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This study investigates the relationship between abusive supervision and employee
creativity by shedding light on the mediating role of negative affect and the moderating
role of interpersonal harmony. Based on affective events theory, it was hypothesized
that abusive supervision impacts employees’ negative affect and their creativity. Data
from a questionnaire survey of 398 Chinese employee–supervisor dyads were collected
and analyzed. The results support our hypotheses, address unexplored theoretical
predictions, and suggest that organizations should deal with the factors undermining
employees’ emotions to improve their creativity.

Keywords: abusive supervision, employee creativity, negative emotions, interpersonal harmony, China

INTRODUCTION

In today’s volatile and complex business environment, one of the crucial challenges for
organizations is how to enhance the creative abilities of their workers (Hirst et al., 2009). Employee
creativity is defined as the propensity to generate new, useful, and novel ideas regarding products,
practices, services, or procedures in the workplace (Jahanzeb et al., 2020). Considerable evidence
has suggested that employee creativity can benefit organizational reformation and innovation,
competitiveness, effectiveness, and survival (Nystrom, 1990; Zhou, 2003; Shalley and Gilson, 2004;
Sijbom et al., 2018), and enhance long-term business success (Hon, 2012). Given the importance of
creativity, how to cultivate and maintain employee creativity in organizations has been a hotspot
for research on organizational behavior (Shafait et al., 2021a,b).

Literature has focused on identifying ways to promote employee creativity (Zhang et al., 2017;
Liu et al., 2020). Leadership, an important component of the organizational environment, has been
deemed an important antecedent of employee creativity (Zhou and Hoever, 2014). While research
has demonstrated that positive leadership styles, such as empowering leadership (Zhang et al.,
2018), transformational leadership (Dong et al., 2017), and servant leadership (Zhu and Zhang,
2019), can boost employee creativity, research has also shown that destructive leadership styles,
such as abusive supervision, can impede it. Ahmad et al. (2020) found that negative leadership
styles had an even longer-lasting and stronger impact on employees, compared with positive styles.
Abusive supervision, as a destructive style of leadership, was classically defined by Tepper as the
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subordinate’s perceptions of “engaging in the sustained display
of hostile verbal and non-verbal behaviors, excluding physical
contact” (Tepper, 2000, p. 178).

Previous study on the effect of leadership on creativity
has focused on cognitive mechanisms, such as breach of
psychological contract (Parzefall and Salin, 2010), psychological
distress (Tepper, 2000), psychological safety (Liu and Wang,
2020), psychology empowerment (Xia and Ji, 2017), creative
self-efficacy (Rabbani and Sarmad, 2019), self-efficacy (Chen
and Wang, 2017), and creative role identity (Yang et al., 2020).
However, the influence of abusive supervision on employee
creativity has not been fully explored (Akram et al., 2021).
Han et al. (2017) showed that abusive supervision had an
indirect negative relationship with employee creativity via its
impact on emotional exhaustion. Emotions play a vital part
in success and failure of personnel in routine assignments
(Shafait et al., 2021c,d). Akram et al. (2019) found that
abused employees usually suffer from emotional exhaustion and
tend to promote counterproductive work behaviors. However,
negative emotions/affect differ from emotional exhaustion. While
emotional exhaustion refers to the feeling of energy depletion
that results from extreme psychological demands (Han et al.,
2017), negative emotions/affect refer to an unstable psychological
state associated with sadness, anger, anxiety, pain, and fear,
related to specific situations (George and Zhou, 2007). Previous
studies have neglected these potential effects triggered by abusive
supervision. There is clearly a gap in research regarding negative
affect as a mediator in the link between abusive supervision
and employee creativity. Several studies have indicated that
employees’ negative affect might influence their perception of
abusive supervision (Yagil et al., 2011). In this study, we adopt
affective events theory (AET) to explain the direct effect of
abusive supervision on employee creativity and the indirect effect
of negative affect as a mediator.

The core of AET is that employees’ emotions are directly
affected by work events. Emotional responses influence
individual behaviors in two different ways. One is that emotional
reactions directly influence employees’ behaviors; these are affect-
driven behaviors. The other is that emotional reactions indirectly
influence employees’ behaviors through influencing employees’
work attitudes, such as job satisfaction and organizational
commitment; these are judgment-driven behaviors. This study
uses AET to explain the role of abusive supervision in triggering
employees’ negative affect at work. We propose that employees
will feel negative emotional reactions that subsequently affect
individual creativity as a consequence of abusive supervision.

We also draw on the literature on harmony to propose
interpersonal harmony as a boundary condition in the process
by which abusive supervision impacts employee creativity. China
is characterized by a higher power distance and a traditional
oriental culture. Harmony, equal to Chinese “he,” is an important
characteristic that promotes and preserves harmonious relations
in Chinese traditional culture. Farh et al. (1997) thought of
interpersonal harmony as a discretionary behavior of employees,
which avoids the pursuit of personal power and interests that
may adversely affect others or the organization. A review
demonstrated that culture impacts employees’ responses to

various facets of their work environment in a cross-cultural
context (Gelfand et al., 2007). Lawler et al. (2008) argue that
culture probably plays a significant part in how subordinates react
to the employee–supervisor link. According to these studies, it is
likely that harmony plays a significant role in how individuals
cope with abusive supervision in the workplace. This study
extends research on interpersonal harmony by exploring how it
may moderate the effect of abusive supervision.

Based on AET, this study explains how negative work events
(abusive supervision) trigger individual emotional responses
(employees’ negative affect), which then affects individual
behaviors (employee creativity). Hence, this study applies AET
to achieve three main objectives: to investigate the relationship
between abusive supervision and employee creativity, to
examine whether negative affect mediates the relationship
between abusive supervision and employee creativity, and to
explore whether interpersonal harmony buffers the impact of
abusive supervision on employee creativity via negative affect.
These relationships form our theoretical model: negative affect
represents the potential mediator and interpersonal harmony
represents the moderator of the relationship between abusive
supervision and creativity.

This study contributes to the literature on abusive supervision,
AET, employee creativity, negative affect, and interpersonal
harmony in several ways. First, this study incorporates both
the moderating and mediating mechanisms into a mediated
moderation model, explaining both how and when abusive
supervision undermines creativity, how negative affect mediates
abusive supervision’s effects on employee creativity, and how
interpersonal harmony moderates abusive supervision’s effects
on negative affect. Second, this study attempts to integrate
AET with a theoretical emotional model that accounts for how
abusive supervision triggers employees’ negative affect and how
employees’ negative affect hinders their potential creativity in
the workplace. Third, this study extends the context of previous
research on abusive supervision because China is a country with
a rigid hierarchical system, where many supervisors habitually
abuse their employees with the organization’s best interests in
mind, which is a different context compared to previous studies
(Chen et al., 2021).

THEORETICAL BACKGROUND

Abusive Supervision and Employee
Creativity
Mumford (2003) argued that creativity needs to be explained
in terms of novelty and usefulness. Novelty refers to originality
that is the production of something new. Usefulness refers to
appropriate utilization of produced idea to resolve on hand
issue. The past decade has witnessed growing research on
the issue of abusive supervision in organizations. The harmful
effects of perceived abusive supervision on employees’ behaviors
have been diffusely documented. For example, studies have
indicated a positive relationship between abusive supervision
and unfavorable work attitudes, deviant behaviors (Aryee
et al., 2007; Mitchell and Ambrose, 2007; Tepper et al.,
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2008; Thau et al., 2009), and organizational silence (Kang and
Kwon, 2018). Abusive supervision has been shown to increase
employees’ psychological pressure, such as tension and emotional
exhaustion (Duffy et al., 2002), to decrease self-efficacy (Harvey
et al., 2007) and to negatively impact job behaviors and attitudes
(Duffy et al., 2002; Tepper et al., 2008). It is somewhat surprising
that the number of American employees affected by abusive
supervision is increasing. Tepper (2007) speculated that 13.6% of
American workers might have experienced abusive supervision.
Another study reported that 33.5% of employees experienced
abuse by their leaders “quite often” and even “very often”
(Aasland et al., 2010).

