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ABSTRACT

Based on the social identity model of leadership, 250 people from two large construction
enterprises in Shandong Province of China were selected to participate in the study. SPSS 26.0 and
AMOS 26.0 software were used to analyze the survey data, and a cross-level model including
intermediaries and multiple regulatory variables was established. The safety leadership's impact on
employees’ safety performance was discussed in depth. Influencing mechanism and boundary
conditions. The results show that safety leadership influences safety performance through safety
motivation, which plays a mediating role in safety leadership and safety performance; there is a
significant positive moderating effect between perceived trust in leadership and safety leadership and
safety performance intermediary. The research results provide new ideas and methods for construction
enterprises to improve safety management.
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GABURMEEN <X 7 TR 247 NIRRT <SRl AR AT 2 405 HoAth FH DA B 1 £t ok
2240 5”,  Cronbach o {8~ 0.98.

fiff 7 B T Neal #1Griffin (2006) HH 45 FH PR 4E BE (2 8P M2 22 5) 6l & 3R,
K HILikert 6 &t 73 77 0o EEARK BTN TE5E K TAERERE Y, FRB M IR 22 278 77 gk
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JAaR: i, AANEOEE A TENLE RN LMX, DMt i TahE it =, A4
TR R TANE S, WUFRA IR IR 7 T RIS ) B RAER.

R LMX RITALES OHERAL B S%

Abstract

At present, the research on employee creativity has become a hot topic in the field of
organizational behavior. The paper explores the mediating role of the relationship between LMX and
employee creativity from the perspective of motivation and social interchange. Motivation models and
social exchange models are often regarded as useful research methods in the field of leadership
behavior research. The paper integrates both models in one framework with a purpose to maximize
the potential effectiveness of LMX on creativity. Through empirical research methods, this study
selected a number of enterprises in China as the research object, this paper takes 300 supervisors and
employees as a sample, collects data through questionnaires for empirical analysis, gets the following
results: First, LMX has a significant positive impact on employee creativity. Second, the motivational
psychological authorization and the perceived obligation to have social interchange orientation act as
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an intermediary between LMX and employee creativity. The research conclusions can provide the
following inspirations for organizational managers: first, the organization should encourage leaders
and employees to establish high-quality LMX to promote the creation of employee creativity; second,
in order to improve employee creativity, leaders should consciously cultivate employees' Creative
self-efficacy.

Keywords: LMX, psychological empowerment, felt obligation, employee creativity
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LB EERALIS AR, BT 335 4 it i b A R W 138 LIRS A AR 8, SR
TR )1 O M AR AR R . AR FLERE, A T ANE J1 2 2 SRt D FI RN EUAS S 4+
W EBIRE) ), HLMIELES J1 T3R5 5% 7 TRI61E 7110 757%:(0ldham,2003) . K1k, difaf fiF
RAS N A3 77 170 78 oA S5 Fe BV BF T2 RS R

LMX [fEFX T m N ANBE DA E 2, FOVeB9 & A a5 TIES )
i 7 K IR [ 4 22 5 RAHEZE 1 ( Tierney, 2008 ). #RT, LMX X813 7 IAG 2500 S B ke T-%6f
LMX sZmifilid 77 R A A5 SO B AR . (E, XAk iaF R AR AR . Rk, FEESE N
LMX Wfa) it 53 T A F3r= R gom,  LAACAAT RERZ I 53 T A3 774 ) 8 A HL RS (1) SO R,
BB R ANIR T

XHRERIR

FIRBEFRY, ®iE LMX AT LA ZA TR R R TRAE 7). B\, miiE LMX
B DI RE SR AT RS, DA 25 TAEMCMERE. Hk, &iiE LMX R TIA
NAATITE SZRFET TAE RIS TAE, A RN FES TAEMXHIPRAT S, HRBEL 5T
S AH SR VRN AT AL AT ( Graen, & Scandura,1987; i, 5. #2404, 2018). =, #*©
JE YR IR AT SRAS A I i AATTARAE A AT AN A N ZEAN (B ( Amabile, 1996), M5z fibAr]
03, BETT S BURA TEGIE M7 T AT RFEE 2% 70 Befa, i LMX 53 R] UM AT ) 32 00
HLRSZ B9 2 S FF A1 =% ( Duchon, 1986 ). &I T B WA BRAEE (2017)
T80 o KRS 80 AN AR AL AT A 367 A MARIHE K IL: EAMESZ T, LMX SFAMEAE /)
HRFIERE, BT, BB (2018) i 4S— 7 THEEE K SERF 7R R H, LMX A
BB 0L T ANE ), s R TR H 3R I8 B N30 B A A Jn B B2 52 1 3 T 1)
77, BIPEA GNP 2 AR R B X (2018) 12 66 4NH1BA A HLM
BAFAT T SEUE 0T, BOAIE 74005 B 3 A8 3 22 S 6t 03 A 3 (R U] SN . BRI 1EE
Zhite (2019) WRFEEREH: LMX Ji iR S H A5 4E R 145 o ) Al ) B & W IEm, LMX
7 SR RIIE 7046 2 R A ) 5

