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Abstract 
Based on the theory of social exchange, this study has probed the mechanism of the 
influence of the humble leadership on reactive innovation behavior, and has constructed 
a moderated mediation model. Through statistical analysis of 230 employee data 
collected in stages, the research results show that: (1) The humble leadership has 
indirect negative effect on reactive innovation behavior through the mediating role of 
affective commitment. (2) The leader identification has positive moderating effect on the 
positive relationship between the humble leadership and affective commitment. (3) The 
leader identification has positively moderated the mediating effect of the affective 
commitments between the humble leadership and the reactive innovation behavior, 
which is manifested as a moderated mediation model: the higher the leader 
identification, the stronger the mediating role mentioned above,and the weaker if it is 
the opposite. 
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1. Introduction 

Employee innovation consistency is considered as a key factor for enterprises to win the core 
competitive advantage [1]. How to effectively promote employees' innovative behavior has 
always attracted much attention, whether it is the theoretical research of academic circles or 
the innovation practice of enterprises. In previous studies, employee innovation was generally 
regarded as a spontaneous and active behavior, ignoring the passive side of this behavior. 
Reactive innovation behavior refers to an involuntary innovation behavior of employees under 
external pressure, which is reflected in the contradiction between innovation behavior and 
their own cognition [2]. In the era of "mass entrepreneurship and innovation", the country, 
organizations, teams and leaders are closely linked to encourage employees to innovate. 
Therefore, "inspired" innovation behaviors emerge one after another in all walks of life, but the 
innovation performance of actual output is embarrassing. For example, in 2020, of the 530,000 
invention patents authorized by China, only about 180,000 patents have achieved achievement 
transformation, and the patent industrialization rate is only 34.7%, among which the key 
technologies and innovative scientific and technological achievements are very scarce. 
Therefore, under the encouragement of innovation policy, there are "inefficient" reactive 
innovation behaviors in organizational practice. This kind of "reactive" innovation behavior 
will not only bring positive behavior results and high innovation performance, but will cause 
extra psychological burden and work pressure to employees, and transform employees' inner 
innovation interest into the pressure to cope with organizational innovation tasks [3]. In 
China's unique "double high" organizational situation of high leadership authority and high 
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collectivism culture, employees' reactive innovation behaviors forced by leadership authority 
and organizational pressure are often more likely to appear, but the research in this area has 
not been paid enough attention. 
Reactive innovation behavior is often produced in the harsh and high-pressure innovation 
environment, or forced by leadership authority or performance pressure. Therefore, in order 
to effectively curb the reactive innovation behavior, leaders are needed to create a relaxed and 
fault-tolerant innovation environment. Under this train of thought, the influence of leadership 
behavior on employees' reactive innovation behavior deserves attention. Owens & Hekman 
summarized humble leadership as a new bottom-up leadership style with clear self-awareness, 
high appreciation of subordinates and modesty and eagerness to learn [4]. The important 
influence of humble leadership on employees' innovative behavior has been confirmed by many 
studies [5-6]. Based on the theory of social exchange and self-efficacy, Wang Fuxiang deeply 
explored the mechanism of humble leadership on employees' innovative behavior, and took 
277 R&D personnel of IT enterprises as samples to prove that humble leadership can stimulate 
employees' innovative behavior by promoting employees' innovative self-efficacy [7]. Wang 
Yanzi et al. also confirmed that humble leadership can positively influence employees' 
innovative behavior, and insider identity cognition plays an important mediating role in this 
process [8]. However, the above studies are all based on the premise of employees' active 
innovation, without paying attention to the influence of humble leadership style on employees' 
reactive innovation behavior. The key difference between reactive innovation and active 
innovation lies in identity, so employees' decision whether to implement reactive innovation 
behavior also depends on their attitude and recognition towards the organization. Based on the 
theory of social exchange, humble leaders give positive feedback to employees' strengths at 
work and their contributions to the organization in a timely manner, and dare to put down the 
leadership's "shelf" to ask employees for advice, and always communicate with employees in 
an equal manner. This kind of leadership behavior makes employees feel the recognition and 
trust from the organization and realize the realization of their own value, so employees will 
have a higher level of affective commitment to the organization; However, employees with high 
level of affective commitment have a strong sense of responsibility and obligation to return to 
the organization, and will regard the development of the organization as their responsibility. 
Based on the principle of reciprocity, employees will actively treat their own work to better 
achieve organizational goals out of gratitude to leaders and organizations, and will not regard 
innovation behavior as an organizational constraint that has to be completed, thus reducing 
reactive innovation behaviors that are perfunctory and coping. This research will analyze in 
detail the internal mechanism of humble leadership restraining employees' reactive innovation 
behavior through affective commitment, and provide empirical support. 
Humble leadership can have an impact on employees' psychological state and work 
performance. However, will all employees in the organization feel the humility of the leader to 
the same degree, recognize this leadership style, and then make a positive response based on 
the norms of equality and reciprocity? Employees with different personality characteristics 
have different degrees of identification with specific leaders, that is, leader identification. Just 
because the leader has implemented humility, we can't think that followers will identify with 
the leader. The degree of followers' identification with the leader depends on many factors 
other than humility [9]. It varies from person to person, so the social exchange between them 
will be different. Different levels of leader identification may affect the effect of humble leaders 
on employees' psychological state and work performance [10]. Therefore, this paper will 
further explore the relationship between leader identification and humble leadership and 
affective commitment, and the mediating effect of affective commitment between humble 
leadership and employees' reactive innovation behavior. 
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2. Theoretical Basis and Research Hypotheses 