Creativity, concerning the generation of novel and potentially
valuable ideas or thoughts about products, practices, services,
procedures, or administrative processes, is widely considered the
significant prerequisite of organizational innovation (Hon, 2012).
A creativity componential model proposed that threatening
critical assessments indicating incompetence are an important
contextual element that undermines employee creativity in the
workplace (Amabile et al., 1996). Abusive supervision is deemed
as one kind of such critical assessment because it indicates in the
form of an abusive manner that the supervisor is not satisfied
with the employee’s performance (Tepper et al., 2011; Wu et al.,
2020). Empirical studies have examined the relationship between
abusive supervision and employee creativity. Zhang et al. (2014)
showed that the destructive effects of external contexts, including
abusive supervision, are important antecedent variables of
employee creativity. Some studies have confirmed that abusive
supervision directly reduces employee creativity (Liu et al., 2010,
2012). Others have verified that abusive supervision has indirect
negative effects on employee creativity through the mediating
role of intrinsic motivation and emotional exhaustion (Zhang
et al., 2014; Han et al., 2017). However, inconsistent research
results provide a new theoretical gap in the complex relationship
between abusive management and employee creativity and
performance (Jian et al., 2012).

Negative Affect as a Mediator
Affective events theory was proposed by Weiss and Cropanzano
(1996) and is widely used to understand the relationships
among affective events, affective reactions and attitudes, and
the behaviors of employers and employees in the workplace.
AET aims at exploring the relationship between affective
events experienced by members of an organization in the
workplace and their attitudes and behaviors. AET, focusing
on the structures, incentives, and consequences of individual
emotional responses in the workplace, suggests that features
of a work environment can lead to positive or negative work
events and that the experience of these work events triggers
an individual’s emotional response, which further affects
individual attitudes and behaviors. AET explores the relationship
between affective events in the workplace, affective reactions
and attitudes, and behaviors experienced by an organization’s
members. According to AET, employees’ emotional reactions at
work follow the paradigm of events–emotion–attitude–behavior.
The working environment leads to the occurrence of work events
and work events are the direct cause of employees’ emotions

(Weiss and Cropanzano, 1996). Based on AET, workplace
characteristics such as leadership style can trigger positive or
negative affective events that affect employees’ emotions. Scholars
have conducted a large number of empirical studies on this issue.
Rodell and Judge (2009) found that sources of employee pressure
would motivate emotions, such as anger and anxiety, which
could cause antiproductive behavior. Abusive supervision, as an
unpleasant experience or perception in the workplace, is one
such work event that can trigger emotional responses such as
anger, frustration, distress, psychological depression, and other
negative affect. Based on the above analysis, abusive supervision
and employees’ negative affect are positively correlated.

The relationship between negative affects and employee
creativity has been widely discussed. Amabile et al. (2005)
showed that negative work events would cause employees
to have negative affects and weaken their creativity. AET
establishes the first relationship between emotional events and
emotional reactions and second relationship between emotions
and individual behaviors (Weiss and Cropanzano, 1996); thus,
AET suggests that the subsequent behavior of employees is
likely to be a negative response to negative affect. From
this perspective, Amabile et al. (2005) believed that emotion-
related environmental events would affect individual creative
behaviors. Negative affect can trigger avoidance behaviors in
order to protect individuals from risky behavior, which would
affect creativity, as creativity is such a “trial-and-error” risky
behavior (Shalley and Gilson, 2004). Additionally, negative affect
could inhibit individual creativity because it will reduce the
individual’s cognitive abilities and scope of ideas (Fredrickson,
2001). Negative affect is seen as a decisive factor in employee
creative behaviors and this conclusion has also been verified
in the literature.

Previous research on abusive supervision has utilized AET to
explain the connection between abusive supervision and deviant
behavior in the workplace (Mitchell and Ambrose, 2007). Judge
et al. (2006) found that hostility, a type of negative affect, had a
significant effect on interpersonal fairness, job satisfaction, and
abnormal behavior in the workplace. Based on AET, Zhang et al.
(2015) found that negative emotions/affect completely mediated
the relationship between abusive supervision and user resistance.
Sun et al. (2014) demonstrated that negative emotions/affect
played a mediating role between abusive supervision and deviant
behavior. A conclusion to be drawn from the above evidence is
that the effects of abusive supervision on employee’s behaviors are
mediated by negative emotions/affect.

Based on the above discussion, AET can explain the
mechanism of how abusive supervision is harmful to employees’
creativity. Therefore, we present the following hypothesis:
negative affect mediates the relationship between abusive
supervision and employee creativity (hypothesis 1).

Moderating Role of Interpersonal
Harmony
Harmony is rooted in Chinese traditional culture. The most
prominent features of Chinese traditional culture are collective-
centered and play a dominant role in an individual’s life,
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creating an in-group collectivism unique to Chinese society
(Farh et al., 1997, 2004). Maintaining interpersonal harmony
through in-group collectivism can help to coordinate conflicts,
create an environment of trust, improve employee satisfaction
with the team, and improve organizational commitment.
Scholars have concluded that harmony presupposes the value of
differences and advocates the maintenance of harmony through
active reconciliation of differences (Leung et al., 2002, 2011;
Leung and Brew, 2009). Chen et al. (2015) proposed the
dualistic model of harmony enhancement and disintegration
avoidance. The former represents a tendency toward building
truly harmonious, respectful relationships that guide people
to deal with differences and conflicts productively, while the
latter represents an avoidance tendency toward conflict and
interpersonal disintegration. According to the above analysis,
harmony generally has two characteristics: acknowledgment
of difference (the premise) and self-regulation (the ability
to adapt to organizational contexts). Harmony emphasizes
individual self-regulation, i.e., correcting self-behavior through
feedback mechanisms such as self-reflection and observation
of the situation.

Interpersonal harmony is a precious cultural tradition in
China, which promotes and preserves harmonious relations. Farh
et al. (1997) thought of interpersonal harmony as a discretionary
behavior of an employee, a behavior that avoids the pursuit of
personal power and interests, which may adversely affect others
or the organization. To be more specific, interpersonal harmony
refers to a tendency where people with different personalities seek
agreement while shelving differences, thereby resolving conflicts
and achieving an overall balance in the fundamental interests of
interpersonal communication.

According to cognitive evaluation theory of the emotions,
the generation of emotion, except for physiological reaction,
goes through several processes: “stimulus situation–evaluation–
(interests)–emotion (positive or negative)–behavior (active or
passive).” The influence of the independent variable “stimulus
event” on the outcome variable of “emotional and behavioral
response mode” depends on the individual’s cognitive evaluation
mode and the strength of the individual’s coping ability. As
a significant negative stressor, abusive supervision creates bad
emotional experiences for employees and negative behavior
(Tepper, 2007). Therefore, the influence of abusive supervision
as a stimulus situation on an individual’s emotions is closely
related to the individual’s emotional characteristics and the
nature of the cognitive evaluation of the negative stimulus. Based
on the emotion regulation process model (Gross and John,
2003), interpersonal harmony as a kind of positive cognitive
appraisal method is very important as an “understanding
reappraisal” strategy, which can reduce and defuse negative affect
and avoid negative behavior. In other words, employees with
high interpersonal harmony will react differently to the same
abusive supervision compared to those with low interpersonal
harmony. When subjected to abusive supervision, individuals
with high interpersonal harmony will not allow their actions
to be dominated by negative affect, but will take a forgiving
attitude after re-evaluating the consequences of their actions;
hence, they are less likely to have negative affect. The reason

may be that people of high interpersonal harmony are likely to
attribute the abusive behavior to the position occupied by the
abuser, whereby the supervisor is accorded the right to use their
position of dominance because of the position they occupy. In
contrast, individuals with low interpersonal harmony may tend
to focus on the abusive behavior itself due to its attribution to
the abuser; hence, they are more likely to have negative affect
in the face of abusive supervision. We conclude, therefore, that
harmony is likely to have an impact on employees’ perceptions
and will regulate their behavior and, thus, will moderate their
reactions to abusive behavior. Hence, we propose the following
hypothesis: interpersonal harmony negatively moderates the
impact of abusive supervision on negative affect, i.e., abusive
supervision will have a lower positive impact on negative affect
for employees with high interpersonal harmony (hypothesis 2).

Following this overview and analysis of the core variables, a
theoretical model can be constructed from the hypotheses. The
model is shown in Figure 1.

MATERIALS AND METHODS

Sample and Procedures
The full set of participants consisted of 650 employees who
had graduated from colleges or universities in the previous
10 years and represented a sample of the “new generation” of
employees. This generation, born in the 1980–1990s, is generally
highly educated, open-minded, expected to be respected at
work, ready to hop to other jobs, impatient of heavy work
demands from supervisors (Pun and Lu, 2010), and form
over 60% of the Chinese workforce. Therefore, the degree of
their creativity directly affects an enterprise’s creative ability
and, hence, the interest in this investigation in verifying how
this “new generation” copes with abusive supervision in the
Chinese workplace.