O FREERUHE 8 X IR A AE I ENHLE 2 (Conger & Kanungo, 1988). Thomas £ Velthouse
(1990) s T FANHIVUANLERE, 03 AR IX Be 2 FE VTG B 0 AR, JEvee i TNTERIMTE % 3h
Mlo XPIANERAFER L. fESr. M RER: . ROYIRH RS, OFERRAUIFEE A& P A 4k
FEAE R — AR YUE R (Spreitzer, 1995). FAARK L, 7EIX PYANHERE HAEATT— MG /- IR A 22 FEAIK
TR, R 75 BT A 4 FE AR A = A e AR s KPR AL . (RIE,  OBERRZEUE — AN HLEh AL
H R AR TAEGSAE S 2 M2 (Lee, & Koh, 2001).
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EIR =M R AR 7V A TR R TR BOR R, (B FT DR 72 TAS NG HRRES
WA L RANRE, 15, R R TR IERRRIFAL A el 2B T H % (Menon, 2001).
Lee, & Koh (2001) 1A A4ZAL S A0 BRAZ AL 53 ) v] LA B AR A BAL R BRI AR . HRTE AR
B FCIE 1415 St OB ALK 5401 . Peccei & Rosenthal (2001) 15 F AR 53 T/ 25 15
WEFE T AR SSAT AL — 2O PRI . AT RS R s, S FAT AR R A B I R T,
DA MR VI 5, A a] BRI [ Qi T T AU OB SRk 5 5 T
% S4TSR IEAS (Peccei, & Rosenthal, 2001). Knol #1 Linge (2008) & FIL{E St 1127 |- 45 Al
OHEEACR QAT N EERIF R . A IE BRI 2 B AT A BAH R e K &= . O3
BRI BRI BT A M E R AMER . SHER, fdifg s (2015) MR T H
SEAVGG N 7 TAIFAT NS IR LMX RO IR AE 2 R E . Wi R
B, FLSCHIAT AT G AT oA B W IR M s, LMX AL BB AE PR 2 [l 58 4 /A
A

JE LSS AR AR AR OC R R R 2 — AT BB AT 78, Bt e SO —Fp o T
JB 1 L1 IO SRR I A 15 1% 3 B AH 2SI IL H AR I RIVE 5 2% (Eisenberger, 2001). 7
AL, A S HUE SCA— MBI E S, Bl — D AR B RZ 0 B SRS #1348 LA
SRR FAR, BN ZREA S E MHSUAR iR, X —@ TR, R4S
AN Jm AR E B, 1 HAE A AL AEEN (coyle-shapiro, & Shore, 2007; Wong, 2003).

DL 5% 7 A T R R R 25 SR 52 T BRI ) S o AN 25 T EEL A 21 1 e A T DA ik A B T
R FTAEIR, IXFF R LAt AR RIS LA Bl T 5 A AT 00 40 5 e 7 0 R G R M i Ak, B A
SEMHALEMAIZE R . Eisenberger (2001)IA N, HTAZHAFIZE ATREY K 4. RESAUE R
LA NI TR, AT AP SRV BE A S TR, DRI, T O Y (Bl R
F 2 AR S A B TN ABRIR R BuAk, AN NIAAA BEARR 1) 55w LAAERR AR 1) B 3R
B Rl g BB~ 2i5 4 RS HRARN RIFAHE. Bk, RT3 e
HA S AH L EAI T AT H

MOCE Bz (2015) BFFT 1 HIBA IR S5 L4 520 53 T TAE S8 A& S AL i 57 5%
fRo WAL, MRS LAT N 01 T TAESUUE A B3 B IE M sEm, 53 TR AN 4915 1 5518 H
HRCE e A IVE R s AU T B R 45 B 4005 5 SRR X 405 1 55 2 AT O 3% LA I 1) A7
YERD, RN A el v, R 25 284 A0 5 SR RTIONT A0 (1) SL 5% 22 W) 18] T ) B R Al AR e

I PA L SCHRREE AT DUA I, A B LiE 1. LMX, DBl B 55 S5 %A AR
BT IZERNWBE, AR T2 BG1 SHERTE U458, (81 2 SR A fridt— R &,
XA R AR ST R R

H—, DA, BTSSR RIEFATR Z OGE, W RTTH N LRE, KIS HT A
TAIE 7 BT 7 2 B MM Z T H &, T ZRZ T H R AR b o BRI A1 SO
WAL E AR LMX LT A Fesgma 53 T 3 E LS, DUIGRT 52 T A& w5
RN BRI I o IX B S0 5 A 4 A FR E L AN 78 70 RAE N A T RE QT 5 1 R BIET S0k
PRI ) IR B A B TR 2

$, A GRS, T AIE SRR ST s R R B AR, (HRA R LMX
ATz 53 TA0iE S R HLEIRTF 7SR AR TE 0. HRT, 53 TR0 S0 7058 2 st b 78 AN
I Z 7 T, an 40 J2 1 ) 40 07 SR XU . TR JZ THI R B3 AR L &, DA S A 232 TR L
ML EZ T . H R LMX 2R TaE s, Wl g TS a5 F T e E s
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Bl ERIRAUT AR G, Bz R AT R AL B B8 A SE 5 T 64005 38 A R3S A )
ITARRPL FE, MG TXT LMX AR TR S AR A3 TR E AT, 51 TR % A
THI RS QIR 2, BP0 LMX XS R TAE 7 s2ma AL, R e dE T B s 5
WHFEH, XTem R TelE / BA EEE

=, BREESARF LMX 5 5 TAE 3T 7 REMIIT, o AR IS 2 SHER I
RS TIRZ iR (H I L& 32 T P05 SO AN ¢, 078 07 i At 47 i 7t
PEIT B ST AR R S RIFEIE A T EE 5 7 X EHE AR — P AT

gE by ASCIESE R TRNE S AR % KRG LMX X 53 A3 52 m i b e AL,
T EHEEZEH LMX B R TAE . E0Hsial, KR TaFEMZLIE, ¥BF
HRNITGIRE BRALH,  50a Ha@ BH R 25 kA m 2 A Al = e A B 0w

