ISSN 2277-842X
DOI: 10.53469/jsshl.2025.08(09).10

2025' Journal of Social Science Humanities and Literature, Vol. 8, Issue 9, (Sep)

The Impact of Boundary-Spanning Leadership
on Employee Innovative Behavior—The
Mediating Role of Job Crafting

Yuan Yu, Jie Wen, Jiaxin Xu, Guiquan Zhou, Jia Han

School of Law and Public Administration, Yibin University, Yibin, China

Abstract: Based on social information processing theory, this study constructs a mechanism through which boundary-
spanning leadership influences employee innovative behavior. By analyzing survey data from 382 corporate employees, the
study found that: boundary-spanning leadership has a positive impact on employee innovative behavior and job crafting;
job crafting plays a mediating role between boundary-spanning leadership and employee innovative behavior; climate for
change moderates the relationship between boundary-spanning leadership and employee innovative behavior. The findings
not only enrich theoretical research on boundary-spanning leadership but also provide practical pathways for promoting
employee innovative behavior in organizational management.
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1. INTRODUCTION

Employee innovative behavior is the foundation of organizational innovation and a key link for sustainable
development and maintaining competitive advantage of enterprises in the digital era. In the workplace, employee
innovative behavior is influenced by multiple factors. Leadership-related factors have always been a focus in the
field of organizational management. Scholars have revealed the impact of different leadership behaviors, styles,
and types on employee innovation behavior based on various theories. Boundary-spanning leadership, as a new
type of leadership emerging in the internet age, has not yet received widespread attention and research regarding
its impact mechanism on employee innovative behavior. Can boundary-spanning leadership directly or indirectly
influence employee innovative behavior within organizations? Through what intrinsic mechanisms and boundary
conditions does boundary-spanning leadership affect employee innovative behavior? These questions remain to
be explored.

In the digital economy era, traditional top-down job design and task assignment struggle to motivate employees to
participate in corporate digital transformation and respond to external environmental challenges. Adapting to the
changes of the times requires not only digital transformation at the enterprise level but also job crafting at the
employee level. Job crafting refers to the physical and cognitive changes that individuals make within the
boundaries of work tasks or work relationships [1]. It is an important way for employees to adapt to the social
environment. This study introduces the variable of employee job crafting to explore its mediating role between
boundary-spanning leadership and innovative behavior, analyzing the intrinsic mechanism through which
employee innovative behavior is influenced by boundary-spanning leadership.

Social information processing theory suggests that employees' work attitudes and behaviors are influenced not
only by internal factors but also significantly by their surrounding environment. Organizational climate, as a
collection of environmental circumstances perceived by employees, may moderate the relationship between
boundary-spanning leadership and employee innovative behavior. Some scholars have studied the impact
mechanisms of different types of organizational climate (e.g., innovation climate [2], affective climate [3],
differential atmosphere, and justice climate [4]) on employee innovative behavior [5]. However, fewer studies
have focused on how climate for change within organizations affects employee innovative behavior. Therefore,
from the perspective of social information processing theory, this study treats climate for change as a moderating
variable in the theoretical model, collects enterprise sample data, and empirically investigates the theoretical
mechanism through which boundary-spanning leadership influences employee innovative behavior.

2. RESEARCH HYPOTHESES AND MODEL CONSTRUCTION

2.1 Boundary-Spanning Leadership and Innovative Behavior
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The definition of employee innovative behavior is relatively rich. From a personal trait perspective, it is considered
the willingness of employees to change their status quo [6]. From a process perspective, it is seen as employees
seeking solutions to problems and building alliances with innovation supporters, involving a multi-stage,
discontinuous process [7]. Other scholars, from a comprehensive perspective, define employee innovative
behavior as the generation of novel and useful ideas within the organizational context that help improve products,
services, processes, and methods. The causes of employee innovative behavior are numerous [8]. Among them,
leadership style or behavior, as a key factor influencing employee work attitudes and behaviors, has always been
a popular topic in the analysis of causes for innovative behavior. Leadership styles such as transformational
leadership, distributed leadership, servant leadership, inclusive leadership, self-sacrificial leadership, authentic
leadership, coaching leadership, paradoxical leadership, and affective leadership have been confirmed to positively
promote employee innovative behavior; whereas insincere leadership, despotic leadership, exploitative leadership,
avoiding leadership, laissez-faire leadership, and abusive leadership have been shown to potentially negatively
impact employee innovative behavior [9] [10].