Three waves of data collection were applied in this study
to reduce the potential common method variance (CMV)
(Podsakoff et al., 2007). Data were collected from 398 employees
and their direct supervisors. Coded questionnaires on the
topics of abusive supervision, negative affect, and interpersonal
harmony were filled out by the employees themselves. Creativity
questionnaires in line with the employees’ questionnaire
codes were filled out by the employees’ direct supervisors.
Paired data of supervisor–employee data was, thus, formed
to avoid homologous bias. In the first survey, the employees
reported their demographic characteristics and perceived abusive
supervision. In the second survey, the employees provided their
negative affect, interpersonal harmony. In the third survey,
direct supervisors were surveyed to evaluate the creativity
of their subordinates after their employees had completed
the two questionnaires in their entirety. The first two waves
of questionnaires were coded one by one before they were
distributed, so as to match the answers of their supervisors. Data
were collected through the following procedures. In the first
week, questionnaires were sent to participating employees via
WeChat, a social media platform that provides instant messaging
services. In the following 2 weeks, the second questionnaire
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FIGURE 1 | The conceptual model.

was sent to the employees who had finished the first survey.
Lastly, human resource managers helped us to organize their
immediate supervisors and match their questionnaires with
their subordinates (one supervisor was matched with only
2–5 subordinates).

The participants in this study were tech employees at internet
companies in the Zhejiang province, where Zhejiang has featured
commerce and trade for 50 years; further, people in Zhejiang keep
pace with the times and have maintained innovative practices
through the generations. All (employees and supervisors) were
engaged in computer software (system analysis, computer
programming), computer hardware (computer maintenance),
network (network engineering, network system design),
information systems (database management system), and
manufacturing (semiconductor device testing). These employees
were encouraged to develop creative methods to improve the
production process, which required them to come up with novel
and useful ideas.

In the first survey, 683 completed questionnaires were
acquired from participating employees (97.6% response rate). In
the second survey, 612 completed questionnaires were collected
from the employees. The third questionnaire was distributed to
147 direct supervisors of the subordinates who had completed the
first two questionnaires. As a result, a final sample was obtained of
398 pairs of supervisor–subordinate dyads (65.0% response rate).
Of the 398 employees, 63.0% were female. The average age of the
employees was 26.3 years (SD = 0.51), 68.2% were aged between
21 and 30 years, 94.4% had an undergraduate degree, and 88.7%
of the organizational tenure was 3–5 years.

All the participants were Chinese. The measurements used
in this study were originally developed in English. In order to
guarantee the equivalent meaning, we abided by the widely used
back-translation routine to translate these English measurement
items into Chinese (Brislin, 1980). Specifically, measurements
were first translated into Chinese and then translated back into
English with the assistance of a bilingual management professor.
One bilingual management scholar was finally invited to check
the English and Chinese versions and made some modifications
to avoid discrepancies. To minimize CMV, all the items related to
independent variables (abusive supervision, negative affect, and
interpersonal harmony) were answered by the employees and the

dependent variable (employee creativity) was measured by their
immediate supervisor’s response.

Measures
Abusive Supervision
A 15-item scale from Tepper (2000) was adopted to measure
abusive supervision, which has been applied extensively (Hoobler
and Brass, 2006; Zhang et al., 2015). Abusive supervision in
previous studies was scored at the individual level. Items were
prefaced with the statement “My supervisor. . .” Sample items
included “Ridicules me,” “Puts me down in front of others,”
and “Expresses anger at me when he/she is mad for another
reason.” All the items in the questionnaire used a five-point
Likert-type scale ranging from 1 (“not at all applicable”) to 5
(“highly applicable”). The Cronbach’s alpha for the scale was 0.96.

Employee Creativity
Employee creativity was measured using the 13-item scale first
designed by Zhou and George (2001) and applied to Chinese
samples by Zhang and Bartol (2010). The measure was rated by
their immediate supervisors using 5-point scales. Sample items
included “This employee suggests new ways to achieve goals or
objectives” and “This employee comes up with new and practical
ideas to improve performance.” The scale ranged from 1 (“not at
all applicable”) to 5 (“highly applicable”). The Cronbach’s alpha of
the total 13 items was 0.92.

Employee Negative Affect
Negative affect was measured by the Positive Affect and Negative
Affect Scale (PANAS) developed by Watson et al. (1988) and
containing 10 items. Sample items were “distressed,” “scared,”
“hostile,” and “nervous.” The Cronbach’s alpha of the scale was
0.948 and the average variance extracted (AVE) was 0.75, showing
good reliability and validity.

Employee Interpersonal Harmony
Interpersonal harmony was measured using the four-item scale
developed by Farh et al. (1997), which has been tested in Beijing,
Shanghai, Hangzhou, and Shenzhen (Farh et al., 2004). A 5-point
Likert scale was used, ranging from 1 (“not at all applicable”)
to 5 (“highly applicable”). The Cronbach’s alpha of the total
13 items was 0.86.
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TABLE 1 | Discriminant validity analysis of variables.

Models X2/df CFI TLI NFI RMSEA

4-factor Model 2.21 0.89 0.91 0.9 0.04

3-factor Model 7.03 0.73 0.78 0.88 0.13

2-factor Model 4.4 0.23 0.63 0.59 0.13

1-factor Model 2.05 0.22 0.32 0.24 0.11

4-factor model 2: abusive supervision, employee negative affect, employee
interpersonal harmony, and employee creativity. 3-factor model 2: abusive
supervision, employee negative affect and employee interpersonal harmony, and
employee creativity. 2-factor model 2: abusive supervision, employee negative
affect and employee interpersonal harmony, and employee creativity. 1-factor
model 2: abusive supervision and employee negative affect and employee
interpersonal harmony and employee creativity.

Control Variables
Employee demographics such as gender, age, and educational
level were seen as controls in our model because these variables
can confound the relationship between abusive supervision
and employee creativity. A meta-analysis has suggested that
employees who are male, younger, or with a longer tenure are
more likely to be targets of workplace bullying (Bowling and
Beehr, 2006). Similarly, research has demonstrated that younger
or male employees suffer from abuse more frequently than older
or female colleagues (Bamberger and Bacharach, 2006). Gender,
age, and the education of employees tend to be linked to their
creativity (Zhang and Bartol, 2010).

RESULTS

Here, we discuss the processing and analysis of the primary
data gathered from the surveys. First, Statistical Package for the
Social Sciences (SPSS) version 21.0 software was used to test the
reliability of the scales. Second, SPSS was used to analyze the
validity of the scales. The data homology deviation test was then
carried out and the proposed hypotheses were tested. The results
of the tests are discussed below.

The Cronbach’s alpha values of the scales were greater than
0.70, indicating that all the scales had good internal consistency.
The details are as follows: abusive supervision = 0.92, negative
affect = 0.95, interpersonal harmony = 0.92, and creativity = 0.86.
Confirmatory factor analysis (CFA) was performed on the

employee survey data (Table 1) as the preliminary analysis in this
study. The results are shown in Table 2. Compared with other
models, the data fitting degree of the four-factor model was the
best (X2/df = 2.21, comparative fit index (CFI) = 0.89, Tucker–
Lewis Index (TLI) = 0.91, normed fit index (NFI) = 0.90, and root
mean square error of approximation (RMSEA) = 0.0). The results
show that the variables have an acceptable discriminant validity
and control the homology deviation to some extent.

We then performed t-tests to evaluate the mean differences
among variables across time as follows: (1) first, the mean
differences of gender, age, education, organizational tenure,
abusive supervision, and interpersonal harmony were assessed
between the first and second samples; (2) second, the mean
differences of gender, age, education, organizational tenure,
abusive supervision, interpersonal harmony, and negative affect
were assessed between the second and third samples; and (3)
the mean differences of gender, age, education background,
organizational tenure, abusive supervision, and negative affect
were assessed between the second and third samples. All the
results of the t-tests showed no significant mean differences. The
conclusion was drawn that the attrition of participants did not
substantially influence the results.

Descriptive statistics are shown in Table 2. Abusive
supervision was positively correlated with negative affect
(r = 0.30, p < 0.01), which indicates that the higher the perceived
level of abusive supervision, the more likely it is to increase
employees’ negative affect. Negative affect was negatively
correlated with creativity (r = −0.19, p < 0.01), which indicates
that the higher the negative affect, the more likely the employees
are to reduce their innovative behaviors. These results are
consistent with and provide initial support for the hypotheses.