2.1. Humble Leadership and Employee Affective Commitment 
On the connotation of humble leadership, Owens & Hekman summarized the core 
characteristics of humble leadership into the following three points: (1) Objective and clear 
self-cognition: face up to own shortcomings and admit own mistakes; (2) Appreciate 
subordinates: be good at discovering the advantages of employees and giving positive feedback 
to their contributions; (3) Be diligent and inquisitive: keep open and actively seek advice from 
subordinates [4]. Based on the above characteristics, existing studies have confirmed that 
humble leadership will have a positive impact on employees' internal psychological state and 
external behavior, such as self-efficacy [11], organizational support [12], job satisfaction and 
job performance [13], etc. 
Affective commitment is characterized by employees' strong sense of belonging and affective 
dependence on the organization. This commitment has nothing to do with economic interests, 
but its essence is affective. It means that employees regard the organization as being integrated 
with themselves affectively, and they will stay in the organization and play their role without 
hesitation, regardless of the economic benefits of the organization. Research shows that the 
main factors affecting affective commitment come from two aspects: individuals and 
organizations. Among these antecedents, "leadership" is the decisive factor of affective 
commitment [14]. In the organizational environment, leaders are the most frequent and direct 
roles to communicate and interact with employees, so employees' attitudes and behaviors are 
more easily influenced by their direct leaders. Leaders, as the "mouthpiece" between 
organizations and employees, convey organizational values and organizational spirit to 
employees, and employees' understanding and recognition of the organization mostly comes 
from the words and deeds of their direct leaders. 
In the context of Chinese organization, the hierarchical concept of being superior and inferior 
is deeply rooted in people's hearts, and leaders are usually synonymous with authority and 
strength for employees. In this case, if the leader shows humble behavior and gives employees 
more appreciation, understanding and trust, based on the perspective of social exchange, 
employees will regard the appreciation and understanding of the leader as the trust and 
support of the organization to themselves, thus generating the reward psychology and showing 
a higher level of affective commitment [15]. Therefore, this research holds that humble 
leadership will affect employees' affective commitment, which is manifested in three basic 
aspects of humble leadership: (1) humble leaders can face up to their own shortcomings and 
deficiencies, actively seek feedback and accept employees' criticisms and suggestions; And 
admit the knowledge and skills that they are not good at work [16], and empower employees. 
These behaviors have greatly narrowed the psychological distance between superiors and 
subordinates, and made employees feel authorized, respected and trusted. Based on the 
principle of reciprocity, this feeling of being trusted makes employees more willing to treat the 
affairs of the organization as their own affairs. In this process, employees' sense of belonging 
and identity to the organization is also constantly improving, resulting in a high level of affective 
commitment. (2) Humble leaders are good at discovering employees' bright spots and giving 
positive feedback to employees' contributions in time [4], which meets employees' self-
realization needs. When employees' contributions are recognized, they will think that the 
organization attaches importance to their own contributions, which to a certain extent 
enhances employees' sense of self-worth in the organization; In addition, employees' own 
advantages are explored and appreciated, and they will perceive the organization's concern for 
their own growth and development, and these needs are the important conditions to meet 
affective commitment [17]. (3) Humble leaders create a two-way communication environment 
of equality between superiors and subordinates in the organization by talking heartily, which 
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makes it easier for employees' goals and organizational goals to converge; And to a certain 
extent, this kind of behavior promotes employees' right to speak in the organization [11] and 
makes them participate in organizational decision-making. All of these are conducive to the 
promotion of employees' organizational identity, commitment and loyalty, thus generating a 
high level of affective commitment. Therefore, put forward the hypothesis: 
Hypothesis1: Humble leadership has a positive impact on employees' affective commitment. 