F R v e 218 (self-determination theory, &jFRK SDT) A4 28 #e BEAR 73 7l I i A 28 A4
SATHAE AR T IR IR

2 E O HAEF T (Deci) AF L (Ryan) T 20 40 70 A8 — k42 A Rk g #ig,
YERMRENAT NSNS, ARG B IR 7 AP SEAE AR N S B H LA A B A
Bt RE, BEME R 7 AMET T ARSI LA 80584

HE Ve IS g BT — RV F NEMBIHLEIE 3 (Ryan, & Deci, 2000). 24 ATk
B E SN ERS, MTAE S 25, S0 AN, EENF L@ T
E(Stone, 2009) . H Tk e HASTEBUR) 72 b B 2 A FE T, 8 S INE B AR AR B 1 4 o A E
B, AR TAE B SEBRIE R o BRI, 58I T2 22 I SR A 2 A B AN T REZEH (Stone,
2009). MtAh, SRUETE RN 2SS TAERI N AEDXHER (Amabile, 1993; Deci, Koestner, &
Ryan, 1999).

R4E Blau B A, #he 22 HIEBATE), laese H— M H R TRRHE S K,
WX PR AE i AR B B AR R iR U AIRR FE G TS NI, JF B 24
N XSS SRS RS AR IVE R (Haas, & Deseran, 1981). < fIZ4 554841 /2 5 A A JEREHL
HIRS AR R RBEE R . ELUFAED, e T & EM LSS, STTERS— 7 #Hs BT H
FT R 015 i RGPS B A TG L5, — NSk <A, SN EE R, X
SPTIELE R T — —HHAFRELEE (Blau, 1964) . #HA)ikdl, L5 HURE S IR, H
R VR A A T R BT A R L HE. fEX T, BRSEAN (2018) AN, HLHHE R
AR B DT R ) B3 TR AR AR DR ) A HL T R . 2 O [ 2 B3 A AR R RN A 2R A0
FE, I H R TR SIS FR A B EE DTk S 52 i R A B0 3 AL RS 2 e A AR

XA RN A BRI, & 77 Nk R TR SR B S AR 5 B TAERUR A
Ko B, HEVKHET S5 A RATAIEMRK (Zhao, 2007), 1R8N HIZH 254 5 1 IR T A
SBRGIEMISE, SiB M (Rhoades, & Eisenberger, 2002). 1 H %% JE {1 5% 2 5 5 i I K
BRR SRR B ) ARG A RAT A 5% (Song, 2009). H FRALAEEAE TS R 5
I R F A BN RS GO R R IR B, ARSI A A IR S5 SR I AR R
e ER (CRAEMS. MEER:, & ki, 2018) . EzhME A R TAESSE BEMIE
A FAE o A0S % 03 A 3 AE E 8l NG 5 D AT S5 S0 18] 1 1E 7] 96 &R o 343 FR A AR
o HERBUE BN SR ST AR R AR R IEMEEER (EF. Th
Hi, 2018) o ARBRAIGUFAT AT LMX Xf 53 T BR e B w2 i 2 s LMX ZE A 33 4 5
1785 G TR IR A 2 AR R A EH (H 5%, & BATIR, 2017) .
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L S IWAReS

AR T FEE H RIS LMX 6 i TAlE A sempLel, aH LMX X5 TAalE /1M E
e, O EEBURME 55 A LMX A1 5 T A 7156 R 1EH

MR GR AT, LMX BG5S R T 0k &2 ES), HXM ETHXR 56
B, FHELE, FEAMUN LMX HIE SRS g 8 RAT A R B e, X —ib e
FNEEEME. RIEEE . ARG . BEENRINAERE, RS TEXAR
MIER. FMES) (BME LMX)RBRCAEA G HIAE ., S ESRER TS (RIE
LMX). %tFJE#, FREEERE R E B REEREES, XUHUE R TET/EP RN
i FIFT AT

R, ARSCACH LMX X 57 A& Al G B A EmsmfE A, JRed LN .

HI: LMX X 53 TEE 4 2% B IR R sem e

BT LMX Hig, GlE AR, OERAE R E, SRR LMX RN 1ZE SR
T O PRI VYA T TSR 51 AR O FRIRAL, 17 O BRI S R SR A3 J1. LMX [R5,
WK RN T BAMKIEE 2 10 TAETE, M HIE A i 5 2 oimk. simkiEgil
NRBA—AEETTH, RIS,

AT AR LA LMX 520 53 T O B BORARRE 5 TRIE S 25 . STUERFFEIE T
OFIFZAL. LMX FIfid /) 2 18] ()55 & (Zhang, & Bartol, 2010; Aryee, & Chen, 2006; Harris, 2009;
Dyne, 2002) .

ity DIAHRHE S KA FURRR, AR DL N R

H2: OHESRZEE LMX 5 58 T A /15 & a2 i A 1E .