The stepwise regression analysis was performed to predict
the effects of abusive supervision and interpersonal harmony
on negative affect and employee creativity. Complete regression
results can be found in Table 3. Hierarchical multiple regression
analysis was performed to test the main effect and the mediating
effect. Following Baron and Kenny (1986), the analysis was
divided into four steps to test the hypotheses. In the first
step, abusive supervision (explanatory variable) was introduced
into the regression equation to test its influence on employee
creativity (explained variable). In the second step, abusive
supervision was added into the regression equation after the

TABLE 2 | Mean, SD, and correlations among the variables.

Variable M SD 1 2 3 4 5 6 7 8

(1) Age 26.3 0.51 –

(2) Gender 2.57 0.78 –0.06 –

(3) Education 2.07 0.07 0.05 –0.38** –

(4) Organizational tenure 2.17 1.06 –0.15** –0.58** –0.67** –

(5) Abusive supervision 2.15 0.76 –0.21** –0.03 –0.03* –0.03 –

(6) Employee negative affect 3.09 0.68 0.11 0.02 0.30** –0.36** 0.30** –

(7) Employee interpersonal harmony 3.29 0.69 0.07 0.08 0.10** –0.06 0.52** –0.09* –

(8) Employee creativity 3.34 0.74 –0.09 –0.04 −0.17** 0.15** −0.17** –0.19** 0.31** –

N = 398. *p < 0.05, **p < 0.01, ***p < 0.001.
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TABLE 3 | Results of hypothesis testing.

Variable Employee negative affect Employee creativity

M1 M2 M3 M4 M5 M6 M7 M8

Age 0.04 0.03 0.04 0.03 –0.06 –0.06 0.05 0.05

Gender –0.07 –0.08 –0.07 –0.05 –0.00 –0.07 0.04 0.06

Education 0.01 0.07 0.05 0.06 0.08 0.08 0.08 0.08

Organizational tenure –0.01 0.05 0.06 0.09 –0.05 –0.04 –0.08 –0.08

Abusive supervision 0.34*** 0.36** 0.28** –0.32*** 0.10

Employee negative affect –0.56*** –0.50***

Employee interpersonal harmony –0.05** 0.03**

Abusive supervision * Employee interpersonal harmony –0.17**

R2 0.03 0.23 0.29 0.25 0.02 0.07 0.13 0.05

1R2 0.12 0.03** 0.08** 0.25* 0.03 0.15** 0.03** 0.05*

F 0.65 21.80** 17.09** 16.51** 2.32 5.62** 8.82** 8.42**

N = 398.
*p < 0.05, **p < 0.01, ***p < 0.001.

TABLE 4 | The moderated mediation effects of abusive supervision.

Employee interpersonal harmony (Mo) Abusive supervision (X)– employee negative affect (Me)–employee creativity (Y)

Stage Effect

1st PMX | 2nd PYM Direct Effects
PYX

Indirect Effects
PMX* PYM

Simple paths for Low Mo (-1 SD) 0.25** –0.37** –0.13 –0.09**

Simple paths for High Mo (+1 SD) 0.17** –0.15** –0.04 –0.03

Differences –0.08** –0.22 0.09 0.06**

N = 398.
**p ≤ 0.01, *p ≤ 0.05 (two-tailed).
PMX , path from abusive supervision to negative affect; PYM, path from negative affect to creativity; PYX , path from abusive supervision to creativity.
Low interpersonal harmony refers to one SD below the mean of interpersonal harmony. High interpersonal harmony refers to one SD above the mean of core interpersonal
harmony. Tests of differences for the indirect effects are based on bias-corrected CIs derived from bootstrap estimates.

control variables were added to test its effect on employee
negative affect (mediating variable). In the third step, negative
affect was introduced into the regression equation to test their
effect on employee creativity. In the fourth step, after adding the
control variables and explanatory variables, negative affect was
introduced into the regression equation to analyze the influence
of abusive supervision and negative affect on employee creativity.

As shown in Table 3, abusive supervision had a negative
impact on creativity (B = −0.32, p < 0.001, model 6).
Abusive supervision was positively related to negative affect
(B = 0.34, p < 0.001, model 2). Moreover, negative affect
was negatively related to employee creativity (B = −0.56,
p < 0.001, model 7). When negative affect was added in, the
relationship between abusive supervision and creativity became
non-significant (B = 0.10, model 8), which shows that negative
affect plays a full mediating role between abusive supervision and
employee creativity. Nevertheless, negative affect still remained
negatively related to creativity (B = −0.50, p < 0.001, model 8).
Thus, hypothesis 1 was supported.

Hypothesis 2 predicts that interpersonal harmony
moderates the mediation link of abusive supervision–negative
affect–creativity. The general path analytic framework of

Edwards and Lambert (2007) was employed to test our
hypothesis. The results (Table 4) verify that the size of the
difference in the indirect effect of abusive supervision on
creativity was 0.09, with the 99% CIs calculated using bootstrap
estimates excluding zero. Specifically, the indirect effect of
negative affect on the relationship between abusive supervision
and employee creativity was significantly weaker at a high
level of interpersonal harmony. As shown in Table 3, the
interaction between abusive supervision and interpersonal
harmony was negatively related to negative affect (B = −0.17,
p < 0.001, model 4).

To represent the moderating effect of interpersonal harmony
on the relationship between abusive supervision and negative
affect, we draw an interaction diagram of abusive supervision
and interpersonal harmony according to the mean value of
interpersonal harmony and the group with one SD above the
mean (high interpersonal harmony) and the group with one SD
below the mean (low interpersonal harmony).

The interaction effects were plotted according to Stone and
Hollenbeck’s (1989) procedure. As can be seen from Figure 2,
interpersonal harmony did not change the direction of abusive
supervision and negative affect. That is to say, no matter whether
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FIGURE 2 | The moderating role of interpersonal harmony.

the score of interpersonal harmony was high or low, negative
affect increased with an increase in abusive supervision. At
all the levels of abusive supervision, however, employees with
higher interpersonal harmony will have lower negative affect
than those with lower interpersonal harmony, which supports
hypothesis 2.

DISCUSSION

This study has empirically analyzed the significant negative
correlations of abusive supervision and employee creativity. It
is likely that the abusive behavior of their supervisors will lead
to the frustration of the subordinates’ enthusiasm for creative
behavior, which will lead to a failure in the transformation of
innovative ideas into innovative results. The results of this study
show that abusive supervision has a significant negative impact
on negative affect, indicating that leaders’ abusive behavior will
lead to a decline in employees’ emotional states, leading to
an increase in employees’ psychological pressure. The findings
show that negative affective states failed to make a significant
positive contribution to creativity. This finding is consistent
with a previous study (Kaufmann and Vosburg, 2002). Results
show that negative affect forms the mechanism that can explain
the influence of abusive supervision on employee creativity;
employees’ affect are affected by organizational factors and then
affect employees’ behaviors.

The results also show that interpersonal harmony plays
a moderating role on the impact of abusive supervision.
Interpersonal harmony attenuates the negative affect of abusive
supervision on creative behavior via negative affect. For
employees with high levels of interpersonal harmony, the
moderation effect is significant. For those with low levels, the
effect is non-significant. Interpersonal harmony represents an
optimistic and open attitude and plays an important role in
dealing with interpersonal conflict in the workplace.

Creativity performs an extremely important role in the
sustainable development of organizations (Shen et al., 2020) and
how to stimulate employee creativity is becoming increasingly
urgent for their employers. Previous research on employee
creativity has focused mainly on internal psychological factors
such as individual cognition, attitudes, and motivation. This
study has built a model to examine the interaction of
abusive supervision, negative affect, interpersonal harmony, and
employee creativity. We tested our models by using data gathered
by a field study. The results show that the abusive behaviors
of supervisors will significantly negatively affect the innovation
behaviors of employees, from which we can conclude that
abusive supervision is one of the important factors affecting
employee creativity.

Negative affect mediates the relationship between abusive
supervision and creativity with pronounced negative impacts
for employees with low interpersonal harmony. By focusing
on mediating and moderating effects, our model helps to
explain how abusive supervision counteracts creativity and
how interpersonal harmony copes with abusive supervision
and ensures employee creativity, with negative affect having
a mediating effect. Abusive supervision and leadership style
influence the emotional states of employees and then reduce
their creativity. Therefore, organizations should pay particular
attention to the cognition of employees’ emotions and leaders
at all the levels should consider taking measures such as caring
for employees’ vital interests to reduce their negative affect and,
thereby, improve their creativity.

