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Objective: In today's society, teachers are increasingly focused on the
harmonious development of work and family. However, few studies have
discussed family supportive supervisor behavior to promote teachers’ innovative
behaviors and thriving at work. The study explores the mechanisms of family-
supportive supervisor behaviors on teachers’ innovative behaviors and thriving at
work.

Methods: In this study, we adopt a questionnaire-based follow-up study of 409
career married teachers in Northwest China at three time points based on the
Work-home Resource Model and Resource Conservation Theory.

Results: The results indicate that family supportive supervisor behavior has
a significant positive predictive effect on teachers’ innovative behavior and
thriving at work, and work-family enrichment mediates between this relationship.
In addition, proactive personality moderates the relationship between family-
supportive supervisor behavior and work-family enrichment and the mediating
role of work-family enrichment.

Conclusion: Prior research has focused more on the impact of job characteristics
within the work domain on work innovation behavior and thriving at work,
and some studies have explored the impact of family-level factors on teacher
behavior, but more often than not, they have been described based on a
conflict perspective. This paper explores the positive impact of family-supportive
supervisor behavior on teachers’ innovative behaviors and thriving at work from
a resource flow perspective and identifies its potential boundary conditions. This
study extends theoretical research on family-work relationships while providing
new grounding and research perspectives for improving teacher work and family
enrichment.

family-supportive supervisor behavior, work-family enrichment, teacher innovative
behavior, thriving at work, proactive personality

Introduction

In recent years, the conflict between teachers’ work and family roles has intensified with
the rapid economic development and the continuous advancement of Internet technology.
To effectively mitigate the adverse effects of this conflict, companies have proposed family
support policies such as flexible work schedules and paid leave. However, these policies
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have not worked as well as expected. The reason for the less-
than-ideal results lies in the lack of deeper and more effective
knowledge and communication of the policies’ implementation
by supervisors. As a result, family supportive supervisor behavior
(FSSB), which supports teachers in their family responsibilities, has
received widespread attention from administrators and scholars
(Crain and Stevens, 2018). The purpose of this supervisor
behavior is to balance the teacher’s work-family relationship
and to achieve a “win-win” situation for both teachers and the
organization. Research has shown that FSSB not only stimulates
teachers’ organizational commitment, performance, and reduces
turnover, but also enhances teachers’ marital satisfaction, subjective
wellbeing, and job satisfaction, as well as their physical and mental
health (Olde-Dusseau, 2012; Aryee et al., 2013; Olde-Dusseau et al.,
2016; Hammer et al., 2019; Lu et al., 2019; Talukder, 2019; Chen
and Zhang, 2020; Liu et al., 2020; Rofcanin et al., 2020; Shi et al,,
2020; Luo et al., 2022; Susanto et al., 2022; Ahmed et al., 2023; Kim
et al, 2023). In the current context and traditional Chinese culture,
does family-supportive supervisor behavior influence the level
of thriving at work and teachers’ innovative behaviors, allowing
employees to “go to work with passion and innovative thinking”
and thereby promoting organizational productivity? What factors
play a key role in the process? All these problems need to be
explored in depth.

Reviewing previous studies, scholars have focused more on
the effects of thriving at work and teacher innovation behavior
within the work domain, suggesting that thriving at work and
teacher innovation behavior is effective in alleviating burnout that
occurs at work (Hildenbrand et al,, 2018) and enhancing creative
performance (Christensen-Salem et al,, 2021). In addition, thriving
at work and teacher innovative behavior on job satisfaction (Chang
and Busser, 2020; Qaiser et al., 2020; Jiang et al., 2021), life
satisfaction (Zhai et al,, 2020) organization commitment (Porath
et al,, 2012; Abid et al,, 2019) have a positive effect and a negative
effect on turnover intentions (Chang and Busser, 2020). In recent
years, some scholars have begun to study the positive effects
of family domain on thriving at work and teacher innovation
behavior, but they are limited to the effects of family domain and
family-related policies on thriving at work and teacher innovation
behavior, and fewer scholars have focused on the positive effects
of family-supportive supervisor behavior on thriving at work and
teacher innovation behavior (Carmeli and Russo, 2016).