2.2. Affective Commitment and Employees' Reactive Innovation Behavior 
For the definition of employee's innovative behavior, the western mainstream theories are 
generally based on individual's spontaneity and initiative, and it is inevitably linked with high 
innovative performance [18]. However, this definition is not applicable to Chinese 
organizations with high power distance and strong collectivism culture. Under the unique 
cultural background of China, there are a lot of "being innovated" phenomena in innovation 
practice, such as obeying the leadership innovation instructions, being forced by the pressure 
of innovation performance appraisal, and perfunctory completion of organizational innovation 
tasks [2]. Therefore, scholars have defined the reactive innovation behavior of employees based 
on the specific organizational situation in China. Zhao Bin and others think that employees' 
reactive innovation behavior is an involuntary innovation behavior under external pressure, 
which is reflected in the inconsistency between employees' innovative behavior and their own 
cognition [2]. reactive innovation behavior and employee innovation behavior under the 
traditional definition have the following three essential differences: first, identity, which is the 
essential difference between them. Under the traditional definition, employees' innovative 
behavior is from their inner will, with identity; However, reactive innovation behavior is forced 
by organizational pressure and has non-identity. Secondly, it is forward-looking. The 
implementation of employees' innovative behaviors under the traditional definition is planned, 
prepared and forward-looking. On the contrary, reactive innovation behavior is an immediate 
response to organizational innovation requirements, which is characterized by responsiveness. 
Finally, initiative, the innovative behavior of employees under the traditional definition, means 
that employees can actively respond to various problems in the process of innovation and have 
initiative; reactive innovation behavior is regarded as the behavior within the responsibility, 
which has strong external constraints. 
Many studies have shown that affective commitment has a significant predictive effect on 
employee behavior. Among them, O'reilly and other scholars pointed out that affective 
commitment is an important factor to restrain employees' negative behavior [19]. For example, 
Wang Lihe et al. found that corporate social responsibility can reduce employees' anti-
productive behavior by enhancing employees' affective commitment with the logic of 
"cognition-attitude-behavior" [20]. Meyer & Allen believe that affective commitment reflects 
employees' affective dependence on the organization, attitude recognition and work 
commitment [21]. Employees with a high level of affective commitment tend to show higher 
initiative, creativity and enthusiasm at work, while showing less profit-seeking and coping [22]. 
The level of emotion can represent the exchange quality between employees and organizations 
to a certain extent. When employees have a high level of affective commitment, it means that 
the affective connection between employees and organizations goes beyond the interest 
connection, and a good social exchange relationship has been established between them [20]. 
Based on the reciprocity principle in social exchange theory, as the reward of good exchange 
relationship, employees will show a higher sense of identity and responsibility to the 
organization. At this time, employees will regard innovative behavior as an important form to 
improve the working environment, improve work efficiency, achieve organizational goals and 
repay the organization, and will not regard it as an organizational constraint that has to be 
completed, thus reducing passive innovative behavior of perfunctory and coping. On the 
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contrary, when the level of employees' affective commitment is low, it means that there is more 
interest connection than affective connection between employees and organizations, and 
employees' attitude towards work is to complete clear tasks to get corresponding 
remuneration [23]. In this case, in order to complete tasks, leaders' innovative instructions or 
achieve the innovative performance stipulated by the organization, employees will only make 
innovative behaviors that meet the minimum requirements or even just superficial coping 
innovations, and stop immediately when the requirements are met. To sum up, put forward the 
hypothesis: 
Hypothesis2: Affective commitment has a negative impact on employees' reactive innovation 
behavior. 

