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Abstract 
 

The aim of this study was to examine the role of family supportive supervisors’ behaviours on 
employees’ innovative work behaviours along with the mediating role of felt gratitude toward 
supervisor. Using a two-wave time lagged study, data were collected from healthcare sector employees. 
The findings suggested that family supportive supervisor behaviour is positively related to felt gratitude 
toward supervisor which in turn was positively related to employees’ innovative work behaviours. The 
study further provides implications to the managers and research scholars in many ways.  
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Introduction  
 
Work and family have significant impact on the lives of workers (Lin et al., 2021). Managing work and 
family have become an essential issue for employees over the last few decades (Powell et al. 2019). 
Specially, in high demanding profession where nature of the work can directly affect the work-life 
interface (Campos et al., 2021). One possible reason could be that excessive workload prevents 
employees from devoting sufficient time to family (Langdon and Sawang 2017). 
 
Health profession is one of these high demanding professions where doctors and nurses face the work 
and family related challenges. Attention toward the betterment of nursing staff is not up to the mark in 
developing countries of the world. Nursing staff is treated as low cadre staff with low pay rates and high 
work load (Yousaf et al., 2019). The processes in the hospitals are very complicated and staff is bound to 
complete many tasks within the specific time period (Shahzad & Malik, 2014). In such circumstances, 
leadership plays a critical role.  
 
Supervisors are main source of help and cooperation for the employees to meet their work and non-work 
demands (Hammer et al., 2007). A good leader bring motivation and promote innovative work behaviours 
among followers (Patiar and Wang, 2016; Schuckert et al., 2018). Shalley et al (2004) also confirmed that if 
supervisors are supportive for employees, then employees’ innovative activities will be enhanced.  
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Family Supportive Supervisor Behaviours are a type of workplace social support provided by supervisors 
(Crain and Stevens 2018). When supervisor is family supportive, subordinates may feel positive emotion 
towards their supervisor and will work in an innovative way because he or she is satisfied with the 
supervisor’s behaviour. 
 
The role of leader/supervisor is very important to minimize the work family clashes in organizations (Han 
& McLean, 2020). When the limitations between job and home are not clear then it is very important for 
supervisor to help their subordinates to manage their work as well as family related responsibilities 
(Marescaux et al., 2020). Because the major factors like workload, sleeping hours, individual’s health and 
morale, create the problems between work and family life among demanding professionals like health 
care sector (Pien et al., 2021). The environment of demanding occupations can disturb the work and 
home life; energy from work and behavioural and psychological pressures create family tensions 
(Lachowska et al., 2018; Wadsworth & Southwell, 2011; Yanos et al., 2020). In these circumstances, it 
looks very important to investigate how family supportive supervisor behaviours put impact on 
employees’ outcomes like innovative work behaviours. Employees who get benefits of family support 
might express their gratitude towards supervisor by involving in behaviour like innovative work behaviour 
that return the benefits of their supervisor (Bagger et al., 2014). Many researchers call for future research 
regarding family supportive supervisor behaviours and work-related results (Odle et al., 2016, Chen, P., 
2019).  
 
Present research contributes in the existing literature in many ways. Firstly, Social exchange theory 
specifies that the subordinates having strong relationship with their supervisors might perform more than 
the demand of the duty, to maintain and improve these relationships (Ilies et al., 2007). Thus, up to the 
best of researchers’ knowledge, there is no study yet conducted to fill this gap. Therefore, present study 
was proposed to examine the impact of family supportive supervisor behaviours on Innovative Work 
Behaviour through positive emotion that is gratitude. Secondly, On the basis of social exchange theory 
(Blau 1964; Gouldner 1960), we claim that gratitude mediates between the positive effect of family 
supportive supervisor behaviour on innovative work behaviour. Because gratitude means to identify and 
return with thankful emotion for someone’s kindness in the positive experiences who provide the benefits 
(McCullough et al. 2002; Jiang et al., 2020). By doing this, present study highlights the potential mediating 
mechanism of why family supportive supervisor behaviours encourage/enhance innovative work 
behaviours. Thirdly, Pakistan has a strong collectivist culture (Bashir et al., 2013) where the best 
relationship between supervisor and employees may be like a family (Powell et al. 2009). Employees living 
in collectivist culture may feel easier or expect their supervisor to provide family related support and may 
react positively (Wang et al. 2013). 
 