According to the work-home resource model, individuals
are able to achieve simultaneous participation in multiple role
activities. When individuals are engaged in work or family roles,
they instinctively use the resources generated by the roles to
stimulate their potential and then promote their own development,
and apply the experience gained while working on other activities
(Ten Brummelhuis and Bakker, 2012; Du et al., 2020). That is,
there is a positive mutual spillover relationship between work and
family (Kopperud et al., 2020; Aw et al., 2021; Deng et al., 2021).
Researchers have argued that work-family enrichment, which refers
to the beneficial impact of the experiences and resources gained
from employees’ involvement in work matters on the quality of
family life, can best represent the mechanisms inherent in a positive
work-family interface (Greenhaus and Powell, 2006; Gopalan et al,,
20215 Shen et al, 2022). Resources representing one domain
help develop personal resources that drive increased outcomes in
another domain (Ten Brummelhuis and Bakker, 2012). Enrichment
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are formed when individuals accumulate family-supportive work
resources that allow individuals to perform better at work. Resource
formation is a key driver of the enrichment process because it is an
asset that individuals need to draw upon when faced with problems
(Wayne et al,, 2007). Therefore, if family-supportive supervisor
behavior have a positive impact on work flourishing and innovative
teacher behavior, work-family enrichment should be a necessary
and critical component of this positive effect.

In addition, in the study of organizational behavior, the
influence of individual traits of employees deserves attention.
At present, researchers mostly focus on the positive role of
organizational environmental characteristics between family and
work, and seldom discuss the impact of individual proactive
personality differences on resource spillover (Hammer et al., 2013;
Matthews et al,, 2014). Proactive personality is a positive and stable
personality trait. Individuals with this trait can always seize the
opportunity to change their environment and are willing to take
action (Bateman and Crant, 1993; Li et al,, 2020; Yi-Feng Chen
et al,, 2021). Studies have shown that employees with higher levels
of proactive personality are less bound to the outside world and
feel more motivated by positive events in their lives, and tend to
exchange information and share knowledge with others (Horng
etal, 2016; Abid et al,, 2021). Therefore, proactive personality may
play a moderating role in the indirect relationship between family-
supportive supervisor behavior and thriving at work and teachers’
innovative behavior through work-family enrichment.

Theory and hypothesis

Family supportive supervisor behavior
and teachers’ innovative behavior

Family supportive supervisor behavior refers to the behaviors
exhibited by supervisors to help teachers fulfill their family
responsibilities, including emotional concern for teachers’ family
life, provision of instrumental resources for teachers, readjustment
of working hours, and exemplary behaviors exhibited by teachers to
balance work-family relationships (Hammer et al., 2013; Yu et al,,
2022). According to resource conservation theory, when facing the
threat of loss of their own resources, individuals tend to adopt a
conservative way to preserve resources and refuse risky activities.
Conversely, individuals are psychologically more motivated when
resources are available, and they proactively acquire resources
and combine them to create greater value. Teachers innovative
behavior is resource-depleting (Zhang and Bartol, 2010; McKersie
et al, 2019). The process of innovation from idea generation
to implementation requires teachers to invest considerable time,
cognitive and emotional resources, and to be prepared for the risks
of failure and rejection by their peers (Zhang and Bartol, 2010;
Zhou et al,, 2022). If schools want teachers to actively participate
in innovation, they need to enrich resources for teachers and make
them actively participate in innovation.

