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Abstract 
In face of the fiercely competitive ecological environment, the stable survival, competitiveness, and 
innovation capability of an organization are closely related to the organizational innovation climate with 
failure allowance and innovation award. It could induce the infinite “creativity” of human resources in the 
organization to establish the competitive advantage in ecological industry. Aiming at supervisors and 
employees of ecological industry in Henan Province for the questionnaire survey, 251 valid copies of 
questionnaires are retrieved. With qualitative research, three hypotheses proposed in this study are verified. 
1. Supervisor support appears positive correlations with employee creativity. 2. Employee creativity presents 
positive correlations with organizational innovation. 3. Supervisor support shows positive correlations with 
organizational innovation. The research findings show significantly positive correlations between supervisor 
support and employee creativity, revealing the effect of supervisors’ attitudes on employees’ creativity. For 
this reason, supervisors’ attitudes of positive encouragement, appreciation, and concerns would enhance 
employees’ creativity and induce the potential creativity and creation to constantly break through and 
innovate the business development. 
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INTRODUCTION 
In face of high diversity in modern society, an 

organization would apply strategies for organizational 
innovation and adjust innovation from structure, 
regulations, processes, working skills, and human 
resource management to develop larger effectiveness. 
The completion of any organizational objectives and 
innovation strategies require the cooperation of internal 
employees for the success. For this reason, an 
organization should affirm and support the employees, 
i.e. having the employees be full of energy and be glad 
to work hard in the organization, for the sustained-yield 
management to continue the innovation development. 
In other words, an employee being enthusiastic and 
energetic about the job as well as devoting and 
contributing to the job to create creativity would be a 
primary indicator of the competitive advantage of the 
organization. The innovation capability of an 
organization is closely related to the provision of the 
organizational innovation climate being tolerant of 
failure and rewarding innovation, and could induce the 

infinite “creativity” of precious human resources in the 
organization to establish the competitive advantage. 
The source of innovation internal and external an 
enterprise comes from the employees’ creativity or 
innovation. Employee creativity is the basis of 
organizational creativity and innovation. 

Being in the changeably competitive environment, 
an ecological business requires constant innovation of 
products, service, and procedures to be in an invincible 
position. An ecological business should regard 
innovation as the survival method to form the 
organization team for global competition and pursue 
the sustained-yield management in ecological industry. 
Nevertheless, under the fiercely competitive 
environment, the stable survival of an organization and 
the competitiveness rely on the innovation capability 
with the organizational innovation climate allowing 
failure and rewarding innovation, which could induce 
the infinite “creativity” of the precious human resources 
in the organization to establish the competitive 
advantage. In the era with rapidly booming knowledge 
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and accelerating market competition, innovation, as an 
engine, has become a key success factor in ecological 
industry. For this reason, this study intends to discuss 
the correlations among supervisor support, employee 
creativity, and organizational innovation. 

LITERATURE REVIEW 

Supervisor Support 
Tsai et al. (2015) considered that an organization 

should stress on the employees’ contribution and 
concern about the welfare; organizational employees 
forming the overall belief was perceived organizational 
support. To extend the idea of perceived supervisor 
support, Kline (2015) indicated that employees formed 
a common belief through the supervisors’ emphasis on 
the contribution and welfare; such a belief was 
perceived supervisor support. Ballot et al. (2015) found 
out the mediating effect of perceived organizational 
support on perceived supervisor support and 
employees’ organizational commitment. In other 
words, a supervisor was a symbol of an organization to 
stand for the organization. Although having an 
employee perceive the organizational and supervisor 
support was important and would affect the work 
attitudes, there were some differences between 
perceived organizational support and perceived 
supervisor support. Prieto-Pastor and Martin-Perez 
(2015) revealed that employees received more support 
from the supervisors than from the entire organization. 
Do et al. (2016) also proposed that employees preferred 
to acquire work-related information and feedback from 
the direct supervisor, rather than the entire 
organization. 

According to the statistics of Chang and Teng 
(2017), the single dimension of supervisor support is 
mostly applied by researchers. To avoid unclear 
concepts of dimensions and variables, the items edited 
by Chang and Teng (2017) are applied to this study for 
measuring supervisor support. 

