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On Creativity of Knowledge Workers
From the Perspective of Work Values

Peng Zhengan Ren HuanLiang

Abstract: This study explores the causing mechanism of creative behavior, based on the perspective of
work values and the moderating role of work autonomy. Data were collected from 299 employees, and the em
pirical results from hierarchical multiple regression suggest that (1)work values has a significant effect on in
novative behavior, comfort and security (Comfort) has a significant negative impact on innovative behavior,
competence and growth (Competence) has a significant positive impact on innovative behavior, status and in
dependence (Status) also has a significant positive impact on innovative behavior.(2) Work autonomy plays a
moderating role between work values and innovative behavior. Work autonomy has a significant negative
moderating effect on the relationship between Comfort and innovative behavior. On the contrary, Work auton
omy has a significant positive moderating effect on the relationship between Competence and innovative be
havior, as well as that between Status and innovative behavior.

Keywords: work values; creative behavior; work autonomy; knowledge worker
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