have read and agreed to the published version of the manuscript.

Funding: This research received no external funding.

Institutional Review Board Statement: The study was conducted according to the guidelines of the
Declaration of Helsinki, and approved by the Ethics Committee of Shanghai University (ECSHU
2023-113 and 11 December 2023).

Informed Consent Statement: Informed consent was obtained from all subjects involved in this study.

Data Availability Statement: The data that support the findings of this study are available from the
corresponding author upon reasonable request.

Acknowledgments: Thank you to all the participants.

Conflicts of Interest: The authors declare no conflicts of interest.

References
1. Typical Cases of Digital Transformation of Listed Companies in 2023. Available online: https://www.capco.org.cn/xhdt/xhyw/

202305/20230529/j_2023052923323600016853744767111041.html (accessed on 29 May 2023).
2. Zhu, J.; Zhang, B. Do the old, or do the new? The multi-layered impact of digital leadership on team and individual creativity. Sci.

Technol. Prog. Countermeas. 2023, 40, 129–139.
3. Gallup Global Emotions 2022. Available online: https://www.sgpjbg.com/baogao/83224.html (accessed on 15 July 2022).
4. Gallup Global Workplace Environment Study 2023. Available online: https://www.docin.com/p-4462623034.html (accessed on

23 June 2023).
5. Shui, C.-Q.; Xu, Q.-R. A Review of Theoretical Studies on Corporate Innovation Culture. Sci. Sci. Manag. S. T. 2005, 3, 138–142.
6. Xu, S.-Y.; Zhu, J.-Q. Ethical leadership and pro-social infractions: A dual-mediation model. Acta Psychol. Sin. 2017, 49, 106–115.

[CrossRef]
7. Li, H.-Q. Path Analysis of Management Innovation in Small and Medium-sized Enterprises under the New Normal Economy.

China J. Commer. 2018, 8, 76–77.
8. Cui, Z.-S.; Wang, H.-Y.; Zhao, D. “Star Employee” or “Problem Employee”? The Inverted U-Shaped Relationship between

Constructive Deviance and Supervisory Performance Ratings. Psychol. Sci. 2022, 45, 90–96.
9. Wang, Y.-Z.; Wang, C.-R. The Influencing Mechanism of Self-Sacrificial Leadership on Employees’ Constructive Deviance. Sci. Sci.

Manag. S. T. 2020, 41, 94–108.
10. Galperin, B.L. Exploring the Nomological Network of Workplace Deviance: Developing and Validating a Measure of Constructive

Deviance. J. Appl. Soc. Psychol. 2012, 42, 2988–3025. [CrossRef]
11. Cui, Z.-S. Study on the Formation and Mechanism of Employees’ Constructive Deviant Behavior. Ph.D. Thesis, Jilin University,

Changchun, China, 2021.
12. Wu, S.-J.; Du, M.-Z. The Effect of Authentic Leadership on Employees’ Constructive Transgressive Behaviour—A Chained

Mediation Effects Model. Soft Sci. 2021, 35, 101–107.
13. Vadera, A.K.; Pratt, M.G.; Mishra, P. Constructive Deviance in Organizations: Integrating and Moving Forward. J. Manag. 2013,

39, 1221–1276. [CrossRef]
14. Liu, Y.; Xu, S.; Zhang, H.; Zhu, J.; Wang, Y. Love and Hate Together: The lnfluence of LMX Ambivalence on Employee Proactive

Behavior. Foreign Econ. Manag. 2021, 43, 123–136.
15. Li, J. The Mechanism of Why Self-control Resources and Cognitive Resources Influence Each Other: An Integrated Model. Physiol.

