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ABSTRACT

The team is an important organization form of eptise innovation, The team leadership play a kdg o the
team innovation performance. The paper is basethatthed data of 96 team leaders and 540 team membe
through the statistical analysis finds that: Whée team emotional atmosphere is positive, authéatidership
and team innovation performance is directly relatabusive supervision and team innovation perforceais
negatively related ;When the team emotional atmesplis negative, authentic leadership and team vation
performance is negatively related, abusive supemisand team innovation performance is directlyated.
Finally, through discussing the results of the gtudsing the western positive, negative leaderdiepavior
theory, for the development of enterprise team vation performance during the period of China eaoim
transition and the constructing relationship betwethe leader and the subordinate, it provides sasiated
practical suggestions and look forward to the fetarstudy.
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INTRODUCTION

1.1 Theoretical Basis

In order to make the organization structure moexilile, and hope the great utility in human resesrbave
produced through cooperation, The modern enterptisee begun a large number of use of the “teaork
style. However, not all teams can play the higledfstiency. In all the factors affecting team eiifiocy, team leader
is proved to be an important key factor .But thestpeesearch is not much, but only for transactional
transformational and other traditional concept eddership behavior. In recent years, the incideftSARS,
financial tsunami , Foxconn's employee falling affbuilding all tests the people for the leadeosfidence.
Innovation is thought as the key to obtain and kd&ep competitive advantage in dynamic and changeful
environment ,the team is regarded as the basen@gtion unit Under the new situation, and it msiportant
executor of innovation strategy. The team innovaperformance and its influence mechanism has dausee and
more attention of the experts and scholars.

Although research shows that, team innovation pewmce is affected by many factors, but the leaderan
important factor influencing the team innovationgims to be paid close attention t¢ MUMFORD M D,
LICUANAN B., 2004 inrecent years. The research approach of leaigerah be divided into two factions: one
faction from the positive perspective, it studibe effective leadership behavior in organizationd &s positive
influence on subordinates, teams and organizatiAnsther from the opposite perspective, researctezmtive
leadership behavior in organization and its negasffect on subordinates, teams and organizatidhgresent,
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negative leadership behavior research has made aohievements, also it has a rapid developmeneapédnsion
of the trend in this field(Liu Shishun, Ling Wen &u Fang Liluo, 2008; Tepper,2007).

It discusses team innovation performance effectshef positive, negative leadership behavior in itletaand
further enriches and perfects the related reseantfievement. Based on Chinese organizational contes
research of the positive, negative leadership eh#&/necessary Ling Wenquan2009; Zheng Boxun2010).The
internal connection between The positive, negaiaslership behavior and team innovation performanag be
complex, and thus its internal mechanism should fuether examined

1.2 Resear ch Hypothesis

In the related research on traditional team , "inparocess - output " model (short for IPO modetiich McGrath
(1964) proposed ,The framework is the most commaosbid , among them the input is refers to the faatdich
affects team effectiveness, the process refefse@itocess of interaction between team memberqutmit is the
team efficiency. In this model, the team procesmissidered to be an important mechanism which ected team
input variables and team output variablésHackman J R. 2002 .In recent years, the related research on team has
extended beyond the view of traditional simpledgtwf team process , The team state which conckptiso
reflecting the team cognition, motivation or ematicand also is drawn into the mechanism reseandieam input

and team output , thus extends IPO model of team.

In the Cohen and Bailey's (1997) heuristic modeltedm effectiveness, the model includes the importaur

teams’ levels variables except the external enwiremt. The four teams’ levels variables are respelgti (1) task
design of the team (including the independence iatefdependence of the task of the team etc.)ctsirel
(including the size of the team and the period wifding the team etc.) and situations (includingdership and
reward etc.); (2) the process of the team (inclgdionflicts and communications of the team et8);psychological
characteristics (it was defined later as the statéhe team by Marks, Mathieu and Zaccaro (199Wluding the
shared mental model and group norms etc.); (4)ethin effectiveness (such as performance etc.).[1-3]

The group affective tone includes “the consistenh@mogeneous affective response of the group.’({@ed 990)
the group affective tone refers to the affectiveponse caused by the members’ emotional interactimh
interpersonal relationships of the group. From peespective of the researchers’ construction lewghome and
abroad comprehensively, the group affective tong eiided into positive and negative aspects bytrabpeople.
The meaning of the group affective tone was divited “the positive group affective tone” and “tinegative
affective tone” aspects in this research. Meanwliile emotion of the group was discussed in ttésarch, which
was analyzed and interpreted in table 1.