Literature Review 
 
Social Exchange Theory 
 
The aim of this study was to examine the potential impact of family supportive supervisor behaviours on 
employees’ innovative work behaviour through gratitude in high pressure work sector by using social 
exchange theory. Social exchange theory explains the effectiveness of family supportive supervisor 
behaviours and employees’ innovative work behaviour. Social exchange theory suggests that a specific 
behaviour by a party creates a related obligation for the other party in the exchange process (Homans 
1958; Blau 1964; Cropanzano and Mitchell 2005; Emerson 1976).  
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Social exchange theory reveals that good workplace relationships are mutual in nature, as they beneficial 
for the employees as well as for the organization (Cole et al. 2002). Family supportive supervisor 
behaviours help employees to manage work and family demands which could enhance the employees’ 
sense of gratitude towards the supervisor. Employees show more positive behaviour (Innovative Work 
Behaviour) when they treated fairly by their supervisor (Homans 1958; Blau 1964). These workplace 
relationships are mostly based on social exchanges (Sun et al., 2019). In addition to moral obligations, 
exchange relationships increases social responsibilities toward official partner. Employees feel gratitude 
towards supervisor and could work in a more innovate way at workplace. When due to family supportive 
supervisor someone fulfill the job and family related responsibilities, he /she would show more gratitude 
towards supervisor and ultimately would more focus on innovative work behaviour in the response of 
supervisor support. Bagger et al (2014) suggested that social exchange theory perfectly explain the 
mechanisms about family supportive supervisor behaviours and employees’ outcomes. 
 
Family Supportive Supervisor Behaviours and Innovative Work Behaviour 
 
The effectiveness of such organizational policies that may help the employees to handle their family and 
work life related issues is still questionable (Campos et al., 2021). One possible reason could be that in 
addition to policy making,  proper mechanism of application of these policies is much important (Kelly et 
al. 2008). Research studies concluded that one such mechanism is the role of the supervisor (Bosch et al., 
2018). 
 
Family Supportive Supervisor Behaviours plays the role to balance the work and family demands and 
increase the job satisfaction of the employees (Hammer et al., 2009; Kossek et al., 2011). Family 
supportive supervisor behaviours are a combination of different behaviours of the supervisor to help 
employees regarding their family lives (Hammer et al., 2009). Family supportive supervisor behaviours 
have four dimensions: emotional support, instrumental support, acting as a role model, and using creative 
work–family policies to support employees (Hammer et al., 2009; Hammer et al., 2013).  
 
Emotional support refers to the help and care that supervisor give to their subordinate to manage work – 
family life (Marescaux et al., 2020). Instrumental support involves to providing the resource on the 
request of the subordinate which support to manage work family problems (Marescaux et al., 2020). 
Supervisor performs role modelling behaviour by describing their own strategies about managing work 
and family responsibilities (Odle et al., 2016). Creative work-family management is defined as 
“managerial-initiated actions to restructure work to facilitate employee effectiveness on and off the job” 
(Hammer et al. 2009; Liu et al., 2020).  
 
Supportive leadership help employees to work in an innovative way. The factor causes  innovative work 
behaviour is supervisor support (Chen, Li, & Leung, 2016) and leadership style (Rosing, Frese, & Bausch, 
2011). Innovative work behaviour can be defined as the employees’ innovative ideas at workplace to 
enhance the current performance and implement it (Wang et al., 2021), generally having risky, compound 
and challenging features (Jiayi et al., 2020). 
 
In organizations, the major component of innovative work behaviour is leadership which improves the 
work environment (Siyal et al., 2021). The factor which plays significant role in creation of innovative work 
behaviours among the employees is leadership (Pundt, 2015). Leadership style influenced the employees’ 
innovative work behaviours (Wang et al., 2021; Tian et al., 2017). 
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Theoretically speaking, the present study describes innovative work behaviour by making colorful use of 
social exchange theory because as per social exchange theory subordinates and managers develop good 
workplace relationship (Cole et al., 2002). In lines with social exchange theory, positive behaviour of one 
side (e.g., by family supportive behaviour of the supervisor) to the other one (subordinate) may develop 
the social exchange relationships (Bagger et al., 2014). Social exchange relationships may lead to positive 
outcomes like innovative work behaviour.  
 
Logically speaking, as compare to general supervisor, the family supportive supervisor behaviours give 
more support to the employees to manage their work and family related demands (Dhaini et al., 2018). 
Family supportive supervisor behaviours help the employees to handle their responsibilities in workplace 
and family life. Supervisors perform the family supportive behaviours so that the employees can manage 
the conflicts between work and family life and resultantly prove beneficial for the organization. 
 