Employee Creativity 
Way et al. (2015) regarded creativity as the ability of 

an organization or an individual creating value; most 
organizations pursued innovation for differentiation or 
higher added value. In work field, employees’ 
innovative ideas and opinions would generate creativity 
through opinion expression (Chen and Hou 2016). 
Employee creativity was the main source of 
organizational innovation (Salerno et al. 2015). Barlatier 
and Dupouët (2015) referred creativity as the proposal 
of novel ideas, while innovation as the specific behavior 
to implement the creativity. Ross (2015) proposed that 

an employee being brave to propose new creativity and 
ideas, when presenting creativity at work, would present 
practical value on the product, management practice, 
service, or execution process of the organization. 
Apparently, Volery et al. (2015) pointed out employee 
creativity as the key success factor in an organization. 
Creativity proposed by Garaus et al. (2016) stressed on 
the skill of creative thinking, the skills related to work 
field, and the importance of individual intrinsic 
motivation to innovation and focused on the effect of 
individual creativity on organizational innovation. Zaidi 
and Othman (2015) mentioned that an individual with 
professional ability and high motivation would develop 
high-level creativity; and, environment would directly 
and strongly affect the degree and frequency of the 
development of individual creativity. Lavikka et al. 
(2015) regarded the close correlation, but not 
completely the same, between creativity and 
innovation; working environment innovation shaped 
by resources, organizational encouragement, and 
management practice would impact individual 
creativity. On the contrary, individual creativity shaped 
by work incentive, creativity skills, and field-related 
skills would feedback the working environment 
innovation. 

Referring to the creativity behavior scale proposed 
by Liu et al. (2016), employees’ innovative ideas and 
opinions in the work field are used for measuring 
employee creativity. 

Organizational Innovation 
Tung and Yu (2016) proposed the point of view that 

organizational innovation was the application of certain 
activity, which was new to the organization, naturally 
generated from internal organization or purchased from 
outside organization. The activity could be equipment, 
systems, policies, projects, processes, products, or 
service. Baškarada et al. (2016) pointed out 
organizational innovation as an alternative choice of 
current situations, i.e. the changes of organizational 
systems, relationship between inputs and outputs, 
process of technology or transfer, organizational 
structure or design, cooperation mechanism, 
organizational members and roles, and organizational 
culture with plans to reform all dimensions of an 
organization (Baškarada and Watson 2017). Obeidat et 
al. (2017) emphasized organizational innovation as a 
novel concept which could be applied to start or 
enhance certain products, processes, or service and 
further promote organizational effectiveness. Basically, 
organizational innovation referred to an organization 
applying novel and useful concepts and methods to 
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induce and improve organizational members and 
organizational behaviors. Chua et al. (2015) defined 
organizational innovation as the management 
innovation of organization, planning, employment, 
leadership, and control generated by an organization 
purchasing or introducing from external organization 
or generating from internal organization as well as the 
technological innovation of products, processes, and 
equipment, which should be affirmed the contribution 
by organizational members (Hansen et al. 2017). 

Referring to Zheng et al. (2016), innovation is 
classified into 

(1) Management structure innovation, including the 
innovation of strategies and the composition of 
organizational structure. 

(2) Technological innovation: containing the 
innovation of products, technology, work 
processes, and product creativity. 

Effects of Supervisor Support on Employee 
Creativity 

Chang and Teng (2017) pointed out another 
important factor in encouraging the generation of 
employee creativity as supervisor attitudes, i.e. a 
supervisor’s attitudes being positive support or negative 
negligence. Jaiswal and Dhar (2015) indicated that a 
supervisor’s supportive attitudes were the most direct to 
an employee; a lot of new ideas required the inspection 
of the supervisor. Supervisor attitudes in a department 
would therefore affect the employees’ behaviors and 
motivation. Garaus et al. (2016) mentioned that a 
supervisor, in addition to supervisor support, should 
have good communication with the employees and 
timely give appreciation and encouragement to the 
employees to induce employee creativity and 
harmonize the organization. Tsai et al. (2015) 
considered that a supervisor should timely appreciate or 
reward a good idea contributing to the organizational 
environment and present open attitudes toward 
employees’ distinct ideas to promote the creativity. Do 
et al. (2016) indicated that a supervisor should concern 
about employees’ feelings and needs, encourage 
employees to speak out the ideas, timely provide 
positive and useful feedback opinions and information, 
and assist employees in developing skills. The following 
hypothesis is then proposed. 

H1: Supervisor support shows positive effects on 
employee creativity. 

Effects of Supervisor Support on Organizational 
Innovation 

Zheng et al. (2016) found out the correlation 
between perceived supervisor support and employees’ 
innovation behaviors. According to a pilot study of Do 
and Yeh (2016), innovation appeared significant 
correlations with 7 dimensions for organizational 
climate, in which supervisor support was an important 
factor. Tung and Yu (2016) proposed that an employee, 
when perceiving supervisor support and 
encouragement about the devotion to innovation, 
would follow the organizational expectation to present 
innovation behavior. Kline (2015) also indicated that 
supervisor support would induce employees’ 
technological and management innovation. An 
employee perceiving higher supervisor support would 
consider the devotion being rewarded by the 
organization that more involvement in the organization 
would be generated to induce the positive effectiveness 
and the organizational innovation performance at work 
(Baškarada and Watson 2017). Accordingly, the 
following hypothesis is proposed. 

