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Abstract 

The rapid development of information technology and the complex and changeable 
market environment not only promote the flattening of the organizational structure, but 
also make the collaborative work with the team as the unit become more and more 
normal. In order to achieve the "1 + 1 > 2" effect of team cooperation, mutual help among 
members is particularly important. In this context, employee helping behavior, as an out 
of role behavior aimed at benefiting others or the collective, can not only promote 
harmonious interpersonal relations, enhance team cohesion, but also improve 
organizational efficiency. Therefore, this paper combs and discusses many factors and 
research hotspots affecting employee helping behavior, and further points out the future 
research direction. 
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1. Introduction 

In the VUCA era, the internal and external environment faced by organizations is more complex 
and changeable. It has become a general trend for organizations to carry out work in a team 
unit, which makes mutual help among colleagues become increasingly important (Sparrow et 
al, 2006). As an out-of-role behavior that volunteers to help other colleagues in the workplace, 
employee helping behavior refers to the behavior that volunteers to help other members of the 
organization to benefit. It has the characteristics of cooperation orientation and attribution 
(Farh et al.,2007). It mainly includes helping colleagues to solve problems and share work 
(including sharing their professional knowledge and experience with colleagues) (Anderson et 
al.,1996), and helping new colleagues to adapt to the environment (Van et al.,1998). 

Existing studies believe that in addition to establishing effective interpersonal relationships 
and maintaining interpersonal harmony in a complex organizational environment, employee 
helping behavior also has a favorable role in promoting individual performance and the 
improvement of organizational efficiency and performance (Zhu et al,2014). China is a highly 
collectivist country, and helping others has always been regarded as a traditional virtue, which 
is also a behavior advocated by the whole society and in line with social norms (Tu Yidong, 
2013). In the face of the complex external environment, the organization needs to seek 
development in a more sensitive way, which cannot be separated from the mutual help of 
organizational colleagues. Therefore, helping behavior gradually changes from individual 
spontaneous behavior to actively encouraged behavior by organizational managers (Snape et 
al, 2010). Therefore, it is of great practical significance to study the mechanism of influencing 
employee helping behavior.  

2. Definition of employee helping behavior 

Smith et al. (1983) first mentioned the concept of helping behavior in their research on 
organizational citizenship behavior. They believed that Altruism, as a kind of citizen behavior, 
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appeared directly in response to the helping behavior of some people. The triggering stimulus 
is situational, that is, someone has a problem and needs help or services. They defined altruism 
as a direct, intentional help to someone, which might be work-related, such as collaboration 
among colleagues. 

Podsakoff et al. (1990) used altruism as one of the primary dimensions of OCB for measurement 
in the relevant research on transformative leaders and their subordinates, and defined altruism 
as helping someone to complete work-related problems. Williams et al. (1991) divided OCB into 
two categories :OCB-O and OCB-I. OCB-I refers to behavior that directly benefits an individual 
and indirectly contributes to the organization, and OCB-I here obviously includes helping 
behavior between individuals. 

Among the Organizational Spontaneity studied by George et al. (1992), one of the forms is 
helping co-workers, that is, reminding colleagues to pay attention to possible mistakes, sharing 
resources, and helping others in work. These helping behaviors are voluntary (i.e., spontaneous) 
because they are not in the job description and are not required by the job. Later, Graham et al. 
(1994) pointed out from the point of view of political philosophy that altruism and help are not 
the dimensions of OCB, and proposed interpersonal help from the perspective of interpersonal 
relationship, that is, giving help to colleagues when they are in need, and believed that 
interpersonal help has no direct connection with organizational or team effectiveness. 

Uan Dyne et al. (1995) divided citizenship behavior into attribution-oriented citizenship 
behavior and challenge-oriented citizenship behavior from the perspective of extra-role 
behavior. AOCB is interpersonal and cooperative in nature, tending to strengthen or maintain 
relationships with other people. The dimension most relevant to AOCB is helping behavior, 
often defined as "volunteering to help others or prevent work-related problems" (Organ et 
al.,2006). 