The sign of supervisory support is that he/she takes interest to know about the employee’s family needs 
and motivate the employees who are facing some work family related issues. Supervisor can help the 
employees by permitting the more flexible work schedule to manage their family needs or allow them to 
come to workplace with children in case of non-availability of child care centers (Lapierre & Allen, 2006). 
So, family support from the supervisor is very important to minimize the work family problems (Breaugh 
& Frye, 2008; Frye & Breaugh, 2004). 
 
Organizations approve the family supportive supervisor behaviours to minimize the turnover and enhance 
employees performance. So in such environment, the employees think positively about the supervisor 
that the supervisor is caring them and then they repay to the supervisor by showing positive work related 
behaviour like innovative work behaviour. Family supportive supervisor behaviours decreased turnover 
and increase the work engagement, life satisfaction and work place performance (Zhang et al., 2018; 
Zhang et al., 2020). 
 
Family support by the supervisor may produce positive response from the employees (Thompson et al., 
1999). Specifically when subordinates believe that their supervisor cares about their family related 
demands, they may respond more positively at workplace in the form of innovative work behaviour. 
Consequently, we propose: 
 
Hypothesis 1: Family supportive supervisor behaviours (FSSB) is positively related to Innovative Work 
Behaviour (IWB). 
 
Felt Gratitude toward Supervisor as Mediator between Family supportive supervisor behaviours & 
Innovative Work Behaviour 
 
In recent years, scholars have paid good attention on gratitude (Alfieri et al., 2018). Gratitude is important 
to improve the productivity and performance of employees (Grant and Wrześniewski, 2010). Cregg et al., 
(2021) suggested that receiving benefits from others may reason the gratitude emotion. When someone 
gets help and support from other, they feel gratitude (Tesser et l., 1968). 
 
In the organization, the gratitude emotion established between supervisor and subordinate because the 
supervisor give the benefits to the subordinate as a representative of the organization (Pan et al., 2012). 
The behaviour of the supervisor with the subordinates affects the subordinates’ relationship with the 
organization (Chen 2019). 
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In this line, family supportive behaviours of the supervisor is beneficial both for the employees as well as 
organization (Bagger & Li, 2014; Russo et al., 2018). Family supportive supervisor behaviours help the 
employees to solve their work and family related issues simultaneously (Thomas and Ganster 1995) which 
is better for employees’ personal health, family and workplace (Cheng et al., 2021). Shi et al., (2019) 
concluded that family supportive supervisor behaviours positively impact on the employees work 
engagement through employees’ loyalty to the supervisor. 
 
When employees get the support from someone, family supportive supervisor behaviours, they felt 
gratitude towards them and motivate for better performance (Akgün etal., 2016; Grant and Wrzesniewski 
2010). When subordinate feel gratitude towards supervisor, as a return of supervisor’s kindness and 
support they enhance working processing they increase their job performance (Akgün etal., 2016). 
 
Theoretically speaking, as per social exchange theory (Blau, 1964), Subordinates show positive behaviour 
such as innovative work behaviours, when they want to interchange equally with the supervisor, that 
could be beneficial for their organization (Kim et la., 2020). In the lines of social exchange theory (Blau, 
1964), social exchanges at work, mostly positive interaction, moves towards positive emotions like 
pleasure and gratitude (Cropanzano and Mitchell, 2005).  
 
The basic notion of social exchange theory is that the interpersonal relationships cause of higher rewards, 
trust and attraction in these relationships (Blau, 1964). Successful social exchange generates “feelings of 
personal obligation, gratitude, and trust on an ongoing basis” (Blau, 1964). So, it can be expected that if 
the supervisor’ behaviour with their employees will family supportive then it will create the gratitude 
emotion toward supervisor. 
 
Due to these positive emotions, employees involve in positive behaviours like innovative work behaviour, 
to the source (Family supportive supervisor behaviours) of positive emotions (Scott, 2007). The individual 
who feel gratitude towards the benefactor might show behaviour that is in the favor of benefactor’s well -
being (McCullough et al., 2001; Kim et al., 2020). 
 