BT HBEME, SSHENLRFESER TR IR, i1 58049058 fH 2 pr =R
aE b k. EMXRMNEEMTET, FERMENEEISACIE I FT RN, e TR T
RTREEES AR FReAIRE S, ATIE AT RE 0% i J )3 P FD BB 1 A8 . SR 1]
RES R H X R N JT AT, XA & 0 P22k — R IR0 U5, W g, mlLUE
B AR 77 AT R4 . Pundt,Martins #1 Nerdinger (2010)i\ A, 5 T A& /vl g2t T4
AN BB B YR R 1) L R DT R 7 RS B 1 LS5 45 R . Ramamoorthy  %5(2005) & 31 %7 Al
TAF B M@t AT S A AR B R TAR T N AR . ATTHIEE LMX 8%
R TSRk GO ATT L FI I BiE S IEE, s 5 LB 1o

BT LA A3 0T BAR A TR, A SR DL AR
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TR, SRR Lotk A CRIARE. SAERE, DAGEERM) TAESCB ARG Sk, BN A
Fl e —MAA L 500 44 R THHIER . REMNERESSB. TR A E. =i
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WE NS EAFN, EEWERSG TIENCIE Iy, 10T 8 B RS AT OB
LMX B B0 L5

AW SAEAMEZ IR T LMX 5681058& 77156 R O3S BRI H A EH . iy
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ABSTRACT

This study is based on the theory of social influence and the perspective of ethical purification.
From the perspective of supervisors, it discusses the negative impact of abusive supervision on himself.
The research results show that abusive supervision has a significant positive impact on the manager's own
anxiety level. The manager's perceived job demands have a mediating effect between the abusive
supervision and the manager's own anxiety level.

Keywords: Abusive Supervision, Job Demands, Anxiety Level

Introduction

1. Research background

Abusive supervision refers to the hostile speech and non-verbal behaviors carried out by the
leaders in addition to physical contact behaviors (sexual assault and physical violence), such as ridicule,
public scolding, deliberate ignorance, etc. (Tepper, 2000). This kind of leadership behavior is widespread
in the workplace, such as Foxconn's "chain jump" incident!, Xi'an Jiaotong University doctoral suicide
incident?, etc., so that the organization's internal abusive supervision has been concerned and studied by
many industry managers and academic researchers. There are many studies on the impact of abusive
supervision on subordinates and organizational level. Many empirical studies show that abusive
supervision can adversely affect subordinates. For example, abusive supervision causes subordinates to
have negative emotional reactions (such as fear, anger, etc.) (Martinko,Harvey,Brees&Mackey,2013), or
unhealthy psychological state (such as psychological stress, turnover intention, etc.) (Sun,Song&Wang,
2013), or individual behaviors that lead employees to harm the interests of the organization or
confrontational behavior (such as anti-production behavior, etc.), while abusive supervision may have a
negative impact on subordinate's work attitudes and performance (Priesemuth, Schminke, Ambrose &

! http:/Avww.xilu.com/zhuanti/my_3414/
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Folger, 2014). The life experience, educational level and personality characteristics of the leaders, the fair
atmosphere and support atmosphere in the organizational environment are also studied more (Tepper,
2007; Zhang & Bednall, 2015; Wen &Chen,2013). However, how does the abusive supervision in the
workplace affect the implementers of the abusive supervision itself? Although recent studies have
explored the positive effects of abusive supervision on their own short-term perspectives, such as job
inputs (Qin,Huang,Johnson,Hu&Ju, 2018), the studies of abusive supervision based on the perspective of
managers are still in lack. Research on its own influence is still very scarce, especially the lack of research
on the negative impact of abusive supervision on their own, especially in the Chinese context.

Objectives

This study is based on the theory of social influence and the perspective of moral purification.
From the perspective of managers, this paper deeply discusses the negative impacts of managers' abusive
supervision on themselves, including whether the management of abusive supervision requires managers'
own job demands. Whether the influence and job demands will play a mediating role in it, so as to
understand whether the manager’s implementation of the abusive supervision “whether” and “how”
negatively affect the managers themselves. It is helpful for making up for relevant theoretical deficiencies
and enriching the research on abusive supervision, and helps the industry to more systematically
understand the impact of abusive supervision on managers, and consciously reduce or restrain workplace
insults for business organizations or business managers. Abusive supervision provides practical guidance
and solutions to reduce and eliminate the generation and maintenance of such negative leadership
practices in the workplace.

Literature Review

Abusive supervision refers to the verbal or nonverbal hostile behavior that subordinates perceive
from their superiors but does not include physical contact (Tepper, 2000).A study on the impact
mechanism of abusive management found that abusive management had negative effects on employees,
including increasing turnover intention (Burris, Detert & Chiaburud, 2008) and decreasing work
performance (Harris, Kacmar & Zivnuska, 2007). When subordinates believe that they are unfairly treated
by their superiors, they will reduce work input, which will directly lead to a decline in work performance
(Liu&Wang, 2013).Employees under abusive management are very likely to respond to managers who
impose abusive behaviors with certain behaviors. In order to prevent extreme aggressive behaviors from
arousing hostility from managers, employees under abusive management will adopt relatively mild
counter-productive behaviors (Zellars, Tepper&Duffy, 2002). Abusive management can also reduce
employees' voice behavior (Wu et al.,2012;Farh &Chen,2014).Shen et al. (2012) studied the relationship
between abusive management and subordinates' performance, believing that subordinates can reduce
uncertainty in work through feedback behavior.Employees who often give feedback to their superiors can
better complete related work; Therefore, the abusive management of the superior will indirectly affect the
work performance through the feedback behavior of the subordinate.Some studies have confirmed that
abusive management is positively correlated with alcohol abuse (Bamberger & Bacharach, 2006),
insomnia (Rafferty et al., 2010), depression (Haggard et al., 2011) and other health problems.