"Boundary-spanning leadership" refers to "the ability to establish direction, alignment, and commitment across
boundaries to achieve a higher vision, mission, or goal" [11]. Currently, there is no complete consensus in academia
on the definition of boundary-spanning leadership. Yu Hongsheng (2014) views Boundary -boundary leadership
as a leadership activity where leaders operate across two or more domains or sectors simultaneously. Liu Qi (2014)
believes that boundary-spanning leadership refers to the process in which leaders cross the sectoral limitations of
different fields and build an overall collaborative cross-border governance mechanism through communication,
consultation, recognition, consensus-building, and win-win collaboration. Xi Jieren (2014) considers boundary-
spanning leadership a comprehensive competency, encompassing foresight, conversion, communication,
integration, coordination, innovation, strategic leadership, and improving situational 1Q, but not simply equivalent
to or a combination of these qualities. Overall, the process-oriented definition by Ernst et al. (2009) has been
widely cited by scholars, leading to a series of studies [12] [13] [14]. Research confirms that boundary-spanning
leadership positively influences proactive work behavior [15], creativity, contextual performance [16], job
performance [17], task performance [18], job crafting [19], etc., within organizations. Based on this, since
employee innovative behavior is a proactive and positive behavior, boundary-spanning leadership can provide a
favorable environment for employee innovation. This study proposes hypothesis H1.

H1: Boundary-spanning leadership positively promotes employee innovative behavior.
2.2 The Mediating Role of Job Crafting

Job crafting refers to "the physical and cognitive changes individuals make in the task or relational boundaries of
their work" [20], emphasizing employees' proactive, bottom-up adjustment of work content and methods [21].
Wrzesniewski and Dutton (2001) proposed that job crafting includes three dimensions: task crafting, relational
crafting, and cognitive crafting. Scholars from a resource perspective view job crafting as an activity to balance
job resources and job demands [22]. Tims et al. (2012), based on the JD-R model, divided job crafting into
increasing structural job resources, increasing social job resources, increasing challenging job demands, and
reducing hindering job demands [23]. The first three dimensions are often grouped as promotion-focused Job
Crafting, while reducing hindering job demands is seen as prevention-focused Job Crafting. Promotion-focused
Job Crafting primarily reflects withdrawal behavior and has been shown to potentially reduce work engagement
and increase turnover risk by decreasing hindering demands and lowering work goals [24]. In contrast, promotion-
focused Job Crafting mainly reflects employees' proactive and expansive behaviors and has been primarily
associated with positive outcomes for organizations [25]. Boundary-spanning leadership has been confirmed to be
related to employee proactive behaviors [26].

This study focuses on the impact of boundary-spanning leadership on promotion-focused Job Crafting. Boundary-
spanning leadership means helping organizations cope with the challenges posed by uncertain environments by
crossing boundaries, increasing interaction with the external environment, and establishing more connections with
the outside world through representative behaviors such as buffering and reflection, connection and mobilization,
weaving and transformation [27]. In the workplace, leadership style can convey certain social information to
employees. Based on social information processing theory, social information plays a significant indicative and
guiding role for employee work attitudes or behaviors. Boundary-spanning leadership is a type of leadership that
helps organizations achieve sustainable development and realize higher visions and goals. By conveying messages
of openness, support, and inclusion to employees, it provides support for employees' promotion-focused job
crafting. Based on this, this study proposes hypothesis H2.
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H2: Boundary-spanning leadership positively promotes employee promotion-focused Job Crafting.

Job crafting affects employees' psychological resources, work attitudes, work behaviors, and work outcomes. The
specific impacts include both positive and negative results. In terms of positive work behaviors, job crafting can
enhance individual creativity, organizational citizenship behavior, work-family balance, and job performance [28];
negative outcomes include reduced work engagement and turnover. Furthermore, scholars have confirmed that job
crafting can promote innovative behavior among different groups (e.g., new generation employees [29], teachers
[30], knowledge workers [31]). Therefore, job crafting positively promotes employee innovative behavior.

