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() " Cronbach’ s «
1. ; 0.885, 4. Scott
1 132 6 “«
6 247 ” Cronbach’ s «
o 13 0. 830,
“ ”»
Cronbach’ s « 0.949, 2. : ()
Zhou 7 *" « AMOS 22.0 « ”
I3 ” “ ”» €«
” Cronbach’ s « 0.765. 3. ” o 1
Stamper * 7 6
3 “«
1
Tab.1 Confirmatory factor analysis
X/ df CFI TLI RMSEA SRMR
ZYL. SDF. PIS. EIB 2.56 0.910 0.902 0. 067 0. 050
ZYL. SDF+PIS. EIB 3.04 0. 882 0. 872 0. 076 0. 062
ZYL. SDF+PIS+EIB 3.34 0. 864 0. 852 0. 082 0. 063
ZYL+SDF+PIS+EIB 7.87 0. 600 0. 568 0. 140 0. 164
=7ZYL, =SDF; =PIS; =EIB.
() ; (r=0.69 p<0.01) .
2 (r (r =0.62 p<0.01)
= 0.35 p<0.01) . (r =031 p<
0.01) (r =0.38 p<0.01) o
2 N
Tab.2 Means standard and interactions among variables
T B EHME bRk 1 2 3 4 5 6 7 8
1. M5 1.53 0.50 1. 00
2. i 28.02 3.83 -0.37"" 1. 00
3. HYUERT 4.03 2.52 -0.27""  0.82"° 1.00
4. ¢ 2.95 0. 49 -0.07 0. 08 0.10 1.00
5. HoRE AL 4T 5.62 0.63 -0.08 0.05 0. 04 0.14"*  1.00
6. FRERMERE 541 0.79 -0.16"* 0.03 -0.03 0.01 0.35"* 1.00
7. WEABGEG 5.89 0. 70 -0.13" 0.14" 0.13" 0.03 0.31"*  0.54** 1.00
8. BT AIFITH 5.49 0. 65 -0.12" 0. 09 0. 08 0.01 0.38""  0.69"" 0.62"" 1.00
50351 % % p<0..01; * p<0.05 { ) 300
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(B= 0.379 p<0.01) H1 ©) o M7
;M2 (B=
(B=0.347 p<0.01) H2a 0.639 p<0.01)
. M4
(B=0.306 p<0.01) H2b
H3a o ;M8
Baron  Kenny (B=0.556 p<0.01)
@
, @
NE) H3b .
3
Tab.3 Hypothesis test results
= B R R U BB B 173 B0 BT RLHAT R
M1 M2 M3 M4 M5 M6 M7 M8

P A B

P -0.155"" -0.132°  -0.090 -0. 069 -0. 092 -0. 067 0.017 -0. 029

G 0. 077 0.071 0. 067 0. 061 0. 029 0.022 -0.023 -0.012

HLER -0. 130 -0. 129 0. 044 0. 046 0. 031 0.032 0.115 0. 007

20 0. 006 -0. 041 0.017 -0.024 -0.011 -0. 063 -0.037 -0. 049
A7z

o 2R 40 0.347"" 0.306"" 0.379" " 0.157"" 0.209" "
e g

BRI 0.639" "

PR B 173 B 0.556" "
R? 0. 028 0. 146 0. 027 0.118 0.015 0. 155 0. 504 0. 428
AR? 0. 028 0.118 0. 027 0.091 0.015 0. 140 0. 349 0.273
F 2.526 11.793 2.367 9.22 1.33 12. 668 58.279 42.912

2. 95% 0.099 8 0.2553
process
o — —
4 o — 7 95%
- 020024¢. G.'0879
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bootstrap
Tab.4 Analysis results of bootstrap test of chain mediating effect
bootstrap (95% )
1: ZYL—SDF—EIB 0.169 4 0.039 6 0.099 8 0.2553
2: ZYL—PIS—EIB 0.044 2 0.021 7 0.002 4 0.087 9
3: ZYL—SDF—PIS—EIB 0.057 9 0.017 3 0.028 9 0.096 6
. ZYL= ;. SDF = PIS= ; EIB= o
; @ N
— —> 7
95% o
0.028 9 0.096 6 o
H4 o
R J. 2010 13(2):
. 132-141.
J .
2015 36( S1) :253-259.
J. 2018 37(2):15-21.
J. 2020 17(4) :527-535.
’ J 2000( 4) : 21-27.

« ”

]
2005( 24) : 247-300.
ZHOU J. When the presence of creative coworkers is related to
creativity: role of supervisor close monitoring developmental
feedback and creative personality J . Journal of Applied

Psychology 2003 88( 3) : 413-422.
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The Mechanisms of Zhongyong Leadership on Employee Innovative Behavior

— The Chain Mediating Effect of Supervisor Developmental

Feedback and Perception of Insider

HUANG Feiyu

( School of Business Nanjing Normal University Nanjing 210046  China)

Abstract: This study constitutes a relational model among Zhongyong leadership supervisor developmental
feedback perception of insider and employee innovative behavior. Using regression analysis the results show that:
Zhongyong leadership has a significant positive impact on employee innovative behavior; supervisor developmental
feedback and perception of insider mediate the relationship between Zhongyong leadership and employee innovative
behavior; supervisor developmental feedback and perception of insider play a chain mediating effect between
Zhongyong leadership and employee innovative behavior. It is suggested that the enterprises should pay attention to
cultivating leaders’ Zhongyong thinking in daily management; when transmitting information to employees leaders
should adopt developmental feedback as much as possible and enterprises should pay more attention to employees and
cultivate their insider awareness.

Key words: Zhongyong leadership; supervisor developmental feedback; perception of insider; employee

innovative behavior