Tablel Analysis of the Group Affective Tone L evel

Level Haxpation

(the Positive Affective Tone) It includes taecellent group affective tone. It brings the capnnsense among members of the team
together. It creates the harmony and sense ofigeetn. the members have sense of identity anohigghg for the team.

(the Negative Affective Tone) It includieee bad group affective tone. It can't bring thenooon sense of the team together. There
are conflicts and sense of helplessness etc. athertgams. The members don'’t have sense of idemtidybelonging for the team.

On the basis of the heuristic model of team eféectess put forward by Cohen and Bailey (1997)atit@or thinks
that the group affective tone is the important atijlg variable connecting the positive and negakdazlership
behavior with the creative performance of the teBgncombining it with the relevant research resatt$iome and
abroad, the following research hypotheses arequutaird in this research[4-7]:

Hypothesis 1: the negative correlation betweerirtipgoper supervision and the creative performari¢cheoteam.
Hypothesis 2: the positive correlation betweensiheere leadership and the creative performantieeaieam.
Hypothesis 3: the correlations between the imprapgyervision and the creative performance are tefieby
adjusting the group affective tone. The positiiecfve tone of the team can reduce the correlatimtween them.
Hypothesis 4: the correlations between the sinlgzrdership and the creative performance of the wanaffected
by adjusting the group affective tone. The negatfective tone of the team can strengthen theetations
between them.

EXPERIMENTAL SECTION

This research was an empirical research, whichceaased out by adopting questionnaire and stasistimalysis.
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The data were processed and hypothesis model wifisddy adopting SPSS17.0.

2.1 Research Objects

540 team members of 96 teams from the differenbrg@nizations were selected to take part in thisesuin this
research. To guarantee the preciseness of therchsélae research objects through questionnairthefresearch
were divided into the team leader and team memBberseduce the common method variance caused byatime
source data, the variable data were regarded adiffeent collected sources in this research {#zam leader and
team members). Meanwhile, the data were collectéinnthe range of 3 to 5 months intervals in tw{@d and
T2).

Matching method was adopted in this questionnaitgich were the questionnaire for the team leadel the
guestionnaire for the team members. During thege®of the first survey (T1), the contents of theationnaire for
the team leader mainly included the backgroundrmédion of the leader and team members. The canterthe
guestionnaire for the team members mainly inclutted personal background information and the teaaddes
authentic leadership and the improper supervisatwabior. However, during the process of the sesumdey (T2),
the contents of the questionnaire for the teamdeadainly included the personal and the team backgt
information and the team innovation performancee Tantents of the questionnaire for the team mesnimainly
included the personal background information armdiétam emotional atmosphere. After filling in theegtionnaire,
the guestionnaires were enclosed into the envelbpeake respondents, which were sent to researcliestly by
the respondents or human resource department lofoeaapany.

592 questionnaires for the members of the team watected after finishing surveying in total. 9Gegtionnaires
are those for the leader of the team. The numbeuestionnaires for the leader and members ofcthim twas 688
in total. There were 540 valid questionnaires far tmembers of the team and 96 valid questionn&irethe leader
of the team except for the incomplete and carétesdid questionnaires. The total valid rate was4%.

Among 85 teams, the female team leader was 22.90% .male team leader was 77.10%. The average athe of
leaders of the team was 38.86. The leaders ofeidnm thaving the high-school degree and under ocdup@d%.
The leaders of the team having the associate degpagied 32.23%. The leaders of the team haviad#thelor
degree occupied 52.42%. The leaders of the teaind#éve graduate degree and above occupied 7.7dm the
organization situation of the team, the privateegmises occupied 11.76%. The state-owned entespdscupied
45.88%. The government institution or public ingitn occupied 42.36%. From the type of the tedm nbarketing
team occupied 9.41%. The research team occupié®@.he management team occupied 41.18%. The servic
team occupied 18.82%. The producing team occu@Be2i2b.