In summary, based on resource conservation theory, we believe
that FSSB promotes teachers’ innovative behavior in several ways.
First, FSSB can help teachers fulfill their family responsibilities,
reduce the drain on teachers’ resources from negative events such
as work-family conflict and family stress. It enables teachers to
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devote themselves to thinking and solving problems creatively in
their work (Swanberg et al,, 2011; Yu et al., 2022). Secondly, the
concern and support shown by supervisors for teachers’ family life
helps to create a safe working atmosphere, which enables teachers
to dare to try new methods and procedures, and then actively
innovate (Carmeli and Russo, 2016; Zhining et al., 2020). Thirdly,
FSSB helps teachers to live their family life in a flexible way, so
that they can meet their family (work) responsibilities without
giving up their work (family). This allows teachers to interact
not only with supervisors and colleagues, but also with family
members in depth, further broadening their horizons resources
and improving their innovation (Aleksic et al, 2017; Erdogan
et al, 2022). Finally, based on the perspective of social exchange
theory, teachers give back behaviors because the organization
provides them with valuable resources that meet their needs for
resources in their work and life. These behaviors further enhance
trust and commitment with the supervisor, who will be willing
to provide and supplement the resources needed for the teacher’s
innovation. According to the principle of reciprocity, teachers
will actively engage in innovative behaviors to accomplish their
goals in work and life. Accordingly, this paper proposes the
following hypothesis.

Hypothesis 1: Family supportive supervisor behavior has a
significant positive affect on teachers’ innovative behavior.

Family supportive supervisor behavior
and teacher’s thriving at work

Thriving at work refers to the positive psychological state of
learning and vitality that accompanies the work process (Spreitzer
et al, 2005). It not only provides a sense of enjoyment but
also leads to productivity. Research shows that teachers and
departments that thrive at work perform better and earn more
(Roshan and Arulrajah, 2021). At the same time, increasing
personal resources (e.g., self-control, positive affective traits, and
self-esteem) and work resources (e.g., mini-breaks, leadership
support, etc.) can significantly increase teachers’ thriving at
work. Family-supportive supervisor behavior is a leadership-
supportive behavior and an important resource for family support.
Therefore, we combine the connotative and structural dimensions
of family-supportive supervisor behavior in this paper to illustrate
how it motivates teachers to flourish at work along three
pathways.

First of all, emotional support and instrumental support
in family-supportive supervisor behavior provide teachers with
sufficient and effective resources. In order to realize the value-added
of existing resources, individuals will take action to accumulate
resources and show their due vitality and learning state. As far as
vitality is concerned, this behavior can inhibit the loss of teachers’
work energy caused by work-family conflict, so that they have
sufficient work energy (Jiang et al,, 2015; Shi et al,, 2019). At the
same time, supervisors understanding of teachers’ family needs
helps to establish a close and harmonious interactive relationship
between teachers and supervisors, which is an important source
of teachers’ vitality (Spreitzer et al,, 2005; Talukder and Galang,
2021). In addition to enhancing teachers’ vitality, FSSB can also
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promote teachers’ learning. It is an important part of FSSB to
provide teachers with strategies and experiences to coordinate the
relationship between work and family. By learning and applying
these knowledge and skills, teachers can effectively respond to
the demands of work and family, balance them, and thereby feel
enhanced and developed.

Secondly, family-supportive supervisor behavior not only
provide resources, but also create a pro-family organizational
culture and atmosphere. When the basic resource needs of
individuals are met, the perceived organizational climate will
increase their psychological capital, enhance the mutual trust
and commitment between supervisors and teachers, and promote
the continuous improvement of exchange relations. Teachers are
motivated to “bring their passion to work” in return for their
supervisors’ efforts.

Thirdly, the innovative work-family management dimension
of family-supportive supervisor behavior includes the change
of working time, place and mode, which not only embodies
flexibility, but also embeds the concept of “win-win.” It pays
attention to innovation and emphasizes strategy, which can
not only balance the work and family of teachers, but also
make organizations and individuals mutually beneficial. It has
changed the previous situation of focusing only on individual
needs and neglecting organizational interests, or tending to solve
family conflicts and neglecting work status and performance.
Therefore, based on the above contents, this study proposes the
following hypotheses:

Hypothesis 2: FSSB has a significant positive affect on teacher’s
thriving at work.