H2: Supervisor support reveals positive effects on 
organizational innovation. 

Correlations between Employee Creativity and 
Organizational Innovation 

Liu et al. (2016) stated that individual creativity, 
different from organizational innovation, lied in an 
employee generating new and useful ideas, while 
innovation was to successfully practice creativity ideas 
in an organization. For this reason, employee creativity 
was often the beginning of innovation (Chen and Hou 
2016). An individual was the fundamental source of 
new ideas (Hayes 2015) as well as the basis of 
organizational innovation (Salerno et al. 2015). As a 
consequence, an employee’s creativity performance 
provided the basic element for organizational 
innovation (Hansen et al. 2017). An employee with 
creativity would regard opportunities as the chance to 
generate new products, would well apply existing 
methods or equipment, and would create novel but 
practicable new working ideas. Way et al. (2015) 
proposed that an employee with creativity could bring 
useful innovation ideas to the products, practice, or 
processes of an organization. Furthermore, Volery et al. 
(2015) explained that such people would become the 
model of other employees in the organization and result 
in comprehensive effects. Zaidi and Othman (2015) 
advocated that the new idea of an employee with 
creativity could be transferred to other employees in the 
organization and help them cultivate innovation ideas. 
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In this case, Baškarada et al. (2016) indicated that 
individual creativity could be developed organization-
level new products through the derivation and practice 
of thoughts. Employee creativity therefore resulted in 
positive effects on organizational innovation. The 
follow hypothesis is further proposed. 

H3:  Employee creativity reveals remarkably 
positive effects on management structure 
innovation in organizational innovation. 

H4: Employee creativity appears notably positive 
effects on technological innovation in 
organizational innovation. 

RESEARCH METHOD 

Measurement of Research Variable 

Supervisor support 
According to the statistics of Chang and Teng 

(2017), the single dimension of supervisor support is 
mostly adopted by researchers; however, unclear 
concepts caused by dimensions and same variables 
should be avoided. The items proposed by Chang and 
Teng (2017) are used for measuring supervisor support. 

Employee creativity 
Referring to the creativity behavior scale proposed 

by Chou (2004), an employee’s innovation ideas and 
opinions generated in work field is applied to measure 
employee creativity. 

Organizational innovation 
Referring to Varan et al. (2013), the dimensions 

contain (1) management structure innovation and (2) 
technological innovation. 

Research Object and Sampling Data 
Taking ecological industry as the research object, 

supervisors and employees in ecological industry in 
Henan Province are preceded the questionnaire survey. 
Total 251 valid copies of questionnaire are retrieved, 
and each retrieved questionnaire is regarded as a valid 
sample. The retrieved questionnaire is analyzed the data 

with SPSS, and regression analysis and analysis of 
variance are applied to test various hypotheses. 

ANALYSIS RESULT 

Effects of Supervisor Support on Employee 
Creativity and Organizational Innovation 

Analysis of variance of supervisor support to employee 
creativity 

Analysis of variance is utilized for discussing the 
difference of supervisor support in employee creativity. 
Table 1 shows remarkable differences of high 
supervisor support in employee creativity, compared to 
low supervisor support. H1 is therefore supported. 

Analysis of variance of supervisor support to 
organizational innovation 

Applying analysis of variance to discuss the 
difference of supervisor support in organizational 
innovation, Table 2 reveals notable differences of high 
supervisor support in management structure 
innovation, in comparison with low supervisor support. 
Moreover, high supervisor support appears significant 
differences in technological innovation, compared to 
low supervisor support. Accordingly, H2 is supported. 

Correlation Analysis of Employee Creativity and 
Organizational Innovation 

Correlation analysis of employee creativity and 
management structure innovation 

To test H1, Table 3 presents remarkable effects of 
employee creativity (t=2.061**) on management 
structure innovation that H3 is supported. 

Correlation analysis of employee creativity and 
technological innovation 

To test H2, Table 3 shows notable effects of 
employee creativity (t=2.237**) on technological 
innovation that H4 is supported. 

