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A Study of the Effects of Superiors’ Disrespectful Behaviour
on Employees’ Creativity Based on a Series Mediation Model
Liu Change Huang Jie Xie Wei

Abstract: The previous studies put much emphasis on the effects of leaders’ positive behaviour on em-
ployees’ creativity rather than leaders’ negative behaviour. Based on social cognitive theory, the present
study attempts to investigate the effects of superiors’ disrespectful behaviour on employees’ creativity. By
conducting a questionnaire survey among 372 employees, the researchers employs the structural equation
model to discuss the series mediation effects of the insider identity and motivation for innovation and verify
the research hypotheses. The research results show that the insider identity has some mediating effects on
the relation between superiors’ disrespectful behaviour and employees’ creativity; that the insider identity
has some mediating effects on the relation between superiors’ disrespectful behaviour and motivation for in-
novation; that motivation for innovation has some mediating effects on the relation between superiors’ disre-
spectful behaviour and employees’ creativity; that motivation for innovation has some mediating effects on
the relation between the insider identity and employees’ creativity; and, therefore, that the insider identity
and motivation for innovation has series mediation effects on the relation hetween superiors’ disrespectful be-
haviour and employees’ creativity.

Keywords: superiors’ disrespectful behavior; insider identity; motivation for innovation; employees’

creativity
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