Based on the above analysis, this study further proposes the following hypothesis.

H3: Job crafting mediates the relationship between boundary-spanning leadership and employee innovative
behavior.

2.3 The Moderating Role of Climate for Change

Organizational climate reflects the characteristics of the internal environment perceived by employees within the
organization or team, serving as an organizational context that can directly influence employee behavior. Different
types of climate reflect specific value orientations of the organization or team. Climate for change refers to the
organizational situation perceived by employees as conducive to the implementation of change, reflecting a strong
change orientation within the organization [32]. Research has found that climate for change can positively
influence work outcomes, employee creativity, commitment to change, and job crafting [33] [34], but fewer studies
have focused on its impact on employee innovative behavior.

Generally, different organizational climates create specific organizational contexts for employees, which can have
a stronger influence on related behaviors. Change implies breaking the balance. The climate for change perceived
by employees brings about organizational change while also introducing uncertainty and instability for employees.
Social information processing theory indicates that when the social environment is more uncertain, employees rely
more on obtaining social information related to work attitudes and behaviors from that environment. While climate
for change brings uncertainty and pressure to employees, it also makes the influence of boundary-spanning
leadership on employee innovative behavior more potent. Therefore, climate for change moderates the relationship
between boundary-spanning leadership and employee innovative behavior. The stronger the perceived climate for
change, the more significant the positive impact of boundary-spanning leadership on employee innovative
behavior. This paper proposes hypothesis H4.

H4: Climate for change positively moderates the relationship between boundary-spanning leadership and
employee innovative behavior.

In summary, this paper constructs the theoretical research model, as shown in Figure 1 below.

H3

H2/
Leadership Ha T behavior
Climate for
Change

Figure 1: Theoretical Research Model
3. RESEARCH DESIGN

3.1 Data Source and Sample Characteristics

This study collected sample data through online and offline channels. The project team distributed 300
questionnaires to relevant enterprises and organizations in the southwest region. Simultaneously, the sample size
was expanded using the help of friends and family, collecting questionnaires through a "snowball" method. After
excluding invalid questionnaires that were illogical, a total of 382 valid samples were obtained.

The basic characteristics of the research sample are as follows: Regarding gender, males accounted for 55.8% and
females for 44.2%; Regarding age, those aged 25 and below, 26-30, 31-35, 36-40, 41-45, and 46 and above
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accounted for 7.9%, 20.4%, 31.4%, 20.4%, 8.9%, and 11% respectively; Regarding education, those with associate
degree or below, bachelor's degree, and master's degree or above accounted for 44.5%, 50.3%, and 5.2%
respectively; Regarding organization type, state-owned enterprises, private enterprises, joint ventures, government
agencies, public institutions, and others accounted for 11.8%, 40.6%, 0.8%, 6.3%, 32.2%, and 8.4% respectively;
Regarding hierarchical position, senior management, middle management, junior management, and general staff
accounted for 2.9%, 13.6%, 22.8%, and 60.7% respectively; Regarding work tenure, 1 year and below, 1-3 years,
4-6 years, 7-9 years, and 10 years and above accounted for 14.1%, 18.7%, 20.8%, 16.3%, and 30% respectively;
Regarding monthly income level, 4000 yuan and below, 4001-8000 yuan, 8001-12000 yuan, and 12000 yuan and
above accounted for 29.1%, 50.8%, 14.4%, and 5.8% respectively. Overall, the survey sample is generally logical
and realistic.

3.2 Variable Measurement Tools

The scales used in this study are all mature scales from domestic and international sources. For scales that have
been validated locally in China, the Chinese version was used directly; for scales not yet locally validated, they
were processed according to Brislin's (1986) "translation-back translation" procedure. Except for basic personal
information, all variables in the questionnaire were measured using a 5-point Likert scale, where 1 means "strongly
disagree" and 5 means "strongly agree".

Independent Variable: Boundary-Spanning Leadership. Adapted and revised from scales used by Ernst et al.
(2011), Meerkerk et al. (2018), and Igalla et al. (2020) to measure employee-perceived boundary-spanning
leadership. Items include " [Management] works closely with others (outside the organization) to achieve results",
" [Management] spends a lot of time maintaining contact with parties outside the organization", etc., totaling 5
items. The Cronbach's a reliability coefficient for this scale was 0.921.

