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Research on the Relationship Between Abusive Leadership,
Interactive Memory System and Employee’s Innovation Behavior :
A Moderated Model
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Abstract: Based on resource conservation theory, this study investigates the impact of abusive leadership
on the employee’s innovation behavior in scientific research teams, and to explore the mediating role of in-
teractive memory system and the moderating role of organizational identity. A questionnaire survey was
conducted to collect 342 sample data from 67 research teams. Multiple regression, confirmatory factor a-
nalysis and moderated mediation model are employed to analyze data. Regression analysis shows that abu-
sive leadership is negatively associated with Interactive memory system, and interactive memory system
has a significant positive effect on creativity, and Interactive memory system fully mediates the relationship
between abusive leadership and creativity. In addition, organizational identification moderates the relation-
ship between abusive supervision and Interactive memory system. Moreover, moderated mediation analysis
find that organizational identification moderates the indirect effect of abusive supervision on creativity via
Interactive memory system.
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