Logically speaking, employees and supervisors are most frequently interacting with each other, therefore, 
if a supervisor does not care the employees need, the employees will not focus on the work effectively 
because they do not want to work under the uncooperative supervisor (Chen, 2019). While, if supervisor 
shows family supportive behaviour with the employees that is family supportive supervisor behaviours, 
the employees think that the supervisor is caring about their job, their family life and themselves (Chen, 
2019). So, employees feel gratitude towards supervisor, because gratitude is a type of obligation which 
develop because of positive experiences and situation (Wnuk., 2020). 
 
Family supportive supervisor behaviours have four dimensions like instrumental support, emotional 
support, role modeling, and creative work-family management (Hammer et al., 2009), which helps the 
employees to fulfill the work and family demands. So employees feel gratitude towards supervisor 
because they think that their supervisor care for their family and their work life. This gratitude emotion 
may force the employees to do their work in more innovative way and give better response of 
supervisor’s family supportive behaviour. Consequently, we suggest: 
 
Hypothesis 2: Family supportive supervisor behaviour is positively associated with Felt Gratitude toward 
Supervisor.  
Hypothesis 3: Felt Gratitude toward Supervisor is positively associated with Innovative work behaviours. 
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Hypothesis 4: Felt Gratitude toward supervisor mediates between Family supportive supervisor behaviour 
and Innovative work behaviours. 
 

Proposed Research Model 
  
 
 

 
 
 
 
 
 
 

Figure 1: Theoretical Framework 
 
Research Methodology 
 
Research Design 
 
In the present study primary data was collected through structured research instrument that is 
questionnaire and after thorough analysis the results were generated. Therefore, Present study is 
quantitative in nature. 
 
The objective of this research is to investigate the impact of family supportive supervisor behaviours on 
innovative work behaviour through gratitude as a mediating mechanism. In current study, data was 
gathered from workers of health care sector through Survey method which is deemed appropriate for this 
type of research (Naseer, et al., 2016).  
 
The data was collected in two timespans thus making it time-lagged longitudinal study. In this study, 
independent variable (Family supportive supervisor behaviours) was tapped in time 1, and mediator (Felt 
Gratitude Toward Supervisor) and Innovative Work Behaviour was tapped in time 2.    
 
Population, Sampling Techniques and Sample Size 
 
The population of current study was comprised on the individuals working in specific and demanding 
professions that is healthcare workers (Blanco-Donoso et al., 2021; Deng et al., 2021) located at 
Islamabad, Rawalpindi and Wah Cantt. Sample size was 253 employees working in the health sector of 
Pakistan.  
 
Convenient sampling technique was used to collect the data because the all the staff and doctors of 
health care sector are too much engage in work related activities. According to a study conducted by 
United Nations International Children's Emergency Fund (UNICEF), doctors in underdeveloped countries 
can spend just 54 seconds/ patient at district hospitals due to the enormous patient burden (Naz et al., 
2012). In Pakistan, where the doctor to patient ratio is significantly below the required level, the patient 
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entry at the emergency departments is very high (Saleem et al., 2012). Therefore, as per the availability of 
the individuals the data was collected through convenience sampling. 
 
Measures 
 
Proper scales were used to measure the constructs in the study. These scales are previously used and 
validated by various research scholars. Details of these measures are given below: 
 
Family Supportive Supervisor Behaviors 
 
Family supportive supervisor behaviours were measured through the scale established by Hammer and 
colleagues (Hammer et al., 2009). The items were recorded on 5-point Likert scale (1 = strongly disagree, 5 
= strongly agree). Questions related to emotional support (2 items; e.g., “My supervisor takes time to 
learn about my personal needs), instrumental support (2 items; e.g., “I can depend on my supervisor to 
help me with scheduling conflicts if I need it), role model (2 items; e.g., My supervisor is a good role model 
for work and non-work balance), and creative work-family management dimensions (1 item; “My 
supervisor thinks about how the work in my department can be organized to jointly benefit employees 
and the company”). Internal consistency reliability of the combined these sub-dimensions is 0.97 reported 
by (Rofcanin et al., 2017). 
 
Felt Gratitude Toward Supervisor 
 
we measured subordinate’s Felt Gratitude toward Supervisor with Gino and Schweitzer (2008) three items 
(‘grateful’, ‘thankful,’ and ‘appreciative’) rated on a five-point scale from 1 (not at all) to 5 (extremely). 
The question was as follows: ‘During the last 5 months to what extent have you felt the grateful toward 
your supervisor?’ Cronbach’s alpha for the overall scale reported by Belkin et al., (2021) was .98. 
 