2 https://www.sohu.com/a/217649037_348931
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Methods

1. Questionnaire survey

In order to eliminate homogeneity as much as possible and better reveal the causal relationship
between variables, this study used a longitudinal tracking study design to collect data from multiple
sources in multiple stages. Since the questionnaires required by this questionnaire are managers of
enterprises and institutions, the acquisition of a large number of samples is relatively difficult. To ensure
the recovery rate of the tracking research and the quality of the questionnaire, the official data collection
of this study was commissioned by a professional market reserach corporation in Changsha. The first
stage: the survey company sent the first questionnaire by email according to the target population of its
survey database (including grassroots managers, middle managers, and senior managers). The content of
the questionnaire was the management manager's abusive supervision and emotional intelligence level
and corresponding basic information (including gender, age, martial status, education level, position level
and time of appointment), and prompted the interviewees this was a two-stage survey. If they did’t accept
the questionnaire again, even if it was completed, the questionnaire was also considered as an invalid
questionnaire. The duration of the survey was one week. In the final stage, 279 questionnaires were
retrieved. After the incomplete and invalid questionnaires were removed, 256 valid questionnaires were
obtained. The effective questionnaire rate was 91.8%. The second stage: after the first phase and half a
month, the study began the second phase of the data questionnaire collection. The second phase was again
conducted by the survey company based on the mailbox (ie ID) of the previous valid questionnaire, and
256 respondents again. The questionnaire was sent. The content of the questionnaire included the current
job demands and the level of anxiety. The duration of the survey was also one week. In the second phase,
248 questionnaires were retrieved. 245 valid questionnaires were obtained after the incomplete and
invalid questionnaires were removed. The effective questionnaire rate was 98.8%. Since the second-stage
investigators were users who had agreed and were willing to conduct another survey, their questionnaire
completion and effective questionnaire rates were relatively high.

2. Statistical analysis of data

To collect the questionnaire data, first step is to get descriptive statistical analysis of data.Stata 15
and Mplus6 are used for data processing.Reliability analysis is firstly used to mainly estimate the
Cronbach alpha coefficient.The higher the value is, the higher degree of internal consistency among each
multi-item measurement of a variable. It proves the the credibility.Secondly, validity analysis is used to
ensure the convergent validity and discriminant validity of the scale.Subsequent correlation analysis is
used to analyse the correlation between each variable and dimension, and on this basis, regression
analysis and structural equation model analysis and testing methods are used to explore the influence
among variables.The hypothesis test is carried out for the proposed theoretical model, and the results of
data analysis are interpreted and summarized to form the conclusion of this study.
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3. Variable selection
Table 1: Variable selection
Variables Variable nature Variable definitions
Manager Independent variable Apart from physical contact (such as sexual assault,
abusive supervision physical violence), the host’s hostile speech and nonverbal
behavior against subordinates
Managerial anxiety level Dependent variable Managers' uncomfortable levels of complex emotional state

such as tension, anxiety, and troubles that may arise from
imminent dangers or threats

Manager-perceived job Mediator variable Factors in the work situation that reflect the number and
demands difficulty of the tasks performed by the manager
Manager's age, gender, Control variable Select the factors closely related to the manager itself as the
personality, control variables, the purpose of which is to control the
mental health, education, family error generated during the model setting process.

environment, industry, etc.

Results and Discussion
1. Hypothesis

1.1 Abusive supervision positively affects manager’s own anxiety levels

When managers are faced with high work demands, it is beneficial for them to engage in abusive
management.Therefore, abusive behavior may be a way for managers to preserve their limited work
resources and maintain a high level of job management and job recovery in the face of high pressure work
environment.However, in the short term, although abusive management behavior can preserve and build
up the working resources of managers, in the long term, it consumes the working resources of managers
and damages the work recovery, work input and job satisfaction of managers (Qin et al., 2018).Managers
who engage in abusive behavior may paradoxically engage in more constructive leadership behaviors due
to guilt and loss of moral credibility, such as engaging in more constructive people-oriented (caring) and
task-oriented (prescription-oriented) leadership behaviors (Liao et al., 2018) .

Anxiety is an uncomfortable complex emotional state of tension, uneasiness, anxiety, trouble, etc.
caused by an individual's imminent danger or threat (Anton, Bieling, Cox, Enns & Swinson, 1998; Henry
& Crawford, 2005). It is kind of psychological or psychiatric disease(Eysenck, Derakshan, Santos &
Calvo, 2007).

According to the moral purification theory, when the individual's moral self-perception is lower
than the ideal moral image, it tends to show moral attitude or prosocial behavior, and maintain the moral
consciousness of the individual at a stable level through the role of the moral adjustment mechanism. A
study by Tetlock et al. (2000) confirms that individuals often experience compensatory altruism after
doing unethical things. After managers implement abusive behavior, their moral care and moral courage
make subordinate changes by enhancing their recognition of their unethical behavior and their willingness
and determination to compensate for unethical behavior,contrary to previous abusive
supervision.However, according to the moral licensing effect, when the moral self-perception of the
individual is higher than the ideal moral image, people will be allowed to make violations or unethical
behaviors.
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Sachdeva et al. (2009) found that participants who wrote stories with positive vocabulary would
contribute less and have less cooperative behavior than those who wrote stories with negative vocabulary.
Jordan et al. (2011) found that subjects who were guided to recall their past ethical behavior tended not to
choose prosocial behavior (charitable donations, blood donation, volunteering)between leisure activities
(enjoying holidays, attending parties, watching movies) , compared with those who were led to recall their
past unethical behavior. In other words, when the leader is between morality and immorality, there is a
process of self-perception and cognition, and this process is bound to be in a state of struggle. This
process is repeated and sustained until he adopts friendly behavior. According to the theory of resource
consumption, this process will lose his energy, time and call past experience, which will put some
pressure on him and will eventually lead to an increase in anxiety level.