In addition, this study found that interpersonal harmony had
a moderating effect. Under the condition of low interpersonal
harmony, the negative effect of abusive leadership on employees’
affect is more intense, so organizations should understand
the status of their employees’ interpersonal harmony, paying
attention especially to the choice of management staff with
low interpersonal harmony, thereby creating a positive and
harmonious environment of enterprise, improving their
employees’ awareness of their affect, and enhancing their creative
capabilities for innovation and development.

Theoretical and Managerial Implications
This study makes several theoretical contributions to the
literature. First, we broaden the literature by building an
emotional model of how abusive supervision may weaken
employee creativity. The implications of abusive supervision on
employees’ behaviors in the workplace have been extensively
studied (Mackey et al., 2020), but we extend the literature
on the impact on creativity by identifying negative affect as
an underlying mechanism. This emotional model integrates
abusive supervision with employee creativity, within which
abusive supervision serves to undermine employees’ affective
states, particularly for those who are sensitive to negative
external evaluation. Aryee et al. (2007) have demonstrated
the link between abusive supervision and the impact on
employees’ emotional resources, but it is still unclear how
employees who are exposed to abusive supervision suffer a
reduction in their creativity. This emotional model of abusive
supervision provides new evidence for a mediator associating
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unfriendly social-environmental situations with employees’
behaviors in the workplace. The implication is that managers
should try to eliminate employees’ negative feelings through
affective support and interpersonal harmony, thereby encourage
creative behaviors.

Second, AET was adopted to help us to better understand
the underlying mechanisms and boundary conditions whereby
employee creativity is undermined by abusive supervision.
Previous studies have provided a social exchange model of
creativity (Shen et al., 2020) and a correlation index (COR)
theory model (Akram et al., 2021) to explain why abused
employees may be less creative at work. Our AET perspective
shows that abusive supervision triggers negative affect, which
undermines employee creativity. AET, as a relatively new theory,
plays a unique role in explaining the relationship between the
organizational environment (the workplace) and its members’
attitudes and behaviors. AET reveals that the emotions/affect of
employees are affected by work events, especially negative work
events, which may lead to a series of changes in emotional states
and behaviors. Hence, managers should maintain a high sense
of alertness, adjust their leadership style accordingly, and guide
employees in managing their emotions and dealing with negative
work events in an appropriate way, so as to promote an overall
improvement in organizational performance.

Third, the examination of the moderating role of interpersonal
harmony reveals the complexity of the relationships among
abusive supervision, negative affect, and employee creativity.
The findings extend previous studies on the moderating role of
cultural values and contextual features. Interpersonal harmony
is an interesting moderator because individuals with low
interpersonal harmony are vulnerable to external stimuli and the
effects of abusive supervision on negative affect are enhanced.
The main effect of abusive supervision, which represents a
negative evaluation of employees, undermines employees’ affect
and creativity at all the levels of interpersonal harmony, but
its impact is most destructive for those with low interpersonal
harmony. The person–context approach of Kacmar et al.
(2009) indicated that the interaction of individual–contextual
characteristics can improve the predictive ability of behavioral
models for the workplace. It is not surprising, therefore, that
our findings show that the mediating role of negative affect
is moderated by interpersonal harmony. Thus, cultural values
should be viewed as a key moderator that offers boundary
conditions for the mediating role of negative affect in the link
between workplace atmosphere and creativity. The buffering
effect of interpersonal harmony is, therefore, of great significance
for research on the intersection of abusive supervision and
creativity in the workplace.

Limitations and Future Directions
As with other studies, this study has some limitations. First, the
participants in this study were limited to one targeted sample in a
specific region. Although it is representative from the perspective
of regional distribution, it is still limited across the whole of
China. Moreover, female employees account for the majority
of the sample in this study and gender difference may lead to
differentiated perception of abusive supervision, which, in turn,

may affect the accuracy of the results. Although gender was
used as a control variable in order to reduce its impact on the
results, the role of gender in abusive supervision and employee
effectiveness still needs further consideration in future studies
(Whitman et al., 2014). Additionally, the sample size was not
large enough to meet our target. The response rate was only 65.0%
for the supervisor–subordinate dyads in the third wave.

Second, this study explores the effect of abusive supervision
on employee creativity at the individual level, but team abusive
supervision and team creativity were not involved in this study.
The relationship between team abusive supervision and team
creativity is worth considering in future research. Additionally,
this study focuses only on the relationship between abusive
supervision and employee creativity as well as the mediating and
moderating mechanisms. Future studies could explore the impact
mechanisms of abusive supervision on individual organizational
citizenship behavior, team organizational citizenship behavior,
and other behaviors outside of the workplace.

Third, the sample in this study was taken from Chinese
enterprises with high power distance and traditional culture.
Such a cultural background may affect employees’ attitudes and
behavioral responses to abusive supervision. Therefore, future
studies need to take cultural values such as power distance and
collectivism vs. individualism as regulating variables, both at
the individual level and at the team level, to further test the
consistency and applicability of this study’s findings to different
cultural situations.

DATA AVAILABILITY STATEMENT

The raw data supporting the conclusions of this article will be
made available by the authors, without undue reservation.

ETHICS STATEMENT

The studies involving human participants were reviewed and
approved by Zhejiang Shuren University Research Ethics Review
Committee. The patients/participants provided their written
informed consent to participate in this study.

AUTHOR CONTRIBUTIONS

CH: conceptualization and original draft preparation. ZY and
ZS: methodology, analysis, validation, review, and editing. HZ:
supervision. All authors contributed to the article and approved
the submitted version.

FUNDING

This work was supported by Research Project of Zhejiang
Federation of Humanities and Social Sciences (ZFHSS, Project
No.: 16JDSKL03).

Frontiers in Psychology | www.frontiersin.org 9 March 2022 | Volume 13 | Article 796355

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-796355 March 4, 2022 Time: 14:53 # 10

Chen et al. Abusive Supervision and Employee Creativity

REFERENCES
Aasland, M. S., Skogstad, A., Notelaers, G., Nielsen, M. B., and Einarsen, S. (2010).

The prevalence of destructive leadership behaviour. Br. J. Manage. 21, 438–452.
doi: 10.1111/j.1467-8551.2009.00672.x

Ahmad, S., Sohal, A., and Cox, J. W. (2020). Leading well is not enough: a new
insight from the ethical leadership, workplace bullying and employee well
being relationships. Eur. Bus. Rev. 32, 159–180. doi: 10.1108/EBR-08-2018-
0149

Akram, Z., Ahmad, S., Akram, U., Asghar, M., and Jiang, T. (2021).
Is abusive supervision always harmful toward creativity? Managing
workplace stressors by promoting distributive and procedural justice. Int.
J. Conflict Manage. [Epub ahead of print]. doi: 10.1108/IJCMA-03-2021-
0036

Akram, Z., Li, Y., and Akram, U. (2019). When employees are emotionally
exhausted due to abusive supervision: a conservation-of-resources perspective.
Int. J. Environ. Res. Public Health 16:3300. doi: 10.3390/ijerph16183300

Amabile, T. M., Barsade, S. G., and Staw, M. B. M. (2005). Affect and creativity at
work. Adm. Sci. Q. 50, 367–403. doi: 10.2189/asqu.2005.50.3.367

Amabile, T. M., Conti, R., Coon, H., and Herron, L. M. (1996). Assessing the
work environment for creativity. Acad. Manage. J. 39, 1154–1184. doi: 10.5465/
256995

Aryee, S., Chen, Z. X., Sun, L. Y., and Debrah, Y. A. (2007). Antecedents and
outcomes of abusive supervision: test of a trickle-down model. J. Appl. Psychol.
92, 191–201. doi: 10.1037/0021-9010.92.1.191

Bamberger, P. A., and Bacharach, S. B. (2006). Abusive supervision and subordinate
problem drinking: taking resistance, stress, and subordinate personality into
account. Hum. Relat. 59, 723–752. doi: 10.1177/0018726706066852

Baron, R. M., and Kenny, D. A. (1986). The moderator–mediator variable
distinction in social psychological research: conceptual, strategic, and statistical
considerations. J. Pers. Soc. Psychol. 51, 1173–1182. doi: 10.1037/0022-3514.51.
6.1173