Podsakoff(2000) summarized previous studies and believed that helping behavior refers to the 
behavior of voluntarily helping others or preventing work-related problems. In the context of 
China, Bao Lingling et al. (2011) believe that employee helping behavior refers to the behavior 
of voluntarily helping other members of the organization to benefit. 

3. Literature References 

Employees' helping behavior is increasingly valued by organizations, and current research 
focuses on the mechanism of individual characteristics (Ruci et al,2018), leadership style 
(Clercq et al,2018) and organizational situation (Peng et al,2017) influencing helping behavior. 

3.1. Influencing factors of employee helping behavior 

At the individual level, previous studies on the influence of employee helping behavior mainly 
focus on three aspects: first, in terms of gender, Dennis(2015) et al proved that women are 
more likely to carry out helping behavior than men, and Liu Pu et al. (2007) also proposed that 
women are more willing to care for and help others than men. Secondly, in terms of personal 
traits, LePine et al. (2001) pointed out that among the five dimensions of personality, 
conscientiousness, extroversion and agreeableness all have positive effects on employees' 
helping behaviors. Third, in terms of emotional emotion, the research of Organ et al. (1995) 
showed that positive emotional tendency would affect employees' helping behaviors, and Yu 
Binbin et al. (2005) also pointed out that emotional intelligence would also affect employees' 
helping behaviors. 

3.2. Organization situation 

The empirical study of Bishop et al. (2000) shows that both organizational support and 
organizational equity have a positive impact on employee helping behavior (Bishop et al., 2000). 
Liao (2002) also pointed out that if employees perceive more support from team colleagues, 
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their helping behaviors will increase. Guo Xiaowei (2004), a domestic scholar, also pointed out 
that the improvement of team cohesion can promote the helping behavior of employees. As a 
positive behavior, employee helping behavior can be influenced by specific organizational 
practices. In particular, organizational CSR practice is an ethical event with "positive energy". 
Therefore, Liu Dejun et al. (2020) believed that employees' attribution to organizational CSR 
has a positive effect on their helping behavior. And jing (2020) points out, from the Angle of 
role conflict, team role conflict of employees to help action mechanism is an inverted u-shaped, 
she thinks the team status conflict occurs, the team members to improve and protect their 
status, through proactive behavior in order to get a more favorable competitive position, and if 
the team status conflict too much, There may be more than an "effect," hindering helping 
behavior. 

3.3. Leadership style 

Leadership is an important variable that affects employee behavior. Previous studies have 
found that moral leadership (Kalshoven et al.,2013), transformational leadership (Johnson et 
al., 2008),Leader-Memeber Exchange (LMX, Kamdar et al., 2007) and other leadership factors 
have a positive impact on helping behavior. 

3.3.1. Ethical leadership and employee helping behavior 

Ethical leadership refers to the leadership style that the leader performs normative and 
appropriate behaviors through personal role models in interpersonal interactions with 
employees, and promotes ethical leadership in the enterprise through management processes 
such as communication and decision making (Brown et al.,2005). 

According to the research of Brown et al. (2005), ethical leaders mainly influence employees' 
behaviors through setting ethical standards and two-way interaction with employees. The 
specific manifestations are: 

First of all, as an agent of an organization, ethical leaders usually formulate codes of conduct 
and ethical standards of their own unit. The main starting point of standard formulation and 
decision making is to safeguard the interests of the team and the collective, and focus on 
collective welfare rather than personal interests. 

Secondly, in interpersonal interaction with employees, ethical leaders guide employees to 
perform behaviors beneficial to the organization by rewarding appropriate and standard 
behaviors and punishing inappropriate behaviors. Such behaviors will make ethical leaders 
become models for subordinates and play a referential role for them. To motivate employees 
to voluntarily make extra efforts to help each other for the overall benefit of the organization 
(Kalshoven et al.,2011). 

Finally, LuQing (2011) points out, such as ethical leadership in the work will be fully authorized 
by way to increase the staff's initiative, make employees have more control in the work, in 
return, employees will also have more responsibility and commitment to an organization, and 
is willing to show more help behavior beyond the scope of duties. 