Behav. 2013, 21, 235–242. [CrossRef]
16. Sincoff, J.B. Ambivalence and Psychopathology in Adolescents and Young Adults; Yale University: New Haven, CT, USA, 1990.
17. Fourie, D.P. Limited options: Symptoms as expressions of ambivalence. Am. J. Fam. Ther. 2003, 31, 51–59. [CrossRef]
18. Pratt, M.G. The good, the bad, and the ambivalent: Managing identification among Amway distributors. Adm. Sci. Q. 2000,

45, 456–493. [CrossRef]
19. Cacioppo, J.T.; Gardner, W.L.; Berntson, G.G. Beyond bipolar conceptualizations and measures: The case of attitudes and

evaluative space. Personal. Soc. Psychol. Rev. 1997, 1, 3–25. [CrossRef] [PubMed]
20. Uchino, B.N.; Holt-Lunstad, J.; Uno, D.; Flinders, J.B. Heterogeneity in the social networks of young and older adults: Prediction

of mental health and cardiovascular reactivity during acute stress. J. Behav. Med. 2001, 24, 361–382. [CrossRef] [PubMed]
21. Methot, J.R.; Melwani, S.; Rothman, N.B. The Space Between Us: A Social-Functional Emotions View of Ambivalent and

Indifferent Workplace Relationships. J. Manag. 2017, 43, 1789–1819. [CrossRef]

https://www.capco.org.cn/xhdt/xhyw/202305/20230529/j_2023052923323600016853744767111041.html
https://www.capco.org.cn/xhdt/xhyw/202305/20230529/j_2023052923323600016853744767111041.html
https://www.sgpjbg.com/baogao/83224.html
https://www.docin.com/p-4462623034.html
https://doi.org/10.3724/SP.J.1041.2017.00106
https://doi.org/10.1111/j.1559-1816.2012.00971.x
https://doi.org/10.1177/0149206313475816
https://doi.org/10.3724/SP.J.1042.2013.00235
https://doi.org/10.1080/01926180301129
https://doi.org/10.2307/2667106
https://doi.org/10.1207/s15327957pspr0101_2
https://www.ncbi.nlm.nih.gov/pubmed/15647126
https://doi.org/10.1023/A:1010634902498
https://www.ncbi.nlm.nih.gov/pubmed/11523333
https://doi.org/10.1177/0149206316685853


Behav. Sci. 2024, 14, 70 17 of 19

22. Lee, A.; Thomas, G.; Martin, R.; Guillaume, Y. Leader-Member Exchange (LMX) Ambivalence and Task Performance: The
Cross-Domain Buffering Role of Social Support. J. Manag. 2019, 45, 1927–1957. [CrossRef]

23. Vladi, B.; Kokthi, E.; Guri, G.; Kelemen-Erdos, A. Mapping Stakeholders Perceptions on Innovation Skills, through the Borich
Needs Assessment Model: Empirical Evidence from a Developing Country. Acta Polytech. Hung. 2022, 19, 49–68. [CrossRef]

24. Nwabueze, U.; Mileski, J. Achieving competitive advantage through effective communication in a global environment. J. Int.
Stud. 2018, 11, 50–66. [CrossRef]

25. Guo, X.-W. A Review of the Conceptualisation of Superior-Subordinate Relationships in the Chinese Context: A Review of the
Local Relevance of Leader-Member Exchange Theory. Nankai Bus. Rev. 2011, 14, 61–68.

26. Wang, J.; Kim, T.Y. Proactive socialization behavior in China: The mediating role of perceived insider status and the moderating
role of supervisors’ traditionality. J. Organ. Behav. 2011, 34, 389–406. [CrossRef]

27. Kim, S.L.; Han, S.; Son, S.Y.; Yun, S. Exchange ideology in supervisor-subordinate dyads, LMX, and knowledge sharing: A social
exchange perspective. Asia Pac. J. Manag. 2017, 34, 147–172. [CrossRef]

28. Cui, Z.-S.; Wang, H.-Y. Research on the Activation Mechanism of Employee Constructive Deviance by Supervisor-subordinate
Guanxi: A Mediated Moderation Model. Front. Sci. Technol. Eng. Manag. 2019, 38, 8–14.

29. Han, Y. Ambivalence in the Leader-Follower Relationship: Dispostional Antecedents and Effects on Work-Related Well-Being.
Ph.D. Thesis, Ottawa University, Ottawa, ON, Canada, 2020.