The mediating role of work-family
enrichment

Work-family enrichment effectively illustrate the intrinsic
positive mechanisms of the work-family interface (Heskiau and
McCarthy, 2021). According to Greenhaus and Powell (2006),
work-family enrichment is the degree to which resources in one
role field permeate across borders and promote performance
and improve quality of life in another role field. Work-family
enrichment includes two dimensions: Work-family enrichment
and family-work enrichment (Chan et al, 2020). Work-family
enrichment refers to the extent to which work experience and
resources can improve the quality of family life, while family-work
enrichment refers to the extent to which family experience and
resources can improve the quality of work and life (IKoekemoer
et al., 2020). This article focuses on the effects of family-supportive
supervisor behavior provided by organizations on the quality of
life of individuals’ families, selecting work-family enrichment as the
main variable for the study.

In the organization, the supervisor’s general support for
teachers is mainly reflected in the support and resources given
to individual work, but not necessarily including the support for
individual family. Moreover, the family-friendly resources derived
from work often come from work structures and work processes,
such as flexible work time rotation and flexible policy support.
In terms of the meaning of family support supervisor behavior,
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it includes not only the support given by work, but also the
satisfaction of family needs, including the flexible arrangement of
working time and schedule, as well as the adjustment according
to individual differences in the implementation of family support.
It allows teachers to better meet the needs of their families while
being able to successfully complete their work assignments. Based
on resource conservation theory, the resources provided by the
work domain are the basis for work-family enrichment. Therefore,
family supportive supervisor behavior, as an important support
resource, positively affects teachers’ family and work. Hammer
et al. (2013) found that family supportive supervisor behavior
has a significant negative effect on employees’ tendency to leave
and work-family conflict, and a significant positive effect on job
satisfaction and positive work-family spillover. Meanwhile, family
supportive supervisor behavior is more significantly related to the
above outcome variables than general supervisor support.

In addition, according to the theory of resource preservation,
supervisors provide teachers with support resources to meet their
individual needs, which can be applied to the participation of
family roles, improve the quality of family and life, and realize
the cross-border gains of work to family (Carlson et al, 2019).
Individuals who want to experience the continuous gain of
work to family need to invest time and energy in the role of
work and accumulate resources continuously, which is in line
with the resource acquisition spiral in the theory of resource
preservation, that is, the initial resource acquisition will lead
to more resources later (Kalliath et al, 2020). Timms et al
(2015) shows that when teachers feel the positive impact of work
and family, they will be more enthusiastic about their work.
Cinamon and Rich (2002) show that those teachers who feel
the positive impact of work and family show greater vitality
and creativity in their work. The mediating effect of work-
family enrichment on the relationship between work support
resources and thriving at work and innovation behavior has
also been confirmed by relevant studies. Therefore, work-family
enrichment is an important link between family-supportive
supervisor behavior and teacher innovation behavior and thriving
at work, and plays a mediating role. Therefore, we make the
following assumptions:

Hypothesis 3A: Work-family enrichment mediates the
relationship between family-supportive supervisor behavior
and teacher innovation behavior.

Hypothesis 3B: Work-family enrichment mediates the

relationship between family-supportive supervisor behavior

and teacher’s thriving at work.

The moderating effect of proactive
personality

Proactive personality is a stable personality trait with obvious
individual differences, which refers to a behavioral tendency
to focus on creating or changing the environment (Bateman
and Crant, 1993). There is a self-regulatory mechanism between
individual trait factors and behavioral outcomes, including the
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role of proactive personality, which affects the individual’s choice
of work-family conflict management. For example, studies have
shown that proactive personality has a significant moderating effect
between work-family conflict and turnover intention (Bergeron
et al, 2014). According to psychological stress theory, if people
have different cognitive evaluations of the same event, their
attitudes and behaviors will differ and the outcomes will be
significantly different (Zhao et al, 2019). Proactive personality,
as a positive psychological trait, can affect people’s cognitive
evaluation and attitude and behavior when facing stressful
events. If individuals have positive psychological traits, they can
not only correctly recognize work and family problems, but
also flexibly deal with them, and are not easily affected by
changes in the internal and external environment (Zhao et al,
2019).