Bowling, N. A., and Beehr, T. A. (2006). Workplace harassment from the victim’s
perspective: a theoretical model and meta-analysis. J. Appl. Psychol. 91, 998–
1012. doi: 10.1037/0021-9010.91.5.998

Brislin, R. W. (1980). “Translation and content analysis of oral and written
material,” in Handbook of Cross-Cultural Psychology: Methodology, eds H. C.
Triandis and J. W. Berry (Boston, MA: Allyn and Bacon), 389–444. doi: 10.3390/
healthcare6030093

Chen, T., Leung, K., Li, F., and Ou, Z. (2015). Interpersonal harmony and creativity
in China. J. Organ. Behav. 36, 648–672. doi: 10.1002/job.2001

Chen, Y., Wang, Y., Cooke, F. L., Lin, L., Paillé, P., and Boiral, O. (2021). Is abusive
supervision harmful to organizational environmental performance? Evidence
from China. Asian Bus. Manage. 20, 1–24. doi: 10.1057/s41291-021-00148-0

Chen, Z. X., and Wang, H. Y. (2017). Abusive supervision and employees’ job
performance: a multiple mediated model. Soc. Behav. Pers. 45, 845–858. doi:
10.3390/ijerph17030719

Dong, Y., Bartol, K. M., Zhang, Z. X., and Li, C. (2017). Enhancing employee
creativity via individual skill development and team knowledge sharing:
influences of dual-focused transformational leadership. J. Organ. Behav. 38,
439–458. doi: 10.1002/job.2134

Duffy, M. K., Ganster, D. C., and Pagon, M. (2002). Social undermining
in the workplace. Acad. Manage. J. 45, 331–351. doi: 10.5465/306
9350

Edwards, J. R., and Lambert, L. S. (2007). Methods for integrating moderation
and mediation: a general analytical framework using moderated path analysis.
Psychol. Methods 12, 1–22. doi: 10.1037/1082-989X.12.1.1

Farh, J. L., Earley, P. C., and Lin, S. C. (1997). Impetus for action: a cultural analysis
of justice and organizational citizenship behavior in Chinese society. Adm. Sci.
Q. 42, 421–444. doi: 10.2307/2393733

Farh, J. L., Zhong, C. B., and Organ, D. W. (2004). Organizational citizenship
behavior in the People’s Republic of China. Organ. Sci. 15, 241–253. doi: 10.
1287/orsc.1030.0051

Fredrickson, B. L. (2001). The role of positive emotions in positive psychology:
the broaden-and-build theory of positive emotions. Am. Psychol. 56, 218–226.
doi: 10.1037/0003-066X.56.3.218

Gelfand, M. J., Erez, M., and Aycan, Z. (2007). Cross-cultural organizational
behavior. Annu. Rev. Psychol. 58, 479–514. doi: 10.1146/annurev.psych.58.
110405.085559

George, J. M., and Zhou, J. (2007). Dual tuning in a supportive context: Joint
contributions of positive mood, negative mood, and supervisory behaviors
to employee creativity. Acad. Manage. J. 50, 605–622. doi: 10.5465/amj.2007.
25525934

Gross, J. J., and John, O. P. (2003). Individual differences in two emotion regulation
processes: implications for affect, relationships, and well-being. J. Pers. Soc.
Psychol. 85, 348–362. doi: 10.1037/0022-3514.85.2.348

Han, G. H., Harms, P. D., and Bai, Y. (2017). Nightmare bosses: the impact of
abusive supervision on employees’ sleep, emotions, and creativity. J. Bus. Ethics
145, 21–31. doi: 10.1007/s10551-015-2859-y

Harvey, P., Stoner, J., Hochwarter, W., and Kacmar, C. (2007). Coping with
abusive supervision: the neutralizing effects of ingratiation and positive affect
on negative employee outcomes. Leadersh. Q. 18, 264–280. doi: 10.1016/j.
leaqua.2007.03.008

Hirst, G., Knippenberg, D. V., and Zhou, J. (2009). A cross-level perspective on
employee creativity: goal orientation, team learning behavior, and individual
creativity. Acad. Manage. J. 52, 280–293. doi: 10.5465/amj.2009.37308035

Hon, A. H. Y. (2012). Shaping environments conductive to creativity: the
role of intrinsic motivation. Cornell Hosp. Q. 53, 53–64. doi: 10.1177/
1938965511424725

Hoobler, J. M., and Brass, D. J. (2006). Abusive supervision and family
undermining as displaced aggression. J. Appl. Psychol. 91, 1125–1133. doi: 10.
1037/0021-9010.91.5.1125

Jahanzeb, S., De Clercq, D., and Tasneem, F. (2020). Bridging the breach: Using
positive affectivity to overcome knowledge hiding after contract breaches.
J. Psychol. 154, 249–272. doi: 10.1080/00223980.2019.1705235

Jian, Z., Kwan, H. K., Qiu, Q., Liu, Z. Q., and Yim, F. H.-K. (2012). Abusive
supervision and frontline employees’ service performance. Serv. Ind. J. 32,
683–698. doi: 10.1080/02642069.2011.614338

Judge, T. A., Scott, B. A., and Ilies, R. (2006). Hostility, job attitudes, and workplace
deviance: test of a multilevel model. J. Appl. Psychol. 91, 126–138. doi: 10.1037/
0021-9010.91.1.126

Kacmar, K. M., Collins, B. J., Harris, K. J., and Judge, T. A. (2009). Core self-
evaluations and job performance: the role of the perceived work environment.
J. Appl. Psychol. 94, 1572–1580. doi: 10.1037/a0017498

Kang, S.-M., and Kwon, J.-H. (2018). A study on the moderating effect of self-
esteem on the effect of impersonal supervisory behavior perceived by hotel staff
on organizational silence. Tour. Manage. Res. 22, 539–560. doi: 10.18604/tmro.
2018.22.3.24

Kaufmann, G., and Vosburg, S. K. (2002). The effects of mood on early and
late idea production. Create. Res. J. 14, 317–330. doi: 10.1207/s15326934crj1
434_3

Lawler, J. J., Walumbwa, F. O., and Bai, B. (2008). “National culture and
cultural effects,” in Handbook of Research in International Human Resource
Management, ed. M. M. Harris (Mahwah, NJ: Lawrence Erlbaum), 5–28.

Leung, K., and Brew, F. P. (2009). “A cultural analysis of harmony and
conflict: toward an integrated model of conflict styles,” in Understanding
Culture: Theory, Research and Application, eds R. S. Wyer, C. Chiu, and
Y. Hong (New York, NY: Psychology Press), 411–428. doi: 10.2139/ssrn.148
4932

Leung, K., Brew, F. P., Zhang, Z. X., and Zhang, Y. (2011). Harmony and conflict:
a cross-cultural investigation in China and Australia. J. Cross Cult. Psychol. 42,
795–816. doi: 10.1177/0022022110363474

Leung, K., Koch, P. T., and Lu, L. (2002). A dualistic model of harmony and its
implications for conflict management in Asia. Asia Pac. J. Manage. 19, 201–220.
doi: 10.1023/A:1016287501806

Liu, D., Liao, H., and Loi, R. (2012). The dark side of leadership: a three-
level investigation of the cascading effect of abusive supervision on employee
creativity. Acad. Manage. J. 55, 1187–1212. doi: 10.5465/amj.2010.0400

Liu, J., Kwan, H. K., Wu, L.-Z., and Wu, W. (2010). Abusive supervision and
subordinate supervisor-directed deviance: The moderating role of traditional
values and the mediating role of revenge cognitions. J. Occup. Organ. Psychol.
83, 835–856. doi: 10.1348/096317909X485216