2.3. The Mediating Role of Affective Commitment 
Humble leaders directly or indirectly influence employees' psychological state by lowering 
their attitude, respecting, trusting and empowering employees, paying attention to employees' 
value to the organization, and paying attention to employees' growth, thus effectively inspiring 
employees' positive emotion, loyalty and active dedication to the organization, thus prompting 
them to generate high-level affective commitment. According to the social exchange theory, the 
two sides measure each other's efforts and make corresponding returns based on value 
exchange to maintain the relationship between the two sides. Employees with high level of 
affective commitment will show their potential reward obligations in various aspects such as 
work attitude and behavior. Specifically, employees with high-level affective commitment have 
a high sense of identity with organizational norms and values, and think that they are obliged 
to be responsible for the development of the organization, thus reducing their reactive 
innovation behaviors of coping, perfunctory and inner disapproval. Therefore, put forward the 
hypothesis: 
Hypothesis3: Affective commitment plays an mediating role between humble leadership and 
employees' reactive innovation behavior. 

2.4. The Moderating Effect of Leader Identification 
This paper holds that the relationship between humble leaders and employees' affective 
commitment also depends on employees' recognition of their leaders, that is, the leader 
identification. Leader identification refers to the employee's perception of identity and identity 
with the leader when partially defining himself according to the leader [24]. This identity will 
make employees' interpretation and reaction to the leader and his behavior have a positive 
impact. Therefore, employees with different leader identities will have different 
understandings and reactions to their leaders' humility [10]. Specifically, because employees 
with high leader identification have a high level of identity with their leaders, they are more 
inclined to make a positive interpretation of the leaders' motives and behaviors [25]. Therefore, 
when faced with the leaders' humble behaviors such as accepting words, authorization and 
asking for advice modestly, they will regard this as the leaders' trust and respect for themselves, 
and they are more likely to show their obligation of return based on reciprocity norms, thus 
resulting in a high level of affective commitment; On the contrary, employees with low leader 
identification have a low overall identification with their leaders, so they will not identify and 
appreciate their leaders just because the leaders are humble. Low leader identification that 
employees may even make negative cognition of the leader's humility, and regard the behavior 
of the humble leader's acceptance, authorization, and humbly asking for advice as the 
performance of the leader's "incompetence", and rarely repay these humility behaviors. At this 
time, the humble leader has a weak influence on employees' affective commitment. Therefore, 
this research holds that high leader identification will strengthen the positive influence of 
humble leadership on employees' affective commitment, while low leader identification will 
greatly weaken this positive influence. To sum up, put forward the hypothesis: 
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Hypothesis4: Leader identification positively moderates the relationship between humble 
leadership and employees' affective commitment. 
Based on the above analysis and hypotheses, affective commitment plays an mediating role 
between humble leadership and employees' reactive innovation behavior, and leader 
identification positively moderates the relationship between humble leadership and 
employees' affective commitment. On this basis, this research expects that leader identification 
may further moderate the indirect effect of humble leadership on employees' reactive 
innovation behavior through affective commitment, that is, there is a moderated mediating 
model. Specifically, when the employee has a high leader identification, the humble leadership 
will transmit more indirect effects on the employee's reactive innovation behavior through 
affective commitment; On the contrary, when employees' leader identification is low, the 
indirect influence of humble leadership on employees' reactive innovation behavior through 
affective commitment will be small. Therefore, put forward the hypothesis: 
Hypothesis5: Leader identification significantly moderates the mediating role of affective 
commitment between humble leadership and employees' reactive innovation behavior, that is, 
the higher the level of employees' leader identification, the stronger the role of humble 
leadership in influencing employees' reactive innovation behavior through affective 
commitment, and the weaker it is on the contrary. 
To sum up, the theoretical model of this study is shown in Figure 1. 
 