Dependent Variable: Innovative Behavior. Employed the mature employee innovative behavior scale revised by
Zhang Zhengang et al. (2016), Zhou (2003), and Kleysen et al. (2001) based on actual situations. Measured
primarily through employee self-assessment. Items include: "I often seek opportunities to improve work methods
and processes", "I often try new methods to solve problems at work", etc., totaling 8 items. The Cronbach's a
reliability coefficient for this scale was 0.917.

Mediating Variable: Job Crafting. Used the promotion-focused job crafting scale developed by domestic scholars
Hu Qiaoting et al. (2020) based on the work of Petrou et al. (2012). Items include "I actively seek advice from
supervisors or colleagues”, "I try my best to learn new things at work", "If I finish my work, I actively request
more tasks", etc., totaling 8 items. The Cronbach's o reliability coefficient for this scale was 0.903.

Moderating Variable: Climate for Change. Adapted the two-dimensional scale developed by Poel et al. (2012) to
measure the climate for change perceived by employees in the organization. Items include "Members of my
organization are always looking for new ways to view problems", "This organization I am in can respond quickly
when change is needed", etc., totaling 4 items. The Cronbach's a reliability coefficient for this scale was 0.906.

Referring to existing research, this study controlled for basic employee demographics such as gender, age,
education level, organization type, department type, hierarchical position, work tenure, and income. Differences
in organization type and hierarchical position might affect employees' perceived boundary-spanning leadership
and climate for change, hence these variables were controlled during data analysis.

3.3 Statistical Methods and Analysis Approach

The study primarily used SPSS 26.0 for statistical data analysis. The specific statistical analysis process was as
follows: SPSS 26.0 was used for descriptive statistical analysis, reliability analysis, correlation analysis, and

multiple regression analysis to test the research hypotheses. When verifying the research hypotheses, the
PROCESS macro program developed by Hayes was also used for secondary verification of the mediating effect.

4. DATA ANALYSIS AND RESULTS
4.1 Reliability and Validity Tests

The results for the mean, standard deviation, CR, AVE, and vV AVE of the research variables are shown in Table 1.
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The Cronbach's a and composite reliability (CR) for each variable are shown in Table 1. According to Fornell's
(1981) statistical criteria, both values were above 0.8 and 0.7 respectively, indicating high reliability of the
measurement scales for each variable and good consistency among the measurement items [35]. Furthermore, the
average variance extracted (AVE) for all research variables was greater than 0.5, indicating good convergent
validity of the scales. Table 1 also shows the test results for the uniqueness, distinctiveness, and inter-correlations
of the items. The square root of the AVE (vAVE, data in parentheses in Table 1) for each variable was significantly
greater than the absolute value of the correlation coefficients, indicating good discriminant validity of the scales.

Table 1: Reliability, Validity Tests, and Correlation Analysis Results

Variable |Cronbach’s a M SD CR AVE 1 2 3 4
1.BSL 0.921 3.484 0.730 0.945 0.775 (0.880)
2.JC 0.903 3.994 0.559 0.926 0.612 0.542"" (0.782)
3.IB 0.917 3.903 0.605 0.936 0.646 0.526"" 0.733"" (0.804)

4.CFO 0.906 3.787 0.847 0.934 0.781 0.460""" 0.468""" 0.379"" (0.884)

Note: Sample N=382; Figures in parentheses are the square root of AVE(AVE); *p < 0.05, **p < 0.01, ***p < 0.001 (two-tailed test). Same
below. BSL = Boundary-Spanning Leadership; JC= Job Crafting; IB= Innovative Behavior; CFC= Climate for Change.

4.2 Correlation Analysis

The correlation coefficients between the research variables are shown in Table 1. Boundary-spanning leadership
was significantly positively correlated with job crafting (r = 0.542, p <0.001); boundary-spanning leadership was
significantly positively correlated with innovative behavior (r = 0.526, p < 0.001); boundary-spanning leadership
was significantly positively correlated with climate for change (r = 0.460, p <0.001); job crafting was significantly
positively correlated with innovative behavior (r = 0.733, p < 0.001) and with climate for change (r = 0.468, p <
0.001); climate for change was significantly positively correlated with innovative behavior (r = 0.379, p <0.001).
Overall, the correlation analysis results preliminarily verified the study's hypotheses and provided a basis for
subsequent regression analysis.