Table 1. Analysis of variance of supervisor support to employee creativity 
variable F P Scheffe post-hoc 

employee creativity 22.461 0.000** high>low 
Note: * stands for p<0.05, ** for p<0.01 

Table 2. Analysis of variance of supervisor support to organizational innovation 
variable F P Scheffe post-hoc 

management structure innovation 16.583 0.000** high>low 
technological innovation 27.162 0.000** high>low 

Note: * stands for p<0.05, ** for p<0.01 
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CONCLUSION 
The research results reveal the higher supervisor 

support, the higher organizational innovation in 
ecological industry, which is the same as employee 
creativity and job performance, showing that supervisor 
attitudes would affect employee creativity in ecological 
industry. In this case, supervisor attitudes of positive 
encouragement, appreciation, and concerns would 
enhance employee creativity. An ecological business 
should pay attention to supervisor support for larger 
identity of employees so as to influence employee 
creativity and the organizational innovation. To 
enhance a supervisor’s support for employees in 
ecological industry, an organization could develop 
trainings, allowing supervisors being aware of the 
management of employees with empathy and support 
so that the employees are satisfied with the job and 
identify the organization to make efforts for achieving 
organizational goals. 

SUGGESTION 
Aiming at above research results, the following 

suggestions are proposed in this study. 

(1) Under fierce competition in ecological industry 
and increasing operating costs in external 
environment, the control of internal costs, e.g. 
human structure adjustment, youth and flatness 
of members, employment of personnel with 
obvious stress resistance, being active and 
positive, and presenting communication and 
coordination capability, as well as the promotion 
of first-line personnel with real rewards to 

induce employee creativity could have an 
ecological business constantly promote new 
products to cope with the fierce competition in 
the market environment. 

(2) An ecological business should adopt open 
management, avoid conserved corporate culture, 
encourage the joining in of more excellent 
personnel, introduce numerous young 
employees, and guide company culture to 
openness and activeness to enhance the 
competitiveness. Supervisors in ecological 
industry should also apply humanized 
management. The youth of organizational 
members has supervisors adjust the management 
methods but still request the employees and 
subordinates to match the company and the 
department, within reasonable requirements, to 
achieve organizational innovation objectives. 

(3) A supervisor in ecological industry, with 
empathy, should listen to employees’ voice and 
understand the difficulty at work, further assist 
in solving problems, and properly offer 
encouragement and appreciation to replace 
scolds and blame for enhancing the employees’ 
confidence. Besides, a supervisor should actively 
concern and emphasize the employees, stress on 
and affirm the suggestions proposed at work, and 
induce the contribution to the organization. 
When it is necessary, a supervisor should provide 
proper and full empowerment and space for the 
free development. 

REFERENCES 
Ballot G, Fakhfakh F, Galia F, Salter A (2015) The Fateful Triangle: Complementarities in Performance between 

Product, Process and Organizational innovation in France and the UK. Research Policy, 44(1): 217-232. 
Barlatier PJ, Dupouët O (2015) Achieving contextual ambidexterity with communities of practice at GDF SUEZ. 

Global Business and Organizational Excellence, 34(3): 43-53. 
Baškarada S, Watson J (2017) Managing the exploitation-exploration tradeoff: how leaders balance incremental and 

discontinuous innovation. Development and Learning in Organizations: An International Journal, 31(4): 13-
16. 

Table 3. Analysis of employee creativity to organizational innovation 
 

dependent variable: organizational innovation 
management structure innovation technological innovation 

independent variable Beta t Beta t 
employee creativity 0.192 2.061** 0.211 2.237** 

F 26.772 31.525 
significance 0.000*** 0.000*** 

R2 0.251 0.307 
adjusted R2 0.217 0.276 

Note: * stands for p<0.05, ** for p<0.01. 
Data source: Self-organized in this study 



 
 
Zhang and Wang 
 

 
1104  Ekoloji 27(106): 1099-1104 (2018) 
 

Baškarada S, Watson J, Cromarty J (2016) Leadership and organizational ambidexterity. Journal of Management 
Development, 35(6): 778-788. 

Chang JH, Teng CC (2017) Intrinsic or extrinsic motivations for hospitality employees’ creativity: The moderating 
role of organization-level regulatory focus. International Journal of Hospitality Management, 60, 133-141. 

Chen ASY, Hou YH (2016) The effects of ethical leadership, voice behavior and climates for innovation on 
creativity: A moderated mediation examination. The Leadership Quarterly, 27(1): 1-13. 

Chua RYJ, Roth Y, Lemoine JF (2015) The impact of culture on creativity: How Cultural tightness and cultural 
distance affect global innovation crowdsourcing work. Administrative Sciences Quarterly, 60: 189-227. 

