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Fig. 1 The organizational support and employees’ innovative behavior model
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. 1 Cronbachs «
0.767 CR 0.843
0.70 B AVE
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Table 1 Reliability and discrimination validity
Cronbach’s a CR AVE
0.767 0.843 0.520 (0.721)
0.882 0.910 0.629 0.657 (0.793)
0.857 0.898 0.637 0.596 0.699 (0.798)
0.886 0.908 0.525 0.332 0.448 0.461 (0.725)
AVE
AVE AVE AVE

6 AVE
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»=0.001
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0. 851

Table 2 Latent variable load

Steenkamp

0.50

van Trijp **

0.604 10. 696
0.675 10.755
Cronbach’s o =0.767
0.766 20.216
AVE =0.520
0.740 19.623
CR=0.843
/ 0.802 33.589
0.797 26.972
0.778 23.901
Cronbach’s a =0. 882 0.851 47.109
AVE =0.629 0.816 35.755
CR=0.910 0.692 16.352
0.816 29.969
0.803 28.496
0. 805 25.072
Cronbach’s a =0. 857
0.832 39.129
AVE =0.637
0.792 26.498
CR =0.898
0.756 19.771
0. 606 10. 200
0.696 24.413
N 0.747 20. 800
0.690 16.054
Cronbach’s o =0. 886
0.810 35.836
AVE =0.525
0.764 23.069
CR =0.908
0.722 20.811
0.79%4 28.691
0.670 13. 660

(B8 =0.156
p <0.05)

(8=0.209 p<0.001;
B=0.543 p<0.001).

(B=0.141 p<0.05; §=0.223 p<0.01)
Hla Hlb :

(p<0.05)

0.082 (p<0.1)

0.150 ( p <0.05)

H2. H2

0. 069
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0.05) . H3a H3b
bootstrapping (
B =0.043 )
(p<0.05)
B=0.112 (p <0.05). (B=-
bootstrapping 0.159 p<0.05) H4b ;
95% ( 0.008
0.078) (B=0.015 p>0.1) H4a
95% (0.031 0.193)
2 3 4
H2a H2b >
3
(B=-0.151 p<0.05; B=-0.222 p<
3
Table 3 The estimation of structural equation model
T T
(Est.) ( SE) ( Est. /SE) (Est.) ( SE) ( Est. /SE)
0.209 0.059 3.513 %% 0. 141 0.061 2.3117
0.543 0. 060 8.997 *** 0.223 0.062 3.597 %**
-0.134 0.054 2.507 ** 0.004 0.072 0.058
0.206 0.090 2.288"
* -0.151 0.087 1.736" 0.015 0.084 0.177
& -0.222 0.110 2.009" -0.159 0.080 1.988"
0.043 0.021 2.050"
0.112 0.049 2.263"
0.042 0.041 1.028 0.106 0.052 2.036"
0.057 0.039 1.442% -0.094 0.056 1.668"
0.156 0.082 1.894" 0.339 0.103 3.287% %%
-0.025 0.077 0.321 -0.280 0.113 2.493%*
R? 0.607 0.396

*

<0.05; ** <0.01; *** <0.001; + <O.1.
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Organizational support perceived status and employees’ innovative behavior:
Perspective of employment diversity

LIU Zhi<qiang DENG Chuan—un LIAO Jian-giao LONG Li-rong
School of Management Huazhong University of Science and Technology Wuhan 430074 China

Abstract: Based on the theories of social comparison and social exchange this study explores how organiza—
tional support and employment identity diversity affect employee innovative behavior through perceived insider
status. The results show that perceived insider status mediates the relationship between organizational support
and employee innovative behavior and employment identity diversity moderates not only the linkage of organiza—
tional support and perceived insider status but also the linkage of perceived insider status and employee inno—
vative behavior negatively which contribute to theory and practice by throwing a new light upon such issue as
“why more organizational supports cannot drive more employee innovative behaviors” and making clear how or—
ganizational support and employee relationship management can drive employees’ innovative behavior and im—
prove organizational effectiveness.

Key words: employment identity; perceived insider status; received organizational support; perceived organi—

zational support; innovative behavior