3.3.2. Servant leadership and employee helping behavior 

Greenleaf (1977) first proposed the concept of servant leadership, describing it as a leadership 
style that respects and satisfies the needs of others and serves others. Spears (2004) believed 
that servant leaders are characterized by listening, soothing emotions, empathy, conceptual 
skills, helping others grow, foresight and persuasion. Dierendonck (2011) believes that servant 
leaders include the following six characteristics: empower and develop subordinates, provide 
guidance, humility, housekeeper, interpersonal recognition and authenticity. In general, 
servant leadership is a leadership style that emphasizes altruistic orientation, puts employees' 
interests above their own, and helps employees make progress and achieve development. 
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The role mechanism of servant leader on employee helping behavior is mainly explained from 
the following three aspects: 

First, from the perspective of social learning, individuals can learn behavior by imitating and 
learning from outstanding examples of role models. As the spokesperson of the organization, 
when the leader is identified as a model of behavior, he can effectively influence the behavior 
of employees through the leadership behavior. Under the inspiration of altruism of the servant 
leader, employees will imitate and learn, and make helpful behaviors. 

Second, based on the theory of social information processing, individuals process and interpret 
information cues from the external environment cognitively, thus influencing their subsequent 
attitudes and behaviors. The behaviors of the servant leader, such as emotional comfort, caring, 
cultivating and developing others, make employees realize the importance of serving others 
and shaping good interpersonal norms. When employees perceive the leader's prosocial role 
expectations, they will perform more supportive behaviors to maintain consistency with 
organizational norms. 

Thirdly, based on the reciprocity norm of social exchange theory, when facing the respect, 
support and help of the servant leader, the subordinate will take positive behavior (such as 
helping behavior) to return out of return and sense of responsibility. Long Lirong et al. (2016), 
a domestic scholar, believed that empathy, listening and other behaviors of servant leaders 
could help to form a forgiving atmosphere in a team, which in turn would enable employees to 
give up resentment and revenge after being offended by others, and increase the frequency of 
help and cooperation among colleagues. 

3.3.3. Authoritarian leadership and employee helping behavior 

As a leadership style that fits the characteristics of Chinese local culture, authoritarian 
leadership emphasizes personal authoritarianism, tight control over subordinates and 
subordinates' unconditional obedience to leaders, and presents four forms of expression, such 
as authoritarian style, degrading subordinates' ability, image decoration and teaching behavior 
(Fan Jingli et al., 2000). To be specific, authoritarian style means that the leader acts with 
authoritarian power and is unwilling to decentralize power to subordinates and strictly control 
subordinates. The debasement of subordinate ability means that the leader intentionally 
ignores the employee's suggestions and personal contributions. Image grooming refers to the 
leader's efforts to maintain his own authority by controlling the information that is beneficial 
to him. Instructional behavior is when a leader values job performance and reprimands 
subordinates for poor performance at work. Zhou Hao et al. (2005) believed that authoritarian 
leadership would have more negative impact on employees' attitudes and behaviors. Research 
by Chan et al. (2013) also shows that authoritarian leadership reduces employee loyalty and 
has a negative impact on employee innovation behavior, organizational citizenship behavior 
and tacit knowledge sharing (Zhang Yajun, 2015). 

As a leadership style with Chinese cultural characteristics, the influence of authoritarian 
leadership on employees' helping behavior is mainly reflected in the following points: 

First of all, the authoritarian style makes leaders reluctant to decentralize power to their 
subordinates and keep them under strict control. Therefore, employees under the influence of 
authoritarian leadership style will lack initiative and gradually show a numb indifference to 
other things, which makes them unwilling to implement helpful behavior. 

Secondly, devaluing subordinates means that leaders ignore the contributions of employees 
and suppress competent subordinates (Erben et al.,2008). The indifference and devaluing of 
leaders will make employees lose the motivation to improve their personal work performance 
and organizational efficiency by implementing helping behaviors. 

Third, in terms of image decoration, leaders control the transmission of information in the 
organization and only allow the one-way transmission of information from the bottom up 
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(Pellergini et al.,2008). The decrease in communication between employees and supervisors 
makes it difficult for them to form a high-quality relationship, and research shows that high-
quality leader-member exchange relationship can promote employees to implement helpful 
behavior (Sparrow et al,2006). 