Innovative Work Behaviour 
 
Innovative Work Behaviour was assessed by using Janssen’s (2000) 9-item scale, that measure the rate 
with which respondents were involved in the generation, promotion and realization of new ideas. 
Responses were evaluate on a 5-point scale ranging from (1 = strongly disagree, 5 = strongly agree). 
Cronbach’s alpha for the overall scale reported by Montani et al., (2020) was .93. 
 

Data Analysis 
 

Table 1: Descriptive Statistics 

 

 
 

Variables Mean S.D. 1 2 3 4 

1. Age 1.6838 .77844 - 
   

2. FSSB 3.4410 .73099 .26
**

 (.77)   

3. Gratitude 3.4177 .87029 .19
**

 .50
**

 (.76)  

4. Innovative work behaviours 2.9449 .56842 .23
**

 .57
**

 .56
**

 (.74) 

**. Correlation is significant at the 0.01 level (2-tailed).    
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The means, standard deviations, and correlations and alpha reliabilities for all variables are displayed in 
Table 1. In line with our expectation, family supportive supervisor behaviour was positively associated 
with innovative work behaviour (r = 0.57, p < 0.01) and positively related to gratitude (r = 0.50, p < 0.01). 
Gratitude was positively related to innovative work behaviour (r = 0.56, p < 0.01). The Cronbach’s alpha 
scores for all variables were greater than 0.70. The correlation values revealed a significant correlation 
between all the variables of the study as per projected directions. 

 
Table 2: Mediating Role of Felt gratitude toward supervisor between Family supportive supervisor 

behaviour and Innovative work behaviours 

Direct and total effects B SE t P 

Felt gratitude toward supervisor (MED) regressed on Family 
supportive supervisor behaviour (IV) 

0.59 0.07 8.98 0.00 

Innovative work behaviour (DV) regressed on Felt gratitude toward 
supervisor (MED) 

0.24 0.04 6.79 0.00 

Innovative work behaviour (DV) regressed on Family supportive 
supervisor behaviour (IV) 

0
.30 

0.04 7.00 0.00 

Indirect effect using bootstrap B Boot SE LL 95% CI UL 95% CI 

Indirect effects of family supportive supervisor behaviour (IV) on 
Innovative work behaviour (DV) through Felt gratitude toward 
supervisor (MED)  

0.14 0.03 .08 0.21 

 
Table 2 presents the bootstrapping results for the effect of Family supportive supervisor behaviour on 
Innovative work behaviour and the mediating role of Felt gratitude toward supervisor. Hypothesis 2 
proposed a positive relationship between Family supportive supervisor behaviour and Felt gratitude 
toward supervisor. As shown in Table 2, results revealed that Family supportive supervisor behaviour was 
positively associated with Felt gratitude toward supervisor (β = 0.59, t = 8.98, p < .001). Therefore, 
hypothesis 2 was accepted. Similarly, Felt gratitude toward supervisor was positively associated with 
Innovative work behaviour (β = 0.24, t =6.79, p < .001). Thus, hypothesis 3 was also accepted. Finally, 
Family supportive supervisor behaviour is found to have an indirect effect on Innovative work behaviour. 
As shown in Table 3, the bootstrap results confirm that Felt gratitude toward supervisor mediated the 
effects of Family supportive supervisor behaviour and Innovative work behaviour as the bootstrapped 
95% CI around the indirect effect did not contain zero (B = 0.14, LLCI = 0.08, ULCI = 0.21). In other words, 
Family supportive supervisor behaviour had a positive indirect influence on Innovative work behaviour 
through Felt gratitude toward supervisor. These findings supported hypothesis 4.   

 
Discussion 
 
The main goal of this study was to examine how Family supportive supervisor behaviours affect the 
employees innovative work behaviour with the mediating role of gratitude. First, this research verified 
that Family supportive supervisor behaviours have a significant positive effect of employee’s innovative 
work behaviour. Leadership style is an important factor that affects the employees’ proactive behaviour 
that is innovative work behaviour (Rank et al. 2007). The study is supported by the literature as a study 
confirmed that the employees proactive behaviours improved when they are working under the 
supervisor having positive behaviour like honest leadership and inclusive leadership (Chen, P., 2019).  
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This study provides new way by explaining that felt gratitude toward supervisor in reply of Family 
supportive supervisor behaviours is an essential mechanism that explains why employees who are worked 
under the Family supportive supervisor behaviours are more likely to be innovative behaviour.  
 