According to social impact theory, individuals need to perceive membership in a group and the
assessment of the emotional and value of such membership. He needs to interact with others in his social
network. In addition, individuals in the group will have a companion effect. Studies have shown that after
managers adopt abusive supervision, employee's feedback is mostly negative, from quiet to small silence,
to relatively large emotional exhaustion, low work efficiency, anti-production behavior, and turnover
intention, which also have a negative impact on managers. When the negative behavior of employees
accumulates enough, it will definitely put pressure on the managers, causing mood swings and causing
anxiety.

Based on the above research and studies, the following assumptions is stated:

H1: Abusive supervision positively affects manager's own anxiety levels

1.2 The manager's perceived job demands have a mediating effect between the abusive
supervision and the manager's own anxiety level

According to the definition given by Karasek, the job demands, that is, the stress source referring
to the factors in the work situation that reflect the number and difficulty of the tasks performed by the
employees, such as workload, role conflicts, and problem-solving requirements. The job demands relate
to the number of tasks, quality, and difficulty level of the tasks completed by the individual within the
specified time, and are related to the specific physical and psychological contributions of the individual
(Moustou,Panagopoulou,Montgomery&Benos, 2010). The higher the job demands, the greater the work
pressure on the individual.

According to the theory of social comparison, subordinates will be regarded as potential
competitors in their hierarchical status and social status, so leaders often compare themselves with their
subordinates. When leaders are aware of the process of comparison and subordinates may have more
rights, they will feel that they are at a disadvantage and thus generate negative emotions. When
subordinates have strong social skills, can come up with innovative ideas, and even establish close
relationships with higher-level managers, their leadership potential will make their direct leadership feel
self-esteem, status threatened, and insecure.In turn, it creates jealousy and will encourage leaders to adopt
abusive supervision and reduce their pain and discomfort caused by unfavorable social comparisons. After
adopting abusive supervision, leaders will also promote self-improvement and narrow the gap between
them, thereby enhancing work motivation and improving job demands. This explains why abusive
management affects job demands.
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The social comparison theory also emphasizes that the frequency of comparison affects emotions,
positively or negatively. If the frequency is high, it will have a negative impact on emotions. Abusive
supervision affects the level of leadership anxiety, mainly because of the increasing frequency of
comparison. In the process of implementing abusive supervision, it is necessary to repeatedly compare
with employees, repeatedly measure the rationality and effectiveness of the behavior, and managers
should do more than employees. The demands are higher, in order to serve the public, the duration of this
process is not short, so the pressure of itself is greatly increased and thus affecting the level of anxiety.

According to the theory of resource conservation, high-intensity job demands are used as pressure
sources to bring high-intensity work pressure. The process of work stress is called “fatigue process”.
When the job demands are too high, the work control is not high, and the working environment conditions
are not supported(for example, the tension between employees and surbodinates after the implementation
of abusive supervision, etc.), will lead to serious consumption of resources, such as energy and mental
depletion, resulting in individuals with anxiety behavior. The level of anxiety is closely related to the
behavior of anxiety. The more anxiety behavior the individual shows, the higher the level of anxiety, and
vice versa, the lower the level of anxiety. The above explains the impact of job demands on anxiety levels.

Based on the above research and studies, the following assumptions is stated:

Abusive _
s
Supervision > JobDemands [ Anxiety Level

Figure 1 The theoretical model

H2: Managers' perceived job demands have a mediating effect between abusive supervision and
the manager's own anxiety level. That is, abusive supervision positively affects the manager's job
demands and thus positively affects the manager's own anxiety level.

2.Sample Overview and Hypothesis Testing

2.1Questionnaire measurement

Abusive Supervision: The most widely used scale is the 15-item scale developed by Tepper in
2000, but it is a scale that employees evaluate managers, not managers themselves. In this study, Qin et al.
(2018) was used to develop a managerial assessment scale, which was published in AMJ, an authoritative
journal in the field of organization and human resources, and was developed in the context of China. It is
very suitable and applicable to this study. The scale has five topics. The coefficient of cronbach'a of the
scale is 0.859, which shows that the reliability of the scale is ideal.

Job Demands: The job demands scale uses the Manager Assessment Scale compiled by Karasek
(1979). The scale was published in the ASQ, the authoritative journal of management. The scale has only
one dimension, including a total of 7 questions, for workloads and overall measurement of time pressure,
etc. The scale of the gauge has a cronbach'a coefficient of 0.944, indicating that the gauge has excellent
reliability.

B25



2020 Panyapiwat International Conference on Social Science and Management
March 2, 2020

2020 FEIE REH 2Bt 2B 5 5% P E FRra il
20203 H 2 H

Anxiety Level: The anxiety level scale uses a self-rating symptom scale developed by Derogatis
in 1975. It includes nine dimensions such as anxiety, depression, somatization, and obsessive-compulsive
symptoms. There are six items in the measurement of anxiety. It is currently the most widely used
measure of individual anxiety levels (Derogatis & Unger, 2010). The cronbach'a coefficient of the anxiety
scale is 0.954, which also indicates that the scale has good reliability.

2.2 Descriptive statistical analysis

From the personal information of the respondents, the ratio of male to female is approximately
equal; the main participants in the questionnaire survey are concentrated in the age group of 31-40; from
the perspective of education, the proportion of undergraduates is the highest, which is 79.18%, followed
by graduate students and the above and associate-degree students ,which indicating that the respondents
in the total sample have a higher level of education; the proportion of married people is the highest, at
86.53%. The reason may be that the respondents are managers and most of them were mature and
marriageable.In terms of positions, middle managers account for the highest proportion, followed by
grassroots managers and senior managers. From the nature of the companies in which the respondents are
located, mainly private enterprises, followed by state-owned enterprises and joint ventures.41.22% of the
respondents are in current enterprises for 1-5 years, and there is only one person who has served for more
than 15 years. On one hand, it may be due to age, and on the other hand, it may be that China's current
professional mobility is relatively strong.