Finally, the leadership's emphasis on performance in teaching behavior encourages employees 
to focus on their own work, while the implementation of helping behavior itself will pay a 
certain amount of time, energy and other costs (Zhang Juncheng et al., 2016). Based on the 
possible negative impact of helping behavior on work performance, employees are reluctant to 
implement helping behavior. 

In conclusion, relevant empirical studies show that authoritarian leadership has a negative 
impact on organizational citizenship behavior (Chan et al., 2013), and employee helping 
behavior, as an organizational citizenship behavior, is negatively affected by authoritarian 
leadership (Kang Wanzhu et al., 2018). 

3.3.4. Humble leadership and employee helping behavior 

The concept of humble leadership was first proposed by western scholars and is considered as 
a bottom-up leadership behavior. To be specific, the humble leader mainly includes three 
behaviors: first, he can be self-aware and make a relatively objective evaluation of himself; The 
second is able to appreciate others, the merits of others can give full affirmation; The third is to 
keep an open mind and actively contact and learn new things (Owens et al, 2012). 

Existing studies have found that the characteristics of humble leadership behaviors are 
different in different cultural situations (Morris et al., 2005). In the western environment, 
Owens et al. (2013) believe that the main characteristics of humble leaders are that they will 
actively admit their shortcomings and fully affirm their employees. In the Chinese context, 
Ou(2011) believes that humble leaders focus on self-improvement and transcendence, 
appreciate and promote others, and are not self-centered. 

Burak(2015), a Singaporean scholar, found in his research that in the context of Asian culture, 
humble leaders pay more attention to their role models and employees' prospects, and its 
influence on employees' helping behavior is mainly reflected in the following points: 

First, according to social exchange theory, the humble leadership attaches great importance to 
the development of the employees within the organization to ascend, willing to provide more 
performance opportunities for competent employees, will show more authorization behavior 
at the same time, the staff will work harder to achieve high performance, in return for the 
attention of the organization and leadership, to maintain the balance of social exchange. 

Second, according to self-determination theory, when leaders exhibit open and tolerant 
leadership behaviors, employees will reward the leaders by improving their performance. As 
employees are willing to voluntarily reward their leaders for the benefit of the organization, 
they will make more contributions outside their own responsibility, such as helping colleagues. 

3.3.5. Other leadership styles and employee helping behaviors 

The care (Farh et al., 1990) and trust (Zhu et al., 2013) of transformational leaders for 
employees can promote the generation of employees' helping behaviors. Real leaders have an 
impact on employees' helping behavior through intra-team trust (Hirst, 2016). Meanwhile, 
leaders' support for employees (Liu Pu et al., 2007), leaders' authorization behavior and 
employees' trust in leaders all influence employees' helping behavior (Aryee et al.,2002).  

4. Research hotspots related to employee helping behavior 

If you follow the “checklist” your paper will conform to the requirements of the publisher and 
facilitate a problem-free publication process. 
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4.1. Cognitive and affective personality system theory 

Kang Wanzhu et al. (2018) integrated cognitive and emotional perspectives, introduced insider 
identity perception and emotional commitment as intermediary variables, constructed and 
empirically tested the chain intermediary model of "authoritarian leadership insider identity 
perception emotional commitment employee helping behavior", and deeply discussed the role 
process of authoritarian leadership on employee helping behavior. It not only deepens the 
understanding of the relationship between authoritarian leadership and employee helping 
behavior, but also further expands the application scope of cognitive emotional personality 
system theory. 

4.2. Social cognitive theory 

Zhong Hao et al. (2019) based on social cognitive theory, at the same time, the introduction of 
the external environment variables ethical climate, altruism, internal cognitive, moral identity 
check double intermediary effect, complement the literature on ethical leadership and staff help 
behavior double intermediary effect between the openings, and further discusses how ethical 
leadership by altruism moral atmosphere, Furthermore, this paper examines the chain 
mediating effect and expands the research on the complex mediating effect between ethical 
leadership and employee helping behavior. 