4.3 Regression Analysis

SPSS 26.0 was used for regression analysis on the sample data. The data analysis results are shown in Table 2.
After controlling for demographic variables such as gender, age, education level, organization type, department
type, hierarchical position, work tenure, and monthly income level, this study conducted regression analysis with
employee innovative behavior as the dependent variable, boundary-spanning leadership as the independent
variable, job crafting as the mediating variable, and climate for change as the moderating variable to verify the
direct, mediating, and moderating effects proposed in the initial model.

4.3.1 Direct Effect

Based on the data analysis results from Model 1 and Model 2 in Table 2, boundary-spanning leadership has a
significant positive impact on employee innovative behavior (b = 0.431, p < 0.001). Thus, the main effect of the
research hypothesis model is significant, and research hypothesis H1 is supported.

Table 2: Regression Analysis Results

Direct Effect Mediating Effect Moderating Effect
Variable Model 1 Model 2 Model 3 | Model 4 Model 5 Model 6 Model 7
1B 1B JC JC 1B 1B 1B
Intercept 4.383 2.654 4.569 4.403 0.268 0.188 0.4282
Gender -0.125 -0.044 -0.153" -0.076 0.013 0.020 0.0222
Age -0.029 -0.014 -0.035 -0.021 0.002 0.003 0.0048
Education level -0.075 -0.027 -0.096 -0.057 0.011 0.015 0.0134
Organization type -0.002 0.004 0.004 0.007 -0.005 -0.004 -0.0003
Position level -0.074 -0.040 -0.074 -0.038 -0.007 -0.004 -0.0088
Working years 0.003 0.005 0.000 0.001 0.003 0.003 0.0033
Income -0.024 -0.044 -0.003 -0.023 -0.021 -0.025 -0.0250
BSL 0.431™" 0.404""" 0.088""" 0.1005™"
JC 0.901""" 0.841""
BSL x CFC 0.0416"
R2 0.035 0.288 0.041 0.3036 0.700 0.707 0.711
F 1.511 15.043""" 1.768 8.000™" | 86.442™" | 81.268™" 11.000""*
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Note: Sample N=382; Organized based on data analysis results. *p < 0.05, **p < 0.01, ***p < 0.001.BSL = Boundary-Spanning Leadership;
JC=Job Crafting; IB= Innovative Behavior; CFC= Climate for Change.

4.3.2 Mediating Effect

Research hypothesis H2 proposes that boundary-spanning leadership positively influences employee job crafting.
Continuing to control for the model's control variables, boundary-spanning leadership was entered as the
independent variable and job crafting as the dependent variable into the equation. According to the data analysis
results from Model 3 and Model 4 in Table 2, the positive impact of boundary-spanning leadership on job crafting
is significant (b = 0.404, p < 0.001). This indicates that hypothesis H2 of this study is verified.

Hypothesis H3 proposes that job crafting mediates the relationship between boundary-spanning leadership and
innovative behavior. Controlling for the control variables in the hypothesis model, boundary-spanning leadership
was entered as the independent variable, job crafting as the mediating variable, and employee innovative behavior
as the dependent variable into the equation. Regression analysis was performed using the PROCESS plugin in
SPSS. The data analysis results from Model 5 in Table 2 show that the positive impact of job crafting on employee
innovative behavior is significant (b = 0.901, p < 0.001). The results from Model 6 show that after adding the job
crafting variable, the positive impact of boundary-spanning leadership on employee innovative behavior remains
significant (b = 0.088, p <0.001), and the positive impact of job crafting on employee innovative behavior is also
significant (b = 0.841, p < 0.001). Thus, hypothesis H3 is verified, preliminarily confirming the mediating effect
of job crafting. This indicates that job crafting plays a partial mediation effect between boundary-spanning
leadership and employee innovative behavior.