2.2 Research Measuring Tool

(1) The sincere leadership: Kemis pointed out theesity including the following four aspects inetmesearch in
2003: self-recognition, non-partial information pessing or the balanced processing, the sinceravimehand
sincere and transparent relations. On the badf®ofis’s research, llies etc. discussed the sinleam@ership model
from the structure aspect, of which research resudtre similar with the Kemis’research results.

Fred0.Walumbwa developed the sincere leadershigsunement scale on the basis of this kind of clasgion.
Therefore, Fred0.Walumbwa’s measurement scale de@stad to measure the sincere leadership in thesareh[8].
Meanwhile, this research was reported by the mesniiethe team, including 8 items in total. Each elision had 2
items. Linkert scale was adopted in this resedifhrefers to “strongly disagree”; “6” refers totfengly agree”.
The positive score was adopted for all the iteni® fMigher the scores were, the higher consistdregtores had
with the sincere leadership behavior. Coefficighntetiability of the internal consistency of thease was 0.89.

(2) The improper supervision: it was reported by thembers of the team. Chinese version impropegrgigon
scale adopted by Aryee (2007) etc. including 1éh#ewvas adopted in this research, which was on #sés bof
Aryee’s understanding of Chinese culture situatiow formed by selecting 10 culturally neutral itefreem the
improper supervision scale including 15 items deped by Tepper (2000), which included the leadediule,
unconcerned attitude, embarrassing the staff behasiivacy infringement, lack of trust, deceptiamger and rude
behavior and the negative treatment etc. in thekiwgrprocess[9]. The coefficient of the internahsistency of the
scale was 0.92.

(3) Team Emotional Atmosphere: The scale reporiettdm members and developed from LIU and so orfchas
topics, of which the higher the score is the massitpve the team emotional atmosphere is. For elanfim the
team, we find it very motivated for us to work ;flme team, everyone is full of youthful spirity[10The internal
consistency reliability coefficient of the scaleDig1.
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(4) Team Innovation Performance: Since it is diffico measure the team innovation performance lijgabive
financial indicators, BARRICK and so on suggestmeasure it by subjective judgment. Measurementeaimt
innovation performance of the research is repooiethe team leader by using a scale developed byHIACE

and so on from the perspective of innovation oute@nd from the aspects of product innovativenesantity of
originality or idea, overall technical performanedaptability to change and so on. There are fopics in total. For
instance,/the outcome of the team's work is venyehq the team produced a lot of creative ideas@wr ideas
[11].the internal consistency reliability coeffioteof the scale is 0.87.

Previous studies have shown that leader’s backgreariables composed of gender, age and level wéatbn and
team background variables composed of team ord#iztype and team type may have an effect on tetatus
and performance (Chen G, Kirkman B L, Kanfer ReAlID, Rosen B., 2007). As a result, gender, agdeuad of
education of the leader, team organization typetaach type will be taken as control variables m ttsearch.

All measuring tools adopt Five Point Likert Scads. abusive supervision, authentic leadership aachtemotional
atmosphere are evaluated by many members of the tte@ugh calculating Rwg, F statistical magnitaahel ICC
(intra - classcorr elat ion), or even ICC (1) a@C(2) to determine whether the data can be gatherdte team
level. Please refer to Table 1.

Table 2 Test Result of Variable Data Gathering

Variables Rwg ICC(1) ICEY( F

Abusive Supervision 0. 88 0.28 .79 3.96% **
Authentic Leadership 0. 86 0.30 .7D 4, 35*%**
Team Emotional Atmosphere 0. 92 0.26 730. 3.70***

Note: * * * indicates p < 0. 001, the same below.

First of all, internal consistency Rwg of variablesaluated and displays a result that the aveRagg coefficients
of abusive supervision, authentic leadership aathtemotional atmosphere are respectively 0.88,&n860.92 and
exceed the critical standard of 0.70, which indigathe capability of satisfying the requirementtedm internal
consistency. Second, between-group differencegapected through analysis of variance and analysésC (1)
and ICC (2).From table 2, all the three variabkestatistical magnitudes through analysis of vaxéais greater than
1 and their p< 0. 001 level is significant; ICC @nd ICC (2) of the three variables are greaten tapirical
criterion, namely ICC (1) > 0. 05 and ICC (2) >30[12]. Consequently, data of abusive supervisauthentic
leadership and team emotional atmosphere of ind@titevel can be gathered to team level for statmnalysis.
And the gathered data will be used in the followitaga analysis.