2.3.Analysis of reliability and validity

As shown in Table 2, a load of each item on the factor is greater than 0.5, indicating that the
model has good convergence. The corresponding fitting index x2/df is 1.515 (<3), and the p-value is less
than 0.01, RMSEA is 0.046 (<0.08), SRMR is 0.055 (<0.08), GFI is 0.952 (>0.9), and TLI is 0.947
(>0.9).Each indicator is within the ideal range, indicating that the overall model has a good fit. Through
calculation, it is found that the average extraction variance value (AVE) of abusive supervision
(AVE=0.553, CR=0.861), job demands and anxiety level are greater than 0.5, and the combined reliability
(CR, Construct Reliability) is greater than 0.7 , indicating that the key variables have good internal
consistency and combined reliability.

Table 2: Overall model

Items Component Matrix ‘ AVE CR
Abusive supervision Qin et al (2018)
1. I will laugh at my subordinates. 0.763
2. 1 will tell my subordinates that their ideas are stupid. 0.683
3. 1 will belittle my subordinates. 0.803 0.553 0.861
4. 1 will say bad things about my subordinates. 0.752
5. 1 will tell my subordinates that he is incompetent. 0.713
Job demands, Karasek (1979)
1. You need to get the job done quickly. 0.825
2. You need to work hard to get the job done. 0.838 0.710 0.945
3. You feel that it is difficult to complete the work task
during working hours. 0.822
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Items Component Matrix AVE CR
4. You have too many work tasks. 0.878
5. You feel that you need more time for work. 0.847
6. Your workload is very large. 0.849
7.0ther people's demands on your job are often
contradictory and conflicting. 0.836
Anxiety level, Derogatis (2010)
1. Nervous, uneasy at heart 0.899
2.Feel afraid 0.891
3. Feelnervous or easy to be nervous 0.867
4. A burst of fear or panic 0.912 0775 0.954
5. Feel restless and uneasy 0.878
6. Feel that you have to finish things very quickly 0.834
x2/DF 783.049/517(Calculation Results)
CFlI 0.952
TLI 0.947
RMSEA 0.046
SRMR 0.055

2.4 Common method deviation test

In terms of program control, this study uses anonymous filling when the questionnaire is adjusted,
and informs the respondents of the research purpose to eliminate their doubts when the questionnaire is
issued. In terms of statistical control, this study uses Herman's single factor test to query the
guestionnaire,exploratory analysis of non-rotation of all variables involved. Seven factors with
eigenvalues greater than 1 were extracted. The first factor has a eigenvalue of 9.120 and a variance
percentage of 26.822, which does not exceed the recommended value of 50%. Therefore, there is no

serious common method bias in this study.

2.5 Relevant analysis

Table 3: Correlation analysis of each variable

Standard

Mean deviation ! 2 3
1. Abusive supervision 1.801 0.873 1.000 0.171*** 0.448***
2. Job demands 4.556 0.917 0.171*** 1.000 0.326***
3. Anxiety level 2.986 1.045 0.448*** 0.326*** 1.000

*p<0.1;**p<.05;***p<.01

It can be seen from Table 3 that after controlling demographic variables such as gender, age,
marital status, personality, occupation, etc., there is still a certain degree of correlation between the four
key variables. In addition, abusive supervision,job demands and anxiety levels are significantly positively
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correlated, and job demands are also significantly positively correlated with anxiety level, indicating that
the correlations between the above variables are consistent with the theoretical assumptions of this study.

2.6 Main Effect Test
According to Table 4, it can be seen from the main effect model that the abusive supervision has a

significant positive impact on the manager's own anxiety level (B=0.463, P<0.01), and the overall
model has a significant predictive effect ( F=12.41***). The model explained 24.5% of the degree of
variation in the dependent variable, indicating that abusive supervision can explain 24.5% of the anxiety
level. Furthermore, there is a significant positive correlation between abusive supervision and anxiety
level. Therefore, hypothesis 1 "the manager's abusive supervision has a significant positive impact on his
anxiety level™ has been verified.

Table 4: Regression analysis results

Main Effect Model Mediating Effect Model Regull?/f:)r:jgélEffect
Anxiety Level Job Demand Anxiety Level Job Demand

Independent variable
Abusive supervision 0.463™" 0.137" 0.422" 0.775™
Intermediary variable

Job demands 0.300™"
Controlled variable
Gender 0.150 -0.224" 0.217" -0.219"
Age -7 -0.010 -0.174" -0.020
Marital status -.039 0.213 -0.103 0.225
Educational level 0.007 -0.018 0.012
Position -0.098 0.024 -0.106
Appointment time 0.246™" 0.085 02217
AdjR-squared 0.245 0.032 0.311
F 12.417 2.15™ 14.74™
N 245 245 245