Furthermore, this study used the PROCESS macro program developed by Hayes for secondary verification of the
mediating effect. Setting a 95% confidence interval, the Bootstrap method was used with 5000 repeated samples.
The data results, as shown in Table 3, indicate that the indirect effect of boundary-spanning leadership on employee
innovative behavior through job crafting is significant (b = 0.3394), with a 95% confidence interval CI of [0.2602,
0.4260], which does not include zero. Therefore, hypothesis H3 of this study is verified again, confirming the
mediating effect of job crafting.

Table 3: Mediating Effect Test Results

Paths Effect SE LLCI ULCI

Total Effect: BSL - IB 0.4297"" 0.0369 0.3571 0.5023
Direct Effect: BSL - IB 0.0903"" 0.0279 0.0355 0.1451
Indirect Effect: BSL - JC - IB 0.3394™* 0.0428 0.2602 0.4260

Note: Sample N=382; Organized based on data analysis results. BSL = Boundary-Spanning Leadership; JC= Job Crafting; IB= Innovative
Behavior; CFC= Climate for Change.

4.3.3 Moderating Effect

Research hypothesis H4 proposes that climate for change positively moderates the relationship between boundary-
spanning leadership and employee innovative behavior. The data analysis results from Model 7 in Table 2 show
that the interaction term between boundary-spanning leadership and climate for change has a significant positive
impact on innovative behavior (b = 0.0416, p < 0.05). This preliminarily verifies the positive moderating role of
climate for change proposed in hypothesis H4.

Furthermore, a simple slope test was conducted. The moderating effect of climate for change between the two
variables is shown in Figure 2. When climate for change is high (mean plus one standard deviation), the
relationship between boundary-spanning leadership and employee innovative behavior is positively significant
(Simple Slope = 0.142, p < 0.001); when climate for change is low (mean minus one standard deviation), the
relationship between boundary-spanning leadership and employee innovative behavior is also positively
significant (Simple Slope = 0.101, p <0.001). However, as the level of climate for change decreases from high to
low, the effect of boundary-spanning leadership on innovative behavior is weakened. Thus, the moderating effect
of climate for change is established, and hypothesis H4 is verified.
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Figure 2: Moderating Effect of Climate for Change between Boundary-Spanning Leadership and Innovative
Behavior

5. CONCLUSION AND DISCUSSION

The study constructed and verified the mechanism through which boundary-spanning leadership influences
employee innovative behavior, including the mediating role of job crafting and the moderating role of climate for
change in the theoretical model. The main conclusions are as follows. (1) Boundary-spanning leadership has a
positive impact on employee innovative behavior. (2) Job crafting mediates the relationship between boundary-
spanning leadership and employee innovative behavior. (3) Climate for change positively moderates the
relationship between boundary-spanning leadership and employee innovative behavior. The research content
focuses on discussing the impact and internal mechanism of the social environment on employee behavior. From
the perspective of social information processing theory, it unveils the "black box" between boundary-spanning
leadership and employee innovative behavior, explaining "why" climate for change can positively moderate the
impact of boundary-spanning leadership on employee innovative behavior.

The research conclusions offer several implications for organizational management practice. First, boundary-
spanning leadership is crucial for enhancing employee innovative behavior. Organizations need to consciously
select leaders with boundary-spanning leadership capabilities or enhance leaders' boundary-spanning leadership
through training, creating favorable conditions for its effective exercise in organizational management processes.
Second, in employee management processes, emphasize the transmitting role of job crafting between boundary-
spanning leadership and employee innovative behavior. Managers need to recognize that the social environment
can not only directly affect employee work performance but may also influence explicit work performance by
altering employees' work attitudes or methods. In management practice, the positive impact of employee job
crafting should not be overlooked. Taking measures to create favorable conditions for employee job crafting can
also enhance employee innovative behavior. Third, leaders need to focus on fostering an organizational climate
for change. In the workplace, the interaction between climate for change and boundary-spanning leadership can
maximally stimulate employee innovation. Climate for change can convey a value orientation of "breaking the old
and establishing the new" to employees, providing both motivation and pressure for change, while also enhancing
the stimulating effect of boundary-spanning leadership on employee innovative behavior.