DADA ANALYSISAND RESULTS
The average value, standard deviation, coeffictgntorrelation and coefficient of internal consistg of all the
main variables in the research refer to Table 8ra&tchical regression method is mainly adoptedhénrésearch for

testing of hypothesis with the analysis resultsxghim Table 4.

Table 3the Mean Value of Each Major Variable and Standard Deviation and Correlation Coefficient among the Variables

variable Mean value stadddeviation 1 2 3 4
1. Improper supervision 3.34 0.54 (0. 89)
2. Authentic Leadership 3.82 0.52 0. 69** (0.92)
3. Team emotion atmosphere 3.73 . 550 0. 48** 0. 70** (0.81)
4. Team innovation performance 3.82 0.70 0.17 0.11 0. 22* (0.87)

Comments: * *, respectively shows p < 0. 01 p < 0. 05the same below; the numbers in the bratleans reliability coefficient A .
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Table4 Hierarchical Regression Satistical Results N = 96

Predictive variable Team innovation performance

Model Model 2 Model 3 Model 4

Pattern of organization- privatization -0.15 -0.18 0. -0.10
Pattern of organization- state-owned 0.02 -0.06 -0.06 -0.03
The team leader’s sex 0.19 0. 19+ 0. 20+ 0. 25*
Control the team leader's age 0. 17 0.18 0.18 0. 10
The team leader’s education status 0.00 -0. 02 -0.02 0.09
Variables team pattern-sales team 0. 08 0.03 0. 02 0. 02
Team pattern-group for research and development -0.15 -0.18 -0.18 -0.29*
Team pattern- management team 0.09 0.03 0.02 0. 05
Team pattern--service team 0.00 -0.06 -0.06 -0.09
Independent abusive supervision 0.20 0.20 0.22
Variables authentic leadership -0.13 -0.14 -0.08
Adjusted variables team emotion atmosphere 0.03 -0.10

Abusive supervision x
Interaction Team emotion atmosphere -0.39*

Authentic leadership

Team emotion 42*
R2 0. 39 0.42 0.42 40.

F 2. 62** 2. 43* 2. 24~ 26**

AR2 0.39 0. 02 0 0. 06
AF 2. 62* *0. 68 0. 02 29

Comment: +means p < 0. 10.

Hierarchicalregressiorfollows the following steps:

Step 1: Add the control variable, such as the age, and education status of the team leader. ése thontrol
variables are all categorical variables, their masi variable are respectively disposed as dummpblar Step 2:
Add the team leadership style of independent viajdbat is, the authentic leadership and abusipervision. Step
3: Add regulated variable and improve the team @natmosphere. Step 4: Add interaction betweerpeddent
variable and regulated variable. During the pewbdesting the interaction effect, this research bantralized all
the major variables in the models, so as to lessemmultiple mutual linear problems among the \@&a. The
result indicates that after control variable is edidthere is no distinguished relationship betwtden authentic
leadership, abusive supervision and innovative gpevdnce. From this, hypothesis 1 and hypothesi®et2ng
support, while the interaction between the group thfe authentic leadership and the team emotioongihere and
the group of abusive supervision and team emotiorogphere exert appreciable impact on the teamvatiom
performance(B= - 0. 39, p < 0. 05; B= 0. 42,p 08).Thus, hypothesis 3 and hypothesis 4 have bal@ated.
When the team emotion atmosphere tends to be ymsitie authentic leadership and team innovativeagement
tend to be positive correlation; the abusive sugem and team innovative management tend to betiveg
correlation. While the team emotion atmosphereddnde negative, there exists negative correldietween the
authentic leadership and innovative managemente theists positive correlation between abusive sigien and
team innovative management. In accordance withnie¢thods recommended by AIKEN etc have drawn the
influence model of the interaction between abusiwgervision and the authentic leadership. Thesieatel being
higher than the mean value by a unit of a standexiation (Mean+ 1SD) and “low “indicates being Ewhan the
mean value by a standard deviation Mean-1SD).

DISSCUSSION

(1) This research studies influencing mechanisnthvipositive and negative leadership behaviorstexerthe
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team innovation management at the team level. Coedpaith the research on the individual level, ittuence
which the leader behavior of positive and negatixerts on the | result variable of the steam ldnale not got
enough attention. Up to now, few related reseaottieaements have been published[13-15].This reBeaxpands
the influence that the positive and negative lestuprbehaviors exert on the outcome variable tddghen level. By
investigating the function of team emotion atmosphewhich serves as a team contextual variable well as
substitute factor in the leadership style, a mooeerall and systematic acquaintance have beenefbravhich
positively contributes to the research on both deg the effect on the team emotion atmosphere dhd
effective factors of the team in team innovatiomagement.