 
Figure 1. Theoretical model 

3. Research Method 

3.1. Research Object 
In this study, employees from Shanghai, Shanxi and other places are investigated by 
questionnaire. In order to avoid common method deviation, the questionnaire survey was 
conducted in two stages. In the first stage of the investigation, we asked employees to evaluate 
the humble leadership performance of their direct superiors, and to know their leader 
identification level and personal background information; In the second stage of the survey 
(one month later), we asked employees to fill in their affective commitment to the organization 
and the evaluation of reactive innovation behavior at work. After matching and screening the 
questionnaires collected in two stages, 230 valid questionnaires were finally obtained. There 
are 99 males (43.0%) and 131 females (57.0%). The age of employees is mainly between 21 
and 40 years old (85.7% cumulatively); Bachelor degree (69.6%); 75.7% of employees' 
working experience is less than 5 years; In terms of positions, 75.2% are ordinary employees, 
19.1% are grass-roots managers, and 5.7% are middle and senior managers and above. 

3.2. Research Tools 
In order to ensure the reliability and validity of the measurement tools, the scales selected in 
this studg are all mature scales in related research at home and abroad, and all scales are 
measured by Likert5-point scoring method (from "1" very non-conforming to "5" very 
conforming). 

Leader Identification 

Reactive Innovation Behavior Affective Commitment Humble Leadership 
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Humble leadership are measured by the scale developed by Owens et al. [11], which has nine 
items, such as "My leader will actively seek feedback, even if the feedback is critical". In this 
study, the Cronbach's α coefficient of the scale is 0.957. Affective commitment adopts the scale 
developed by Meyer & Allen[21], which has six items, such as "I am very happy to continue my 
career in this organization". In this study, the Cronbach's α coefficient of this scale is 0.937. The 
measurement of employees' reactive innovation behavior refers to the research of Zhao Bin et 
al. [2], which consists of five items, such as "Innovation is only to complete the set tasks". In this 
study, the Cronbach's α coefficient of this scale is 0.795. The measure of leader identification 
adopts the scale developed by Mael & Ashforth's[26], and uses the processing method of Wang 
Zhen et al. [27] for reference. There are five items, such as "When someone criticizes my leader, 
it feels like criticizing myself". In this study, the Cronbach's α coefficient of the scale is 0.856. In 
addition, this study selects gender, age, education, position and working years as the control 
variables for the following reasons: First, some studies have shown that employees' affective 
commitment will increase with the increase of their age and working years [28], and the level 
of affective commitment of highly educated employees has a downward trend. Secondly, it is 
found that the attitudes and behaviors of female employees in the workplace are more easily 
influenced by organizational factors such as leadership behaviors [29]. 

4. Research Results 

4.1. Confirmatory Factor Analysis  
This study conducted confirmatory factor analysis on the main variables (humble leadership, 
affective commitment, leader identification, reactive innovation behavior). The results in Table 
1 show that, compared with other factor models, the four-factor model has the best data fitting 
effect, which indicates that these variables have good discrimination validity. 
 

Table 1. Results of confirmatory factor analysis 

Model Included factors χ2 df χ2/df RMSEA IFI CFI TLI 

Single factor model HL+AC+LI+RI 2281.79 274 8.33 0.18 0.55 0.55 0.51 

Two-factor model HL; AC+LI+RI 1348.47 273 4.94 0.13 0.76 0.76 0.74 

Three-factor model HL; AC; LI+RI 890.24 271 3.29 0.10 0.86 0.86 0.85 

Four-factor model HL; AC; LI; RI 607.55 268 2.27 0.07 0.92 0.92 0.92 

Notes: HL: Humble Leadership; AC: Affective Commitment; LI: Leader Identification; RI: 
Reactive Innovation Behavior. 