Current research clarifies that Family supportive supervisor behaviours has a positive impact on 
employees’ innovative work behaviour. Family supportive supervisor behaviours help the employees to 
accomplishing work-family balance and provide a number of services that decrease their work and family 
stress. This type of caring relationship from the supervisor may oblige the employees to put attention on 
organizational interest and perform extra work. 
 
In the light of social exchange theory (Blau, 1964; Cropanzano & Mitchell, 2005), in the relationship 
between supervisor and subordinate the reciprocity is an important component which means that, in 
response of the supervisors’ positive behaviour, subordinates provide the favourable returns. 
 
Moreover, current research found that gratitude has mediating role between Family supportive 
supervisor behaviours and employees innovative work behaviour. Number of researchers concluded that 
emotional state has a very important role in driving employees’ behaviour (Dong et al., 2014). From the 
social exchange perspective, current research proved the relationship between Family supportive 
supervisor behaviours and innovative work behaviour through mediating role of positive emotion that is 
gratitude. Supervisor has frequent interaction with their employees and supervisor’s behaviour is a major 
factor that affects the affective commitment of employees to the organization. The caring and supportive 
behaviours of the supervisor directly affect the employees’ gratitude emotion toward their supervisor. 
Based on the principle of reciprocity, in the culture like Pakistan, when supervisor support the employees 
regarding their work and family related matters, they may feel gratitude towards supervisor and increase 
their emotional return to supervisors, and thus increase their positive work behaviors like innovation 
innovative work behaviors. 
 

Limitations and Future Research 
 
The study has certain limitations like generalizability of results as the data was collected from health care 
sector only. Future research could also be conducted in the manufacturing sector.  
 
Secondly, Pakistan has strong collectivistic culture (Hofstede, 2001). The employees who belong to 
collectivist society expect their supervisor to help them regarding family related issues and may behave 
more positively in return than those in other societies (Wang et al. 2013). A useful direction for future 
researchers is to test the same model in other countries or cultures.  
 
Thirdly, in this study Family supportive supervisor behaviours was taken as a whole construct to examine 
its impact on innovative work behaviour through positive emotion gratitude.  Future research should be 
conducted by investigating the impact of dimensions of Family supportive supervisor behaviours on 
innovative work behaviour and examine which dimension of Family supportive supervisor behaviours has 
more impact on innovative work behaviour than others. 
 

Practical Implications 
 
Current study has few practical implications. The finding of this study reveals that the Family supportive 
supervisor behaviours positively encourage the employees’ innovative behaviour at workplace. So 
organization should focus on the role of supervisors in creating family-like work environment, to fulfil 



Asian Social Studies and                                                                                                 Volume 3 Issue 2 
Applied Research (ASSAR)                                                                                                           May, 2022 
Published by ASAR Council                                                                                      ISSN (E): 2709-9229 

 
 

 

ISSN (P): 2709-9962                    Jamil & Awan (2022) 

 
286 

employees’ needs for belonging and felt gratitude toward supervisor and increasing employees’ work 
innovativeness. These findings could be implemented through human resource management department 
of organizations. Initially, at the time of induction the organizations should select the supervisor having 
characteristics of Family supportive supervisor behaviours. Secondly, research has concluded that the 
Family supportive supervisor behaviours is flexible and trainable (Hammer et al., 2011). So, organization 
should concentrate on supervisors’ training, which will be useful for manager to improve their skills to 
provide better family support for their employees. 
 
Finally, Family supportive supervisor behaviours could be added in performance appraisal system of the 
supervisors, to improve the importance of family supportive behaviours of the supervisors for employees 
and to increase the possibility of employees’ innovative work behaviour. 
 

Conclusion 
 
Based on a questionnaire survey of 253 employees in health care sector, this study concluded that Family 
supportive supervisor behaviours can promote employees’ innovative work behaviours through gratitude 
mechanism. The results show that: first, Family supportive supervisor behaviours is positively related to 
employee’s innovative work behaviour; secondly, felt gratitude toward supervisor plays a mediating role 
in the relationship between Family supportive supervisor behaviours and employee’s innovative work 
behaviours.  
 
The results of this study enhance the awareness about Family supportive supervisor behaviours and 
innovative work behaviour by social exchange prospective and provide different guidelines for managers 
to improve employees’ innovative work behaviour. 
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