(2) The study expanded the research field in fgsliof organization. The relations between posiéimd negative
leadership behaviors and team innovation perforemnmay be complicated so we should make a further
examination for their inner team innovation perfamoe (Liu Jun, Wu Longzeng; 2008). We took the is&ar
model of team effectiveness as our foundation amidered team course and team situation all tiishelp us
understand the inner course of our leaders actimestook the heuristic model of team effectivenassour
foundation which was presented by Cohen and Baile}997) and considered the feeling of team
may play regulative roles between positive and tiegdeadership behaviors and team innovation pevémces.

From the view of feelings of team, the study predda new perspective for us to understand teamvatiom
performances. And it enriched our team innovatiods

(3)the study verified and deepen the contingenafesincere leading and abusive supervision furthigich existed
in our country. Considering the peculiarity of ocuwlture such as: high power distance, collectividtigh
uncertainty avoidance, the long-term orientatiorfdtirle etc 1988)and relationship(Farhet@?004)it is necessary
for us to make the study of positive and negateadérship behaviors under our county(Ling Wenq@&9)9;
Zheng Boxun, 2010). Based on the situation of @umty, the study took more reasonable method téoexphe
conducts of abusive supervision and sincere leadingxplore the affection of team innovation parfances and
they are sustained efforts to the study of pastdeship contingency theory. By the study we founthe courses of
influence of team innovation performances from &adthe main effects to team innovation perforreanitom
both sincere leading and abusive supervision wet@lovious. And all above show that the influenfresn sincere
leading and abusive supervision were varying amdig influenced by leading substituted factor-ifegd of team to
some extent it can explain why the research resalitsut the influences to subordinate and team iatmv
performances from sincere leading and abusive sigi@m in past study were inconsistent. Team ematio
atmosphere are different so in some teams sineadirlg and abusive supervision have positive inftes to team
innovation performances and in other teams leading abusive supervision have negative influenceteam
innovation performances so we can not study seggrand we should take the functioning situatioeam
emotional atmosphere into consideration.

(4) This study showed team emotional atmospheteaaiership substitutes and offset elements playspaortant
role. To be specific, when improper supervision avédrs influenced the team, emotional atmospheses a
leadership offset element topped or weakened tfleeimce which was brought by improper supervisevhgn
sincere leading influenced the team, emotional apheres as a leadership substitutes element ceaid@@uidance,
recognition, motivation and stimulation for its swflinates and can promote its members to take atimv
activities. And it also supported research resoft8ASU and [43] to some extent that is sinceradieg had
negative influences to the innovation of subordinand it may stop innovation in some specific $itum So it is
not out of style for improper supervision behaviargl sincere leading is not fit for all things. Bumpinion has
important meaning and practical management vatu#set study of sincere leading and the theory afunmervisor.
The study is more strictly in its study design. I$&s it took the study design of longitudinal tiagkand data
capture method of multiple resources (the intereélisvestigations were three to five months, azmht leaders and
members evaluated the different variates respdg}jveo problems of common method variances wegdad
efficiently and we can reveal causal relationskipmng those variates more easily and.

4. 2 study limitation and futureresearch direction

The study exist some limitations inevitably: teamfishe research came from different groups anctudfit types of
organizations; the work is different and we canmetsure team innovation performances by objeaiilieator of
innovation performances so the evaluations of t@amvation performances were subjective assessnvenith
made by team leaders; for the statistic analysimafiple regression, sample sizes for researcte \sél less, for
the numbers of teams which had their own charatiesj they didn't meet the requirements of largengsles
investigation. The scales which used by the rebeasre all had good reliabilities and validitieglire past research
and in research of this time but after the measdirmultidimensional concept of sincere leading amgroper
supervision behaviors, the significance of the aedges may change and it may be one of the reakgrihe main
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effects were not distinct in the research reslfideature research, we can take objective indisabd innovation
performances to measure sincere leading and impsypervision behaviors more fully and verify trenclusion
of the research.
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