*p<0.l;*~kp<.05;***p<.01

2.7 Mediation effect test

The main effect model above has concluded that abusive supervision has a significant predictive
effect on managers' anxiety level (F=12.41***), and abusive supervision has a significant positive impact
on anxiety level (B=0.463, P<0.01), that is, coefficient c is significant. According to Table 4, we can see
from the mediation effect model that the independent variable abusive supervision has a significant
impact on the mediation variable job demands(B=0.137, P< 0.1), and the overall model has a significant
predictive effect (F=2.15**), that is, the coefficient a is significant. Then the independent variable abusive
supervision and the mediator variable job demands are introduced into the model. It is found that the
mediator variable job demands has a significant positive impact on the dependent variable anxiety level
(B=0.300, P<0.01), and the overal model has a significant predictive effect (F=14.74***), that is, the
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coefficient b is also significant. At this time, the independent variable abusive supervision still has a
significant impact on dependent variable anxiety level (B=0.422, P<0.01), that is, the coefficient c is
significant. According to the test process, it is concluded that job demands has a partial mediating effect
between abusive supervision and manager's own anxiety level, that is to say, it explains the partial
mechanism between abusive supervision and manager's own anxiety level. In addition, Bootstrap method
is used to further test the significance of mediation effect. The results show that the mediating effect of
job demands between abusive supervision and manager's own anxiety level is 95% confidence interval
(0.020, 0.096) and does not contain 0, and the mediating effect is 0.053. That is to say, the mediating
effect of job demands between abusive supervision and manager's own anxiety level is
significant. Therefore, hypothesis 2, "Job demands has a mediating effect on abusive supervision and
manager's own anxiety level™ is further validated.

2.8 Test of Regulation Effect

This research conducts an empirical study on the mechanism of abusive supervision affecting
manager's own anxiety level to verify the conceptual models and research hypotheses obtained on the
basis of theoretical analysis. Data analysis of 245 valid questionnaires is carried out using statistical
software such as SPSS21.0, and the final four research hypotheses pass the test.

Conclusion

Abusive supervision has a significant positive impact on manager's own anxiety level. The
manager's perceived job demands have a mediating effect between the abusive supervision behavior and
the manager's own anxiety level.

The innovation of this research is that the previous research on the results of abusive supervision
is based on the employee perspective and explores the impact of abusive supervision on employee
behavior and outcomes. Since 2018, with the deepening of research on abusive supervision, scholars'
research on abusive supervision began to shift from the perspective of employees to the study of abusive
managers themselves. At present, the research on the impact of abusive supervision on managers
themselves is limited. The only research found that although the abusive supervision can save the
manager's working resources in a short time and transfer the work pressure felt by the managers, but in a
long time ,the manager's working resources are a kind of depletion, which has disadvantages for his work
input and job satisfaction (Qin, Huang & Johnson, et al., 2018). On this basis, we explored the harm of
abusive management to the abusive managers themselves. Through research, it is found that abusive
supervision will lead to an increase in the abusive manager's own job demands, which in turn lead to an
increase in his own anxiety level. Therefore, our research makes up for the shortcomings of previous
research, and clarifies the specific mechanism of the influence of abusive supervision on manager's own
anxiety level, and enriches the research on the impact of abusive supervision on managers themselves. In
addition, it is a further extension of the research by Qin, Huang & Johnson, et al. (2018). Empirical
studies have found that abusive supervision does have a significant negative impact on managers
themselves. In addition, this study responds to the call of Lanaj, Johnson & Lee (2016) and Lin, Ma &
Johnson (2016), and is a powerful attempt to explore the impact of leadership behavior on leaders
themselves. Finally, our research also found that the negative impact of abusive supervision on managers
themselves also has boundary conditions.
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Therefore, in order to better control the occurrence of abusive supervision in the organization, and
minimize the impact of this leadership behavior of abusive supervision, some strategies are strongly
recommended. First, for company policy makers, managers should be encouraged to communicate with
colleagues. By sharing with colleagues, getting social support and getting positive energy from colleagues
can help managers release negative emotions and reduce anxiety, thus maintain a high level of job
recovery.Secondly, because emotional intelligence can often be improved through training, managers with
abusive tendencies can participate in some emotional intelligence training, so as to enhance employees'
interpersonal interaction ability and psychological self-adjustment ability and reduce the negative impact
of abusive management.
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Abstract

Based on empirical study, this paper conducted a statistical analysis of the data using SPSS
22.0 and AMOS 21.0 and studied the influence of servant leadership on the work engagement.
Partient gratitude was used as the moderating variable and career calling as the mediating variable.
Empirical findings: Servant leadership is proportional to the work engagement. Servant leadership is
proportional to the career calling. The career calling mediates the proportion of the servant leadership
and work engagement. Partient gratitude moderates the proportion of the servant leadership and work
engagement. The partient gratitude is proportional to the indirect effect that servant leadership
imposes on the work engagement through career calling: the higher partient gratitude o, the more
powerful intermediary role that career calling plays between servant leadership and work engagement.

Keywords: servant leadership, patients gratitude, career calling, work engagement
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Abstract

Based on the Enlightenment of Hofstede's Cross-Cultural Theory for the exploration of the
mechanism of employee stability, this paper explores the stability of the grass-roots employees in
Chinese overseas enterprises. Combining with the gap model of service quality of Prof. Zeithaml,
This paper puts forward a gap analysis model of income and feeling to analyze and solve the turnover
motivation of front-line employees, especially non-knowledge employees. We also qualitatively
explores and puts forward the interactive explanation mechanism of the three elements of individuals,
enterprises and society, and the mechanism of employee turnover vector analysis. The conclusion is
that for the stability of the first-line non-knowledge employees in Chinese overseas enterprises, we
should not only seek explanations from the cross-cultural differences, but also find solutions from the
internal management of enterprises.

Keywords: overseas Chinese enterprises, Huo's cross-cultural theory, service quality gap model,
employee stability
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