4.2. Descriptive Statistics and Correlation Analysis  
The mean value, standard deviation and correlation coefficient of each variable are shown in 
Table 2. As shown in Table 2, humble leadership is positively correlated with employees' 
affective commitment (r = 0.41, P < 0.01), while affective commitment is negatively correlated 
with employees' reactive innovation behavior (r =-0.18, P < 0.01). The above results are 
consistent with the theoretical expectation of this study, which provides preliminary support 
for the subsequent hypothesis testing. 
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Table 2. Table of mean, standard deviation and correlation coefficient of variables 

Variable M SD 1 2 3 4 5 6 7 8 

1. Gender 1.57 0.50         

2. Age 1.48 0.82 -0.05        

3.Education 1.88 0.59 0.01 -0.28**       

4. Position 1.30 0.57 -0.12 0.24** 0.10      

5. Tenure 2.34 1.52 0.09 0.77** -0.20** 0.25*
* 

    

6.Humble 
Leadership 

3.59 0.87 -0.00 -0.01 -0.01 0.09 -0.02    

7.Leader 
Identification 

3.24 0.82 -0.04 0.10 0.01 0.06 0.11 0.48**   

8.Affective 
Commitment 

3.59 0.74 -0.09 0.11 -0.05 0.15* 0.15* 0.41** 0.46**  

9.Reactive 
Innovation 
Behavior 

2.77 0.65 -0.11 -0.15* -0.06 -0.08 -0.17* -0.07 -0.20** -
0.18** 

Note: * * means p < 0.01 and * means p<0.05. 
 