30. Lee, A. Leader-Member Exchange and Attitudes: A Theoretical and Empirical Integration. Ph.D. Thesis, Aston University,
Birmingham, UK, 2016.

31. Chen, L.; Weng, Q. Authoritarian-Benevolent Leadership and Employee Behaviors: An Examination of the Role of LMX
Ambivalence. J. Bus. Ethics 2023, 186, 425–443. [CrossRef]

32. Zhang, Y. Paradoxical leader behaviors in people management: Antecedents and consequences. Acad. Manag. J. 2015, 58, 538–566.
[CrossRef]

33. Wei, W.; Huang, C.-Y.; Zhang, Q. The lnfluence of Negative Mood on Organizational Citizenship Behavior and Counterproductive
Work Behavior:A Self-control Perspective. Manag. Rev. 2019, 31, 146–158.

34. Van Harreveld, F.; Nohlen, H.U.; Schneider, I.K. The ABC of Ambivalence: Affective, Behavioral, and Cognitive Consequences of
Attitudinal Conflict. Adv. Exp. Soc. Psychol. 2015, 52, 285–324.

35. Wu, J.-H. An Empirical Study of the Effects of Perceived Organisational Support and Leader-Member Exchange on Employee
Returns. Soft Sci. 2006, 5, 63–66.

36. Zhu, Y.-Y.; Ouyang, H.-C. A Review and Prospects of Research on Employees’ Individual-Team Advising Behaviour. Soft Sci.
2018, 32, 67–71.

37. Wang, Y.-Z.; Zhu, X.-L. Mechanisms of Moderating Focus on Employees’ Constructive Transgressive Behaviour. Foreign Econ.
Manag. 2021, 43, 50–63.

38. Pan, A.; Xu, Y.; Li, Y. The effect and countermeasure of ego depletion on workplace safety. Adv. Psychol. Sci. 2017, 25, 1261–1273.
[CrossRef]

39. Hagger, M.S.; Wood, C.; Stiff, C.; Chatzisarantis, N.L. Ego Depletion and the Strength Model of Self-Control: A Meta-Analysis.
Psychol. Bull. 2010, 136, 495–525. [CrossRef]

40. Reason, J.; Parker, D.; Lawton, R. Organizational controls and safety: The varieties of rule-related behaviour. J. Occup. Organ.
Psychol. 1998, 71, 289–304. [CrossRef]

41. Baek, Y.M. An integrative model of ambivalence. Soc. Sci. J. 2010, 47, 609–629. [CrossRef]
42. Andersen, I.; Buch, R.; Kuvaas, B. A Literature Review of Social and Economic Leader-Member Exchange. Front. Psychol. 2020,

11, 1474. [CrossRef]
43. Dailey, R.M.; Zhong, L.; Pett, R.; Varga, S. Post-dissolution ambivalence, breakup adjustment, and relationship reconciliation. J.

Soc. Pers. Relatsh. 2020, 37, 1604–1625. [CrossRef]
44. Selenko, E.; Mäkikangas, A.; Stride, C.B. Does job insecurity threaten who you are? Introducing a social identity perspective to

explain well-being and performance consequences of job insecurity. J. Organ. Behav. 2017, 38, 856–875. [CrossRef]
45. Rothman, N.B.; Pratt, M.G.; Rees, L.; Vogus, T.J. Understanding the dual nature of ambivalence: Why and when ambivalence

leads to good and bad outcomes. Acad. Manag. Ann. 2017, 11, 33–72. [CrossRef]
46. Holt-Lunstad, J.; Uchino, B.N. Social Ambivalence and Disease (SAD): A Theoretical Model Aimed at Understanding the Health

Implications of Ambivalent Relationships. Perspect. Psychol. Sci. 2019, 14, 941–966. [CrossRef]
47. Baumeister, R.F.; Bratslavsky, E.; Muraven, M.; Tice, D.M. Ego depletion: Is the active self a limited resource? J. Personal. Soc.