This study has some limitations. (1) It only focused on the impact of the social environment on behavior. The study
explored the mechanism of boundary-spanning leadership on employee innovative behavior solely from the
perspective of social information processing theory. The process through which boundary-spanning leadership
affects employee innovative behavior might also be influenced by internal employee factors. Future research could
expand the study based on different theoretical perspectives. (2) Limited sample data. Employees in different
industries or occupations may have different workplace requirements and performances. For example, knowledge
workers and employees engaged in R&D work have a greater need for innovation in the workplace. Limited by
reality, this study did not target employees in specific industries or occupational types. Future research could
continue to explore situations in different industries or among different types of employees. (3) Limitations of the
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research method. This study only used quantitative research methods and cross-sectional data to test the theoretical
model, which might limit the explanatory power of the model. Future research could integrate multiple research
methods and use longitudinal data to further validate the theoretical model.

FUNDING

This work was supported by Youth Project of Sichuan Rural Community Governance Research Center (Project
No. SQZL2024C02), Research Project of Yibin University (Project No. 2023PY28), Research Project of Yibin
University (Project No. FGKY202405).

REFERENCES

[1] Wrzesniewski A., J. E. Dutton. Crafting a Job: Revi sioning Employees as Active Crafters of Their Work [J].
Academy of Management Review, 2001, 26(2): 179-201.

[2] Hongyu Wang, Jiali Yu. Research on the Impact Mechanism of Organizational Innovation Atmosphere on
Deviant Innovation Behavior [J]. Soft Science, 2019, 33 (2): 4.

[3] Xiaoyu Liu, Jun Liu. The impact mechanism of team emotional atmosphere on team innovation performance
[J]. Journal of Psychology, 2012, 44 (4): 546-557.

[4] Wei Ma, Hang Su. The Impact of Perceived Differential Atmosphere on Employee Innovation Behavior [J].
Technological Progress and Countermeasures, 2020, 37 (21): 8.

[5] RenF, Zhang J. Job Stressors, Organizational Innovation Climate, and Employees’ Innovative Behavior [J].
Creativity Research Journal, 2015, 27(1): 16-23.

[6] Hurt HT, Joseph K, Cook C D. Scales For The Measurement Of Innovativeness [J]. Human Communication
Research, 1977, 4(1): 58-65.

[7]1 Scott S G, Bruce R A. Determinants of Innovative Behavior: A Path Model of Individual Innovation in the
Workplace [J]. Academy of Management Journal, 1994, 37(3) : 580-607.

[8] George J M, Zhou J.When openness to experience and conscientiousness are related to creative behavior: an
interactional approach. [J]. Journal of Applied Psychology, 2001, 86(3): 513-524.

[9] Yong Han. Analysis of Characteristics, Formation Factors, and Influence of Negative Leadership [J].
Leadership Science, 2012 (062): 2.

[10] Rujie Qu, Lin Wang, Jie Shang, etc. Abusive leadership and employee innovation: the role of employee self-
concept [J]. Management Review, 2015, 27 (8): 12.

[11] Ernst C, Chrobot-Mason D. Boundary Spanning Leadership: Six Practices for Solving Problems, Driving
Innovation, and Transforming Organizations [M]. New York: Mc Graw Hill Professional, 2011.

[12] Shirey Mr, White-Williams C. Boundary Spanning Leadership Practices for Population Health [J]. JONA:
The Journal of Nursing Administration. 2015;45(9):411-415.

[13] Prysor D, Henley A. Boundary Spanning in Higher Education Leadership: Identifying Boundaries and
Practices in A British University [J]. Studies in Higher Education. 2018;43(12):2210-2225.

[14] Fick-Cooper L, Williams A, Moffatt S, et al. Boundary Spanning Leadership: Promising Practices for Public
Health [J]. Journal of public health management and practice: JPHMP. 2019;25(3):288-290.

[15] Setiadi H, Widodo W. Unveiling the effect of proactive work behavior on task performance through
boundary-spanning leadership and psychological empowerment [J]. Problems and Perspectives in
Management, 2024, 22(3): 556—569.

[16] Gunawan R M B, Widodo W. How Boundary-Spanning Leadership Affects Employees' Contextual
Performance: A Mediation Mechanism Perspective [J].Quality Access to Success, 2023, 24(196).