Frontiers in Psychology | www.frontiersin.org 10 March 2022 | Volume 13 | Article 796355

https://doi.org/10.1111/j.1467-8551.2009.00672.x
https://doi.org/10.1108/EBR-08-2018-0149
https://doi.org/10.1108/EBR-08-2018-0149
https://doi.org/10.1108/IJCMA-03-2021-0036
https://doi.org/10.1108/IJCMA-03-2021-0036
https://doi.org/10.3390/ijerph16183300
https://doi.org/10.2189/asqu.2005.50.3.367
https://doi.org/10.5465/256995
https://doi.org/10.5465/256995
https://doi.org/10.1037/0021-9010.92.1.191
https://doi.org/10.1177/0018726706066852
https://doi.org/10.1037/0022-3514.51.6.1173
https://doi.org/10.1037/0022-3514.51.6.1173
https://doi.org/10.1037/0021-9010.91.5.998
https://doi.org/10.3390/healthcare6030093
https://doi.org/10.3390/healthcare6030093
https://doi.org/10.1002/job.2001
https://doi.org/10.1057/s41291-021-00148-0
https://doi.org/10.3390/ijerph17030719
https://doi.org/10.3390/ijerph17030719
https://doi.org/10.1002/job.2134
https://doi.org/10.5465/3069350
https://doi.org/10.5465/3069350
https://doi.org/10.1037/1082-989X.12.1.1
https://doi.org/10.2307/2393733
https://doi.org/10.1287/orsc.1030.0051
https://doi.org/10.1287/orsc.1030.0051
https://doi.org/10.1037/0003-066X.56.3.218
https://doi.org/10.1146/annurev.psych.58.110405.085559
https://doi.org/10.1146/annurev.psych.58.110405.085559
https://doi.org/10.5465/amj.2007.25525934
https://doi.org/10.5465/amj.2007.25525934
https://doi.org/10.1037/0022-3514.85.2.348
https://doi.org/10.1007/s10551-015-2859-y
https://doi.org/10.1016/j.leaqua.2007.03.008
https://doi.org/10.1016/j.leaqua.2007.03.008
https://doi.org/10.5465/amj.2009.37308035
https://doi.org/10.1177/1938965511424725
https://doi.org/10.1177/1938965511424725
https://doi.org/10.1037/0021-9010.91.5.1125
https://doi.org/10.1037/0021-9010.91.5.1125
https://doi.org/10.1080/00223980.2019.1705235
https://doi.org/10.1080/02642069.2011.614338
https://doi.org/10.1037/0021-9010.91.1.126
https://doi.org/10.1037/0021-9010.91.1.126
https://doi.org/10.1037/a0017498
https://doi.org/10.18604/tmro.2018.22.3.24
https://doi.org/10.18604/tmro.2018.22.3.24
https://doi.org/10.1207/s15326934crj1434_3
https://doi.org/10.1207/s15326934crj1434_3
https://doi.org/10.2139/ssrn.1484932
https://doi.org/10.2139/ssrn.1484932
https://doi.org/10.1177/0022022110363474
https://doi.org/10.1023/A:1016287501806
https://doi.org/10.5465/amj.2010.0400
https://doi.org/10.1348/096317909X485216
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-796355 March 4, 2022 Time: 14:53 # 11

Chen et al. Abusive Supervision and Employee Creativity

Liu, M., and Wang, J. (2020). How does humble leadership affect employee
creativity? The dual perspectives of employee attribution and psychological
safety. Chin. Bus. Manage. J. 42, 102–116.

Liu, X.-Y., Kwan, H. K., and Zhang, X. (2020). Introverts maintain creativity: a
resource depletion model of negative workplace gossip. Asia Pac. J. Manage. 37,
325–344. doi: 10.1007/s10490-018-9595-7

Mackey, J. D., Huang, L., and He, W. (2020). “You abuse and I criticize”: an ego
depletion and leader– member exchange examination of abusive supervision
and destructive voice. J. Bus. Ethics 164, 579–591. doi: 10.1007/s10551-018-
4024-x

Mitchell, M. S., and Ambrose, M. L. (2007). Abusive supervision and workplace
deviance and the moderating effects of negative reciprocity beliefs. J. Appl.
Psychol. 92, 1159–1168. doi: 10.1037/0021-9010.92.4.1159

Mumford, M. D. (2003). Where we have been, where we are going. Taking stock
in creativity research. Create. Res. J. 15, 107–120. doi: 10.1080/10400419.2003.
9651403

Nystrom, H. (1990). “Organizational innovation,” in Innovation and Creativity at
Work: Psychological and Organizational Strategies, eds M. S. West and J. L. Farr
(New York, NY: Wiley), 143–162.

Parzefall, M. R., and Salin, D. M. (2010). Perceptions of and reactions to workplace
bullying: a social exchange perspective. Hum. Relat. 63, 761–780. doi: 10.1177/
0018726709345043

Podsakoff, N. P., LePine, J. A., and LePine, M. A. (2007). Differential challenge
stressor-hindrance stressor relationships with job attitudes, turnover intentions,
turnover, and withdrawal behavior: a meta-analysis. J. Appl. Psychol. 92, 438–
454. doi: 10.1037/0021-9010.92.2.438

Pun, N., and Lu, H. (2010). Unfinished proletarianization: Self, anger, and class
action among the second generation of peasant-workers in China. Mod. China
36, 493–519. doi: 10.1177/0097700410373576

Rabbani, S., and Sarmad, M. (2019). Revealing mediating role of creative self-
efficacy between climate for creativity and creativity: empirical evidence from
R&D of IT sector, Pakistan. Abasyn Univ. J. Soc. Sci. 12, 108–123. doi: 10.34091/
AJSS.12.1.10

Rodell, J. B., and Judge, T. A. (2009). Can “good” stressors spark “bad” behaviors?
The mediating role of emotions in links of challenge and hindrance stressors
with citizenship and counterproductive behaviors. J. Appl. Psychol. 94, 1438–
1451. doi: 10.1037/a0016752

Shafait, Z., Yuming, Z., Meyer, N., and Sroka, W. (2021a). Emotional Intelligence,
knowledge management processes and creative performance: modelling the
mediating role of self-directed learning in higher education. Sustainability
13:2933.

Shafait, Z., Khan, M. A., Bilan, Y., and Oláh, J. (2021b). Modeling the mediating
roles of self-directed learning and knowledge management processes between
emotional intelligence and learning outcomes in higher education. PLoS One
16:e0255177. doi: 10.1371/journal.pone.0255177

Shafait, Z., Khan, M. A., Sahibzada, U. F., Dacko-Pikiewicz, Z., and Popp, J.
(2021c). An assessment of students’ emotional intelligence, learning outcomes,
and academic efficacy: a correlational study in higher education. PLoS One
16:e0255428. doi: 10.1371/journal.pone.0255428

Shafait, Z., Yuming, Z., and Sahibzada, U. F. (2021d). Emotional intelligence
and conflict management: an execution of organisational learning,
psychological empowerment and innovative work behaviour in Chinese
higher education. Middle East J. Manage. 8, 1–22. doi: 10.1504/mejm.2021.100
33654

Shalley, C. E., and Gilson, L. L. (2004). What leaders need to know: a review of
social and contextual factors that can foster or hinder creativity. Leadersh. Q.
15, 33–53. doi: 10.1016/j.leaqua.2003.12.004

Shen, C., Zhang, Y., Yang, J., and Liu, S. (2020). Abusive supervision and employee
creativity: a moderated mediation model. Leadersh. Organ. Dev. J. 41, 193–207.
doi: 10.3389/fpsyg.2020.01175

Sijbom, R. B., Anseel, F., Crommelinck, M., De Beuckelaer, A., and De Stobbeleir,
K. E. (2018). Why seeking feedback from diverse sources may not be sufficient
for stimulating creativity: the role of performance dynamism and creative time
pressure. J. Organ. Behav. 39, 355–368. doi: 10.1002/job.2235

Stone, E. F., and Hollenbeck, J. R. (1989). Clarifying some controversial issues
surrounding statistical procedures for detecting moderator variables: Empirical
evidence and related matters. J. Appl. Psychol. 74, 3–10. doi: 10.1037/0021-9010.
74.1.3

Sun, X., Yang, M., and Chu, X. (2014). Abusive supervision and deviance behavior:
the mediating role of emotion. Chin. J. Manage. 27, 69–79. doi: 10.1037/
a0021593

Tepper, B. J. (2000). Consequences of abusive supervision. Acad. Manage. J. 43,
178–190. doi: 10.5465/1556375

Tepper, B. J. (2007). Abusive supervision in work organizations: review, synthesis,
and research agenda. J. Manage. 33, 261–289. doi: 10.1186/s13012-016-0428-0

Tepper, B. J., Henle, C. A., Lambert, L. S., Giacalone, R. A., and Duffy, M. K. (2008).
Abusive supervision and subordinates’ organization deviance. J. Appl. Psychol.
93, 721–732. doi: 10.1037/0021-9010.93.4.721

Tepper, B. J., Moss, S., and Duffy, M. K. (2011). Predictors of abusive supervision:
Supervisor perceptions of deep-level dissimilarity, relationship conflict, and
subordinate performance. Acad. Manage. J. 54, 279–294. doi: 10.5465/amj.2011.
60263085

Thau, S., Bennett, R. J., Mitchell, M. S., and Marrs, M. B. (2009). How management
style moderates the relationship between abusive supervision and workplace
deviance: an uncertainty management theory perspective. Organ. Behav. Hum.
Decis. Process. 108, 79–92. doi: 10.1016/j.obhdp.2008.06.003

Watson, D., Clark, L. A., and Tellegen, A. (1988). Development and validation of
brief measures of positive and negative affect: the PANAS scales. J. Pers. Soc.
Psychol. 54, 1063–1070. doi: 10.1037/0022-3514.54.6.1063

Weiss, H. M., and Cropanzano, R. (1996). Affective events theory: a theoretical
discussion of the structure, causes and consequences of affective experiences at
work. Res. Organ. Behav. 18, 1–74.