Psychol. 1998, 74, 1252–1265. [CrossRef]
48. Garrison, K.E.; Finley, A.J.; Schmeichel, B.J. Ego Depletion Reduces Attention Control: Evidence From Two High-Powered

Preregistered Experiments. Personal. Soc. Psychol. Bull. 2019, 45, 728–739. [CrossRef] [PubMed]
49. Arber, M.M.; Ireland, M.J.; Feger, R.; Marrington, J.; Tehan, J.; Tehan, G. Ego Depletion in Real-Time: An Examination of the

Sequential-Task Paradigm. Front. Psychol. 2017, 8, 1672. [CrossRef]
50. Zhu, Q.; Wei, F.; Du, H. The Impact of Workplace Ostracism on Employee Proactive Behavior: The Mediation Effects of Ego

Depletion and the Moderation Effects of Identity Orientation. Sci. Sci. Manag. S. T. 2020, 41, 113–129.
51. Cui, D.; Xi, Y.; Cheng, Y.; Yu, C. The Mechanism of Instant Messaging Overload in the Workplace Affecting Employees’ Deviant

Behavior from the Perspective of Self-Control Resources. Chin. J. Manag. 2021, 18, 362–370.

https://doi.org/10.1177/0149206317741190
https://doi.org/10.12700/APH.19.8.2022.8.4
https://doi.org/10.14254/2071-8330.2018/11-1/4
https://doi.org/10.1002/job.1811
https://doi.org/10.1007/s10490-016-9483-y
https://doi.org/10.1007/s10551-022-05225-8
https://doi.org/10.5465/amj.2012.0995
https://doi.org/10.3724/SP.J.1042.2017.01261
https://doi.org/10.1037/a0019486
https://doi.org/10.1111/j.2044-8325.1998.tb00678.x
https://doi.org/10.1016/j.soscij.2010.02.003
https://doi.org/10.3389/fpsyg.2020.01474
https://doi.org/10.1177/0265407520906014
https://doi.org/10.1002/job.2172
https://doi.org/10.5465/annals.2014.0066
https://doi.org/10.1177/1745691619861392
https://doi.org/10.1037/0022-3514.74.5.1252
https://doi.org/10.1177/0146167218796473
https://www.ncbi.nlm.nih.gov/pubmed/30239268
https://doi.org/10.3389/fpsyg.2017.01672


Behav. Sci. 2024, 14, 70 18 of 19

52. Fischer, P.; Greitemeyer, T.; Frey, D. Ego Depletion and Positive Illusions: Does the Construction of Positivity Require Regulatory
Resources? Personal. Soc. Psychol. Bull. 2007, 33, 1306–1321. [CrossRef]

53. Price, D.A.; Yates, G.C.R. Impact of a brief ego depletion procedure on creative behaviour in the upper primary classroom. Educ.
Psychol. 2015, 35, 328–340. [CrossRef]

54. Bertrams, A.; Englert, C.; Dickhaeuser, O. Self-control strength in the relation between trait test anxiety and state anxiety. J. Res.
Personal. 2010, 44, 738–741. [CrossRef]

55. Zhang, X.; Wang, Y.; Lu, H.; Yang, Y. The Effects of Mindfulness-based Training lntervention on Employees’ Ego Depletion and
Work Engagement: A Field Experiment Based on ESM. Manag. Rev. 2022, 34, 192–204.

56. Stucke, T.S.; Baumeister, R.F. Ego depletion and aggressive behavior: Is the inhibition of aggression a limited resource? Eur. J. Soc.
Psychol. 2006, 36, 1–13. [CrossRef]

57. Righetti, F.; Finkenauer, C. If you are able to control yourself, I will trust you: The role of perceived self-control in interpersonal
trust. J. Personal. Soc. Psychol. 2011, 100, 874–886. [CrossRef]

58. Rivkin, W.; Diestel, S.; Schmidt, K.-H. Psychological detachment: A moderator in the relationship of self-control demands and job
strain. Eur. J. Work Organ. Psychol. 2015, 24, 376–388. [CrossRef]

59. Fei, D.; Qian, D.; Huang, X. The self-control process model of altruistic behavior: The positive effect of moral emotions under the
ego depletion. Acta Psychol. Sin. 2016, 48, 1175–1183. [CrossRef]

60. Ma, L.-Y.; Mo, W. The influence of positive emotions on prosocial behavior under ego depletion. Stud. Psychol. Behav. 2022,
20, 684–691.