[17] Takanashi C, Lee K-J. Boundary spanning leadership, resource mobilisation, and performance of university-
industry R&D projects: A study in a Japanese University [J]. Technology Analysis &amp; Strategic
Management, 2018, 31(2): 140—-154.

[18] Setiadi H, Widodo W. Unveiling the effect of proactive work behavior on task performance through
boundary-spanning leadership and psychological empowerment [J]. Problems and Perspectives in
Management, 2024, 22(3): 556—569.

[19] Xue R, Woo HR. Influences of Boundary-Spanning Leadership on Job Performance: A Moderated Mediating
Role of Job Crafting and Positive Psychological Capital [J]. International Journal of Environmental Research
and Public Health, 2022, 19(19): 12725.

[20] Dutton W J E. Crafting a Job: Revisioning Employees as Active Crafters of Their Work [J].Academy of
Management Review, 2001, 26(2):179-201.

[21] Qitao Tian, Haoguang Guan. Work Design Revolution: Research Progress and Prospects of Work Reshaping
[J]. Human Resources Development of China, 2017 (3): 12.

57



2025 Journal of Social Science Humanities and Literature, Vol. 8, Issue 9, (Sep)
ISSN 2277-842X

[22] Dubbelt L, Demerouti E, Rispens S. The value of job crafting for work engagement, task performance, and
career satisfaction: longitudinal and quasi-experimental evidence [J].European Journal of Work and
Organizational Psychology, 2019: 28, 300-314.

[23] Tims, M.; Bakker, A.B.; Derks, D. Development and validation of the job crafting scale [J].Journal of
Vocational Behavior, 2012, 80, 173—186.

[24] Rudolph C W, Katz I M, Lavigne K N, et al. Job Crafting: A Meta-Analysis of Relationships With Individual
Differences, Job Characteristics, And Work Outcomes [J]. Journal of Vocational Behavior, 2017,
102(05):112-138.

[25] Demerouti E, Bakker A B, Gevers J M P. Job crafting and extra-role behavior: The role of work engagement
and flourishing [J]. Journal of vocational behavior, 2015, 91, 87-96.

[26] Setiadi H, Widodo W. Unveiling the effect of proactive work behavior on task performance through
boundary-spanning leadership and psychological empowerment [J]. Problems and Perspectives in
Management, 2024, 22(3): 556—569.

[27] Ernst, C.; Chrobot-Mason, D. Flat world, hard boundaries: How to lead across them [J]. MIT Sloan Manag.
Rev. 2011, 52, 81-88.

[28] Lin B, Law K S, Zhou J. Why Is Underemployment Related to Creativity and OCB? A Task-crafting
Explanation of the Curvilinear Moderated Relations [J]. Academy of Management Journal, 2017, 60(01):156-
177.

[29] Lu Ma, Sirou Li. Artificial Intelligence Anxiety and Innovative Behavior of New Generation Employees:
The Role of Organizational Attachment and Job Reshaping [J]. Technological Progress and Countermeasures,
2025 (1).

[30] Zhizhong Chen, Ying Zhou. The impact of reshaping teaching work on teachers' innovative teaching behavior:
a moderated chain mediation model [J]. Education Academic Monthly, 2023 (11): 50-57.

[31] Ya Zhao. Job Crafting and the Impact of Psychological Capital on Knowledge Workers' Innovative Behavior
[J]. Enterprise Economics, 2020, 39 (10): 9.

[32] Bouckenooghe D, Devos G, et al. Organizational Change Questionnaire-Climate of Change, Processes, and
Readiness: Development of a New Instrument [J]. The Journal of Psychology, 2009,143(6): 559-599.

[33] Zubair A, Bashir M, Abrar M, et al. Employee’s Participation in Decision Making and Manager’s
Encouragement of Creativity: The Mediating Role of Climate for Creativity and Change [J]. Journal of
Service Science and Management, 2015, 08(03): 306-321.

[34] Rumbold J L, Newman J A, Carr S. Coaches’ experiences of job crafting through organizational change in
high-performance Sport. [J]. Sport, Exercise, and Performance Psychology, 2023, 12(4): 256-273.

[35] Fornell C, Larcker D F. Evaluating Structural Equation Models with Unobservable Variables and
Measurement Error [J]. Journal of Marketing Research, 1981, 24(2):337-346.

58