Table 3. Results of regression analysis 

Variable 
Affective Commitment Reactive Innovation Behavior 

M1 M2 M3 M4 M5 M6 M7 M8 

Gender -0.092 -0.099 -0.082 -0.069 -0.107 -0.106 -0.123 -0.123 

Age -0.059 -0.061 -0.074 -0.075 -0.111 -0.111 -0.121 -0.121 

Education -0.045 -0.034 -0.050 -0.028 -0.101 -0.103 -0.108 -0.108 

Position 0.112 0.069 0.078 0.062 -0.039 -0.031 -0.020 -0.020 

Tenure 0.169 0.191* 0.157 0.156 -0.080 -0.084 -0.052 -0.053 

Humble Leadership  0.405*** 0.249*** 0.251***  -0.071  -0.004 

Affective Commitment       -0.167* -0.165* 

Leader Identification   0.318*** 0.324***     

Humble Leadership × 
Leader Identification 

   0.169**     

R² 0.046 0.208 0.284 0.311 0.050 0.055 0.077 0.077 

F 2.158 9.757*** 12.568*** 12.487*** 2.370* 2.174* 3.090** 2.638* 

ΔR² 0.046 0.208 0.284 0.027 0.050 0.055 0.077 0.022 

ΔF 2.158 9.757*** 12.568*** 8.824** 2.370* 2.174* 3.090** 5.178* 

Note: * * * means p<0.001, ** means p < 0.01 and * means p<0.05. 
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4.3. Hypothesis Test  
Hypothesis 1. Hypothesis1 is that humble leadership has a positive influence on employees' 
affective commitment. Table 3 Model 2 in the regression analysis results shows that after 
controlling demographic variables such as gender, age, education, position, years of service and 
so on, humble leaders have a significant positive impact on employees' affective commitment 
(β = 0.405, P < 0.001). Therefore, Hypothesis 1 is supported. 
Hypothesis 2. Table 3 Model 7 in the regression analysis results shows that affective 
commitment has a significant negative impact on reactive innovation behavior (β =-0.167, P < 
0.05). Therefore, Hypothesis 2 is supported. 
Hypothesis 3. Model 2 in Table 3 shows that humble leadership has a significant positive impact 
on employees' affective commitment (β = 0.405, P < 0.001). In model 8, the independent 
variable (humble leader) and the intermediary variable (affective commitment) are put into the 
regression model at the same time, and the affective commitment has a significant influence on 
the reactive innovation behavior (β =-0.165, p < 0.05). Meanwhile, the Bootstrap analysis 
results in Table 4 show that the indirect effect of humble leaders on employees' reactive 
innovation behavior through affective commitment is significant (β =-0.031, p < 0.05), and the 
confidence interval of bootstrap (n = 5,000) 95% is [-0.084, -0.005], excluding 0. Therefore, 
Hypothesis 3 is supported. 
Hypothesis 4. In this study, the regulatory effect is tested by hierarchical regression analysis, 
and the analysis results are shown in Model 3 and Model 4 in Table 3 (variables have been 
centralized). The results of the model show that the interaction between humble leadership and 
leader identification has a significant positive impact on employees' affective commitment (β = 
0.169,p < 0.01). Therefore, Hypothesis 4 is supported. In order to more intuitively show the 
moderating effect of leader identification between humble leadership and employee's affective 
commitment, this study draws the moderating effect diagram of leader identification with 
reference to Aiken & West(1991) (see Figure 2). For employees with high leader identification, 
the positive effect of humble leadership on affective commitment is more obvious, while for 
employees with low leader identification, the positive effect of humble leadership on affective 
commitment is weaker, which is in line with the original expectation. To sum up, leader 
identification plays a significant positive moderating role in the relationship between humble 
leadership and employee affective commitment. 
Hypothesis 5. In this study, Process is used to test the significance of the indirect effect of 
humble leaders on employees' reactive innovation behavior through affective commitment 
under three different levels of leader identification (low leader identification, middle leader 
identification and high leader identification), so as to verify the moderating effect of leader 
identification on the mediating effect of affective commitment. The test results based on 5000 
random samples are shown in Table 5. Under the condition of low leader identification, the 
mediating effect of employee affective commitment between humble leadership and reactive 
innovation behavior is not significant, and the 95% confidence interval is [-0.078,0.007], 
including 0; Under the condition of high leader identification, the mediating effect of employee 
affective commitment between humble leadership and reactive innovation behavior is 
significant, with 95% confidence interval of [-0.129, -0.006], excluding 0. This shows that the 
mediating role of affective commitment between humble leadership and employees' reactive 
innovation behavior will be influenced by leader identification, and there is a mediated role. To 
sum up, Hypothesis 5 is supported. 
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Table 4. Bootstrap Analysis of  Mediating Effect 

Path Indirect Effect Value Standard Error 
95% Confidence Interval 

lower limit upper limit 

HL→AC→RI -0.031* 0.020 -0.084 -0.005 

Notes: HL: Humble Leadership; AC: Affective Commitment; RI: Reactive Innovation Behavior 
 

Table 5. Mediated effect analysis of regulated 

Path Leader Identification Effect Value SE 
95% Confidence Interval 

lower limit upper limit 

HL→AC→RI 

Low leader identification -0.016 0.019 -0.078 0.007 

Middle leader identification -0.031* 0.021 -0.088 -0.002 

High leader identification -0.046* 0.028 -0.129 -0.006 

Note: HL: Humble Leadership; AC: Affective Commitment; RI: Reactive Innovation Behavior 
 

 

Figure. 2. The moderating effect of leader identification on humble leadership and affective 
commitment. 

5. Research Results and Discussion 

Based on the organizational situation in China, this study pays attention to the passive side of 
employees' innovative behavior, and opens the "black box" of the influence of humble 
leadership on employees' reactive innovative behavior through the construction and empirical 
test of a moderated mediating model. Specifically, affective commitment plays an mediating 
role between humble leadership and employees' reactive innovation behavior, and leader 
identification plays a moderating role in this intermediary condition and intermediary effect. 