61. Zhao, S.-S.; Mei, Y.-Y. A Study on the Moderating Differences of Different Paths of Ego-Depletion on the Influence of Moral
Leadership on Employees’ Moral Voice. Chin. J. Manag. 2022, 19, 1325–1335.

62. Parker, S.K.; Bindl, U.K.; Strauss, K. Making Things Happen: A Model of Proactive Motivation. J. Manag. 2010, 36, 827–856.
[CrossRef]

63. Augsdorfer, P. A diagnostic personality test to identify likely corporate bootleg researchers. Int. J. Innov. Manag. 2012, 16, 1250003.
[CrossRef]

64. Rothbard, N.P.; Wilk, S.L. Waking up on the right or wrong side of the bed: Start-of-workday mood, work events, employee
affect, and performance. Acad. Manag. J. 2011, 54, 959–980. [CrossRef]

65. Li, F.; Zhong, X. The distinction between promotive and prohibitive voice. Adv. Psychol. Sci. 2020, 28, 1939–1952. [CrossRef]
66. Liang, J.; Farh CI, C.; Farh, J.-L. Psychological Antecedents of Promotive and Prohibitive Voice: A Two-wave Examination. Acad.

Manag. J. 2012, 55, 71–92. [CrossRef]
67. Christian, M.S.; Ellis, A.P.J. Examining the effects of sleep deprivation on workplace deviance: A self-regulatory perspective.

Acad. Manag. J. 2011, 54, 913–934. [CrossRef]
68. Kim, S.L.; Lee, S.; Son, S.Y. Why Does Leader-Member Exchange Ambivalence Reduce Taking Charge? The Moderating Role of

Cognitive Reappraisal. J. Bus. Psychol. 2023, 38, 1355–1369. [CrossRef]
69. Huang, D.; Zhu, T.; Ding, X.; Bi, X.; Sun, T. The “Double-Edged Sword” Effects of LMX Ambivalence An Integrated Model of Two

Approaches Based on Cognitive Flexibility and Job Anxiety. Psychol. Res. Behav. Manag. 2022, 15, 3217–3232. [CrossRef] [PubMed]
70. Bandura, A.; Walters, R.H. Social Learning Theory; Prentice Hall: Englewood Cliffs, NJ, USA, 1977.
71. Parker, S.K. Enhancing role breadth self-efficacy: The roles of job enrichment and other organizational interventions. J. Appl.

Psychol. 1998, 83, 835–852. [CrossRef] [PubMed]
72. Albert, B. Social Foundations of Thought and Action: A Social Cognitive Theory; Prentice-Hall: Englewood Cliffs, NJ, USA, 1986.
73. Odoardi, C. The relationship between proactive goal generation and innovative behaviour at work. J. Manag. Dev. 2015,

34, 553–565. [CrossRef]
74. Zhou, Y.; Qian, H.-C.; Wang, N. The Influence Mechanism of Tacit Knowledge Sharing on Knowledge Workers Deviant Innovation:

The Serial Mediation of Role Breadth Self-efficacy and Job Prosperity. Sci. Technol. Prog. Policy 2023, 40, 151–160.
75. Mackey, J.D.; Huang, L.; He, W. You Abuse and I Criticize: An Ego Depletion and Leader-Member Exchange Examination of