4.3. Social information processing theory 

Zhou Jiantao (2018) based on the perspective of social information processing theory, points 
out that as a "bottom-up" leadership of the whole mode, humble leadership advice for 
employees and helping behavior and task performance employees are a significant positive 
prediction effect, and humble leadership will play through the group of authorized atmosphere 
building to the employees in the form of a variety of performance impact. 

4.4. Social exchange theory 

Liu Yun et al. (2016) explained the mechanism of action between multi-level LMX and employee 
and team helping behavior based on individual and collective social exchange theory. Collective 
social exchange explained the process of LMXM affecting team and individual helping behavior 
through interpersonal fairness atmosphere, providing a new perspective for the process of LMX 
at team level. 

4.5. Emotional event theory 

Zhang Juncheng (2016) by the time leadership as can reduce the working time of confusion, 
time is short and time anxiety annoying emotional events such as an organization, on the one 
hand, to verify the theory of emotional events about emotional events first cause individual 
emotional reaction, causing the corresponding behavioral response (Weiss et al, 1996), It 
provides an explanation for why time leadership can promote employees' helping behavior, 
and extends the scope of application of this theory in explaining organizational management 
phenomenon. On the other hand, by comparing the individual mediating effects of the two types 
of work passions in the parallel multi-mediation model, it not only confirms the view that 
harmonious passion can exert greater influence on some positive outcome variables than 
compulsive passion (Xu Ke et al.,2013; Curran et al.,2015), accumulated more detailed evidence 
to explain the internal reasons why time leadership can promote employees' helping behavior. 

5. Research significance 

First of all, this study can make leaders realize the importance of employee helping behavior. 
Because leaders need to interact with employees regularly at work and have a strong guiding 
role in shaping employees' behaviors, they play an important role in promoting the generation 
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of employees' helping behaviors. In management practice, managers should learn to give 
employees more tangible and intangible resources to support, pay attention to the cultivation 
of high-quality social exchange between the two, so that employees can change their positive 
leadership behavior into positive response to work and the organization, and motivate 
employees to show more helpful behavior. 

Secondly, this study emphasizes the important role of mutual help among employees in an 
organization, and sorts out the influencing mechanism of employee helping behavior from 
three aspects: individuals, organizations and leaders. Based on the individual, the organization 
situation from the point of view of the interaction between employee characteristics and values 
of different, makes it hard for leaders of its incentive and guide guarantee duly effect, this 
requires managers for different employees to take the initiative to adjust or improve staff 
management strategy, the differentiation management strategies for employees at the same 
time, Managers should also pay attention to the development and construction of group 
management mode (such as the construction of team system, development of team atmosphere, 
etc.) to provide a basic guarantee for the performance of the team. 

6. Future research prospects 

In terms of mediating variables and moderating variables, previous researches mostly focused 
on the influence of one level of individuals, organizations and leaders on employee helping 
behavior. Therefore, in the future, we can try to introduce different levels of mediating and 
moderating variables to conduct cross-level research, and explore more in-depth boundary 
conditions and mechanism. At the same time, based on the Chinese context, we can further 
explore the boundary conditions of the formation of employee helping behavior in 
organizations from the aspects of organizational situational factors (such as procedural fairness) 
and individual factors (such as power distance tendency). 

In terms of contextualization, due to the differences between Chinese and Western cultures, the 
study should be based on Chinese value system and cultural background to seek to understand 
the mechanism of Chinese employees' helping behavior, so as to continuously promote the 
theoretical construction in Chinese context. Domestic research on employee helping behavior 
has a preliminary basis, but the overall research level is still weak. Whether the theoretical 
research on employee helping behavior originated from the West can adapt to the Chinese 
situation needs further research, and the research conclusions cannot be simply transplanted 
to China, so more in-depth research is needed. 

From the perspective of research conclusion, most studies believe that employee helping 
behavior will have a positive effect on individual or organizational performance, but employee 
helping behavior may not be recognized and accepted by the helped employees to a certain 
extent, but will produce certain interpersonal risks. Therefore, future research can explore the 
adverse consequences of employee helping behavior. 
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