Do B, Yeh PW (2016) Role of human resource flexibility in organizational innovation. TUNGHAI Management 
Review, in Press. 

Do B, Yeh PW, Madsen J (2016) Exploring the relationship among human resource flexibility, organizational 
innovation and adaptability culture. Chinese Management Studies, 10(4): 657-674. 

Garaus C, Güttel WH, Konlechner S, Koprax I, Lackner H, Link K, Müller B (2016) Bridging knowledge in 
ambidextrous HRM systems: Empirical evidence from hidden champions. The International Journal of Human 
Resource Management, 27(3): 355-381. 

Hansen NK, Güttel WH, Swart J (2017) HRM in dynamic environments: Exploitative, exploratory, and 
ambidextrous HR architectures. The International Journal of Human Resource Management (in press): 1-32. 

Hayes AF (2015) An index and test of linear moderated mediation. Multivariate Behavioral Research, 50: 1-22. 
Jaiswal NK, Dhar RL (2015) Transformational leadership, innovation climate, creative self-efficacy and employee 

creativity: A multilevel study. International Journal of Hospitality Management, 51: 30-41. 
Kline RB (2015) Principles and practice of structural equation modeling (4th ed.). NY: Guilford Publication. 
Lavikka R, Smeds R, Jaatinen M (2015) A process for building inter-organizational contextual ambidexterity. 

Business Process Management Journal, 21(5): 1140-1161. 
Liu D, Jiang K, Shalley CE, Keem S, Zhou J (2016) Motivational mechanisms of employee creativity: A meta-

analytic examination and theoretical extension of the creativity literature. Organizational Behavior and Human 
Decision Processes, 137: 236-263. 

Obeidat BY, Tarhini A, Masa’deh RE, Aqqad NO (2017) The impact of intellectual capital on innovation via the 
mediating role of knowledge management: a structural equation modelling approach. International Journal of 
Knowledge Management Studies: 8(3-4): 273-298. 

Prieto-Pastor I, Martin-Perez V (2015) Does HRM generate ambidextrous employees for ambidextrous learning? 
The moderating role of management support. The International Journal of Human Resource Management, 
26(5): 589-615. 

Ross A (2015) Innovating Professional Services: Transforming Value and Efficiency. Farnham, UK: Gower 
Publishing Ltd. 

Salerno MS, de Vasconcelos Gomes LA, da Silva DO, Bagno RB, Freitas SLTU (2015) Innovation processes: Which 
process for which project? Technovation, 35: 59-70. 

Tsai KH, Liao YC, Hsu TT (2015) Does the use of knowledge integration mechanisms enhance product 
innovativeness? Industrial Marketing Management, 46: 214-223. 

Tung FC, Yu TW (2016) Does innovation leadership enhance creativity in high-tech industries? Leadership & 
Organization Development Journal, 37(5): 579-592. 

Volery T, Mueller S, von Siemens B (2015) Entrepreneur ambidexterity: A study of entrepreneur behaviours and 
competencies in growth-oriented small and medium-sized enterprises. International Small Business Journal, 
33(2): 109-129. 

Way SA, Tracey JB, Fay CH, Wright PM, Snell SA, Chang S, Gong Y (2015) Validation of a multidimensional HR 
flexibility measure. Journal of Management, 41(4): 1098-1131. 

Zaidi MFA, Othman SN (2015) Structural Ambidexterity vs. Contextual Ambidexterity: Preliminary Evidence 
from Malaysia. The Social Sciences, 10(6): 1200-1207. 

Zheng X, Liu Z, Gong X (2016) Why does leader attention scope matter for innovation ambidexterity? The 
mediating role of transformational leadership. Leadership & Organization Development Journal, 37(7): 912-
935. 
 


	INTRODUCTION
	LITERATURE REVIEW
	Supervisor Support
	Employee Creativity
	Organizational Innovation
	Effects of Supervisor Support on Employee Creativity
	Effects of Supervisor Support on Organizational Innovation
	Correlations between Employee Creativity and Organizational Innovation

	RESEARCH METHOD
	Measurement of Research Variable
	Supervisor support
	Employee creativity
	Organizational innovation

	Research Object and Sampling Data

	ANALYSIS RESULT
	Effects of Supervisor Support on Employee Creativity and Organizational Innovation
	Analysis of variance of supervisor support to employee creativity
	Analysis of variance of supervisor support to organizational innovation

	Correlation Analysis of Employee Creativity and Organizational Innovation
	Correlation analysis of employee creativity and management structure innovation
	Correlation analysis of employee creativity and technological innovation


	CONCLUSION
	SUGGESTION
	REFERENCES