Abusive Supervision and Destructive Voice. J. Bus. Ethics 2020, 164, 579–591. [CrossRef]
76. Mao, J.Y.; Quan, J.; Liu, X.; Zheng, X. Too drained to obey! A daily study on how workplace envy fosters employee deviance and

the buffering role of ethical leadership. Appl. Psychol.-Int. Rev.-Psychol. Appl.-Rev. Int. 2022, 71, 1304–1325. [CrossRef]
77. Zhang, X.; Huang, Y.-F. A study of the relationship between role clarity perception, employee engagement and extra-role

behaviour. Hum. Resour. Manag. 2015, 12, 252–253.
78. Yasin Ghadi, M.; Fernando, M.; Caputi, P. Transformational leadership and work engagement. Leadersh. Organ. Dev. J. 2013,

34, 532–550. [CrossRef]
79. Graen, G.B.; Uhl-Bien, M. Relationship-based approach to leadership: Development of leader-member exchange (LMX) theory of

leadership over 25 years: Applying a multi-level multi-domain perspective. Leadersh. Q. 1995, 6, 219–247. [CrossRef]
80. Kovjanic, S.; Schuh, S.C.; Jonas, K. Transformational leadership and performance: An experimental investigation of the mediating

effects of basic needs satisfaction and work engagement. J. Occup. Organ. Psychol. 2013, 86, 543–555. [CrossRef]
81. Lin, S.-H.; Johnson, R.E. A Suggestion to Improve a Day Keeps Your Depletion Away: Examining Promotive and Prohibitive

Voice Behaviors Within a Regulatory Focus and Ego Depletion Framework. J. Appl. Psychol. 2015, 100, 1381–1397. [CrossRef]
[PubMed]

https://doi.org/10.1177/0146167207303025
https://doi.org/10.1080/01443410.2013.860219
https://doi.org/10.1016/j.jrp.2010.09.005
https://doi.org/10.1002/ejsp.285
https://doi.org/10.1037/a0021827
https://doi.org/10.1080/1359432X.2014.924926
https://doi.org/10.3724/SP.J.1041.2016.01175
https://doi.org/10.1177/0149206310363732
https://doi.org/10.1142/S1363919611003532
https://doi.org/10.5465/amj.2007.0056
https://doi.org/10.3724/SP.J.1042.2020.01939
https://doi.org/10.5465/amj.2010.0176
https://doi.org/10.5465/amj.2010.0179
https://doi.org/10.1007/s10869-023-09899-3
https://doi.org/10.2147/PRBM.S381954
https://www.ncbi.nlm.nih.gov/pubmed/36353691
https://doi.org/10.1037/0021-9010.83.6.835
https://www.ncbi.nlm.nih.gov/pubmed/9885197
https://doi.org/10.1108/JMD-04-2014-0037
https://doi.org/10.1007/s10551-018-4024-x
https://doi.org/10.1111/apps.12355
https://doi.org/10.1108/LODJ-10-2011-0110
https://doi.org/10.1016/1048-9843(95)90036-5
https://doi.org/10.1111/joop.12022
https://doi.org/10.1037/apl0000018
https://www.ncbi.nlm.nih.gov/pubmed/25706447


Behav. Sci. 2024, 14, 70 19 of 19

82. Parker, S.K.; Williams, H.M.; Turner, N. Modeling the antecedents of proactive behavior at work. J. Appl. Psychol. 2006, 91, 636–652.
[CrossRef]

83. Huang, D.-J.; Xu, G.-Y.; Wei, W. Research on the double-edged sword effect of superior and subordinate relationship contradiction
experience on employees’ deviant innovation behavior. Sci. Technol. Prog. Policy. 2022, 1–10. [CrossRef]

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.

https://doi.org/10.1037/0021-9010.91.3.636
https://doi.org/10.6049/kjjbydc.2022040838

	Introduction 
	Literature Review 
	Hypotheses Development 
	Leader–Member Exchange Ambivalence and Employees’ Constructive Deviance 
	The Mediating Role of Ego Depletion 
	The Moderating Effect of Role-Breadth Self-Efficacy 

	Research Model 

	Method 
	Results 
	Discussion 
	Conclusions 
	References