Whitman, M. V., Halbesleben, J. R., and Holmes, O. IV (2014). Abusive supervision
and feedback avoidance: the mediating role of emotional exhaustion. J. Organ.
Behav. 35, 38–53. doi: 10.1002/job.1852

Wu, X., Kwan, H. K., Ma, Y., Lai, G., and Yim, F. H.-K. (2020). Lone wolves
reciprocate less deviance: a moral identity model of abusive supervision.
Int. J. Hum. Resour. Manage. 31, 859–885. doi: 10.1080/09585192.2017.138
4929

Xia, X., and Ji, X. (2017). The impact of abusive supervision on employees’
innovative behavior: the mediation psychology empowerment. J. Xi’an Univ.
Finance Econ. 20, 62–67.

Yagil, D., Ben-Zur, H., and Tamir, I. (2011). Do employees cope effectively with
abusive supervision at work? An exploratory study. Int. J. Stress Manage. 18,
5–23. doi: 10.1037/a0020548

Yang, J., Chang, M., Chen, Z., and Zhou, L. (2020). The chain mediation
effect of spiritual leadership on employees’ innovative behavior.
Leadersh. Organ. Dev. J. 42, 114–129. doi: 10.1108/LODJ-10-2019-
0442

Zhang, H., Kwan, H. K., Zhang, X., and Wu, L. Z. (2014). High core self-evaluators
maintain creativity: a motivational model of abusive supervision. J. Manage. 40,
1151–1174. doi: 10.1177/0149206312460681

Zhang, S., Ke, X., Wang, X. H., and Liu, J. (2018). Empowering leadership and
employee creativity: a dual-mechanism perspective. J. Occup. Organ. Psychol.
91, 896–917. doi: 10.1111/joop.12219

Zhang, X., and Bartol, K. M. (2010). Linking empowering leadership and employee
creativity: the influence of psychological empowerment, intrinsic motivation,
and creative process engagement. Acad. Manage. J. 53, 107–128. doi: 10.5465/
amj.2010.48037118

Zhang, X., Zhou, J., and Kwan, H. K. (2017). Configuring challenge and hindrance
contexts for introversion and creativity: joint effects of task complexity and
guanxi management. Organ. Behav. Hum. Decis. Process. 143, 54–68. doi: 10.
1016/j.obhdp.2017.02.003

Zhang, Y., Zhang, J., Zhang, Q., and Mei, Q. (2015). Abusive supervision and user
resistance: the influence of negative emotions and leader member exchange.
Chin. J. Manage. 12, 1815–1823.

Zhou, J. (2003). When the presence of creative coworkers is related to
creativity: Role of supervisor close monitoring, developmental feedback, and
creative personality. J. Appl. Psychol. 88, 413–422. doi: 10.1037/0021-9010.88.
3.413

Zhou, J., and George, J. M. (2001). When job dissatisfaction leads to
creativity: encouraging the expression of voice. Acad. Manage. J. 44,
682–696.

Zhou, J., and Hoever, I. J. (2014). Research on workplace creativity: a review and
redirection. Annu. Rev. Organ. Psychol. Organ. Behav. 1, 333–359. doi: 10.1146/
annurev-orgpsych-031413-091226

Frontiers in Psychology | www.frontiersin.org 11 March 2022 | Volume 13 | Article 796355

https://doi.org/10.1007/s10490-018-9595-7
https://doi.org/10.1007/s10551-018-4024-x
https://doi.org/10.1007/s10551-018-4024-x
https://doi.org/10.1037/0021-9010.92.4.1159
https://doi.org/10.1080/10400419.2003.9651403
https://doi.org/10.1080/10400419.2003.9651403
https://doi.org/10.1177/0018726709345043
https://doi.org/10.1177/0018726709345043
https://doi.org/10.1037/0021-9010.92.2.438
https://doi.org/10.1177/0097700410373576
https://doi.org/10.34091/AJSS.12.1.10
https://doi.org/10.34091/AJSS.12.1.10
https://doi.org/10.1037/a0016752
https://doi.org/10.1371/journal.pone.0255177
https://doi.org/10.1371/journal.pone.0255428
https://doi.org/10.1504/mejm.2021.10033654
https://doi.org/10.1504/mejm.2021.10033654
https://doi.org/10.1016/j.leaqua.2003.12.004
https://doi.org/10.3389/fpsyg.2020.01175
https://doi.org/10.1002/job.2235
https://doi.org/10.1037/0021-9010.74.1.3
https://doi.org/10.1037/0021-9010.74.1.3
https://doi.org/10.1037/a0021593
https://doi.org/10.1037/a0021593
https://doi.org/10.5465/1556375
https://doi.org/10.1186/s13012-016-0428-0
https://doi.org/10.1037/0021-9010.93.4.721
https://doi.org/10.5465/amj.2011.60263085
https://doi.org/10.5465/amj.2011.60263085
https://doi.org/10.1016/j.obhdp.2008.06.003
https://doi.org/10.1037/0022-3514.54.6.1063
https://doi.org/10.1002/job.1852
https://doi.org/10.1080/09585192.2017.1384929
https://doi.org/10.1080/09585192.2017.1384929
https://doi.org/10.1037/a0020548
https://doi.org/10.1108/LODJ-10-2019-0442
https://doi.org/10.1108/LODJ-10-2019-0442
https://doi.org/10.1177/0149206312460681
https://doi.org/10.1111/joop.12219
https://doi.org/10.5465/amj.2010.48037118
https://doi.org/10.5465/amj.2010.48037118
https://doi.org/10.1016/j.obhdp.2017.02.003
https://doi.org/10.1016/j.obhdp.2017.02.003
https://doi.org/10.1037/0021-9010.88.3.413
https://doi.org/10.1037/0021-9010.88.3.413
https://doi.org/10.1146/annurev-orgpsych-031413-091226
https://doi.org/10.1146/annurev-orgpsych-031413-091226
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-796355 March 4, 2022 Time: 14:53 # 12

Chen et al. Abusive Supervision and Employee Creativity

Zhu, C., and Zhang, F. (2019). How does servant leadership fuel employee
innovative behavior? A moderated mediation framework. Asia Pac. J. Hum.
Resour. 58, 356–377. doi: 10.1111/1744-7941.12227

Conflict of Interest: The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be construed as a
potential conflict of interest.

Publisher’s Note: All claims expressed in this article are solely those of the authors
and do not necessarily represent those of their affiliated organizations, or those of

the publisher, the editors and the reviewers. Any product that may be evaluated in
this article, or claim that may be made by its manufacturer, is not guaranteed or
endorsed by the publisher.

Copyright © 2022 Chen, Ye, Shafait and Zhu. This is an open-access article
distributed under the terms of the Creative Commons Attribution License (CC BY).
The use, distribution or reproduction in other forums is permitted, provided the
original author(s) and the copyright owner(s) are credited and that the original
publication in this journal is cited, in accordance with accepted academic practice. No
use, distribution or reproduction is permitted which does not comply with these terms.

Frontiers in Psychology | www.frontiersin.org 12 March 2022 | Volume 13 | Article 796355

https://doi.org/10.1111/1744-7941.12227
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles

	The Effect of Abusive Supervision on Employee Creativity: The Mediating Role of Negative Affect and Moderating Role of Interpersonal Harmony
	Introduction
	Theoretical Background
	Abusive Supervision and Employee Creativity
	Negative Affect as a Mediator
	Moderating Role of Interpersonal Harmony

	Materials and Methods
	Sample and Procedures
	Measures
	Abusive Supervision
	Employee Creativity
	Employee Negative Affect
	Employee Interpersonal Harmony
	Control Variables


	Results
	Discussion
	Theoretical and Managerial Implications
	Limitations and Future Directions

	Data Availability Statement
	Ethics Statement
	Author Contributions
	Funding
	References