5.1. Theoretical Significance  
First of all, most of the previous studies regarded employees' innovative behavior as a 
spontaneous and active behavior. With the deepening of research, the passive side of innovative 
behavior began to get attention, but the related research was scarce. This study responds to the 
research of Zhao Bin et al. [2], Yang Wansu & Yang Shanlin [30], who call for more quantitative 
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research to explore the influencing factors of employees' reactive innovation behaviors, 
especially different leadership styles. The empirical results of this study show that humble 
leadership is also a key factor affecting employees' reactive innovation behavior, so this study 
enriches the research on the antecedents and variables of employees' reactive innovation 
behavior, and makes a useful supplement to the research of Zhao Bin, Yang Wansu et al.. 
Secondly, from the perspective of social exchange theory, this study explores the mediating 
effect of employees' affective commitment between humble leadership and employees' reactive 
innovation behavior, verifies the important transmission role of affective commitment between 
leadership style and employees' behavior, and further enriches the research on the mechanism 
of "leadership style-employees' psychology-employees' behavior". Finally, through research, 
we have confirmed the moderating effect of leader identification between humble leadership 
and its outcome variables. This conclusion reveals that not all employees in the organization 
will perceive the leader's humility to the same extent, and recognize this leadership style, and 
then produce rewarding psychology and behavior. The results show that the different degree 
of leader identification will significantly affect the effect of humble leadership on employees' 
affective commitment and reactive innovation behavior. A high level of leader identification 
promotes the relationship between "humble leadership-affective commitment" and "humble 
leadership-affective commitment-reactive innovation behavior", whereas a low level of leader 
identification will weaken the relationship. Thus, individual cognitive differences of employees 
are the boundary conditions that can not be ignored in the role of leadership style on 
employees' attitudes and behaviors. Previous studies mainly focused on how leaders influence 
employees, but paid less attention to the boundary role of employees' cognition of leaders in 
this process. Therefore, the boundary condition of "leader identification" provides a new way 
of thinking for the related research of leadership effectiveness. 

5.2. Practical Significance  
First, enterprise managers should be clear about the negative impact of employees' reactive 
innovation behavior on enterprise innovation performance. Therefore, leaders should show 
respect, trust and recognition to employees through the way of "honoring virtuous men and 
women", so as to promote employees' loyalty and sense of responsibility to the enterprise, and 
effectively guide employees to reduce their involuntary reactive innovation through this 
affective bond. Secondly, compared with continuous commitment and normative commitment, 
affective commitment should be the focus of attention in the process of enterprise management. 
The results show that affective commitment is one of the key links in the process of humble 
leadership restraining employees' reactive innovation behavior. Therefore, enterprise 
managers should pay attention to the cultivation of employees' affective factors, truly be 
people-oriented, care about the growth and development of employees in the organization, 
better establish the affective connection between employees and organizations, and effectively 
improve employees' loyalty and sense of responsibility to the enterprise. Third, when leaders 
try to curb employees' reactive innovation behavior by implementing humility behavior, they 
should pay special attention to employees' leader identification. Because employees' 
recognition of leaders is based on many factors other than humble leadership behavior, and 
employees' recognition of their leadership traits, attitudes and behaviors comes from the 
interaction between the two sides. Therefore, leaders should strengthen equal opportunities to 
interact with employees and share their thoughts, attitudes, feelings and expectations with each 
other in order to better understand and appreciate each other, which is an important 
prerequisite for the formation of leader identification. 

5.3. Limitations and Future Directions  
There are the following limitations in this study that need further improvement: First, the 
empirical analysis results of this paper show that the negative relationship between humble 
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leadership and employees' reactive innovation behavior is not significant, which indicates that 
there is an action path between humble leadership and employees' reactive innovation 
behavior except affective commitment, and future research can explore the action mechanism 
between humble leadership and employees' reactive innovation behavior from other 
perspectives. Secondly, organizational situational factors, such as poor order atmosphere and 
organizational fault-tolerant atmosphere, also play an important role in the effectiveness of 
leadership behavior and employees' innovative behavior. Therefore, related research in the 
future can consider the moderating effects of these factors. 
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