On the basis of resource conservation theory, because
individuals have limited resources, they need to make decisions
about when, where, and how to allocate resources accordingly.
It was found that individual traits influence individual resource
allocation. Individuals with high levels of proactive personality
tend to be flexible in switching resources between work and
family. This shift helps to facilitate work-family relationships
(Boyar and Mosley, 2007). According to the work-home resource
model, individuals make full use of the resources provided
by family-supportive supervisory behaviors when facing work
matters. However, both the resources generated by family-
supportive supervisor behavior and the employee’s proactive
personality are effective scarce resources at the disposal of the
individual. To some extent, the two resources can complement
or replace each other. Even if the organizational contextual
resources provided by family-supportive supervisor behavior
are not sufficiently supportive, employees with high levels
of proactive personality can effectively enhance work-family
gains through optimal allocation of resources, which in turn
promotes thriving at work and innovative teacher behavior.
Individuals with low levels of proactive personality, on the
contrary, will undoubtedly suffer from a lack of resources to
facilitate effective work-family transitions, coupled with a lack of
psychological resources for thriving at work and innovative work
behavior.

Studies have shown that when individuals have a high level
of proactive personality, they are not easily bound by the outside
world and can always seize opportunities to actively change the
environment. If the organization provides resources, individuals
will work hard to complete their tasks. Faced with the same
situation, individuals with low initiative personality tend to
passively accept the environment and are unwilling to make more
efforts to deal with work affairs (Bergeron et al., 2014). Proactive
personality is also a coping resource for individuals to alleviate role
ambiguity and role overload. Individuals with high proactivity are
better able to construct and access work resources, have a more
optimistic assessment of their ability to change the environment
they are in, address role stress in a more effective way, meet role
expectations, create a work environment that is beneficial to them,
and advance inter-work and family gains (Van den Heuvel et al,
2015). Therefore, the coupling of family-supportive supervisor
behavior and proactive personality can effectively enhance the
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work-family enrichment of employees. To sum up, this study
proposes the following hypotheses:

Hypothesis 4: Proactive personality moderates the relationship
between family-supportive supervisor behavior and work-
family enrichment. That is, the higher the proactive personality,
the stronger the positive predictive effect of family-supportive
supervisor behavior on work-family enrichment, and the
weaker the opposite.

Proactive personality not only moderates the relationship
between family-supportive supervisor behavior and work-family
enrichment, but also may influence the indirect effect of family-
supportive supervisor behavior on teachers’ innovative work
behavior and teachers’ thriving at work through work-family
enrichment. Specifically, work-family enrichment mediates the
effect of family-supportive supervisor behavior on teachers’
innovative work behavior and teachers’ thriving at work, and the
level of proactive personality affects the mediating effect. Based on
the above reasoning, this study proposes the following hypotheses:

Hypothesis 5A: Proactive personality moderates the indirect
effect of family-supportive supervisor behavior on teachers’
innovative work behavior, that is, the higher the proactive
personality, the stronger the indirect effect of family-supportive
supervisor behavior on teachers” innovative behavior through

work-family enrichment, and vice versa.

Hypothesis 5B: Proactive personality moderates the indirect
effect of family-supportive supervisor behavior on teachers’
thriving at work, that is, the higher the proactive personality,
the stronger the indirect effect of family-supportive supervisor
behavior on teachers’ thriving at work through work-family

enrichment, and vice versa.

In summary, the theoretical model of this study is shown in
Figure 1.

Materials and methods

Research subjects and data collection

This study conducts a questionnaire survey of teachers in three
general higher education schools in southern China. The survey
respondents are front-line teaching staff within the schools. To
reduce the effect of common method bias on the relationship
between variables, the following control methods are used: (1)
data are collected in three stages, with a 2 week interval between
each two stages; (2) anonymous responses are used to reduce
respondents’ tendency to personal bias; (3) variable names are
not marked in the questionnaire to conceal the purpose of the
study and the meaning of the question items, ensuring that
respondents answer the questions according to their true personal
feelings. Specifically, the research team placed the questionnaires
in small, anonymous, sealable envelopes, each with double-sided
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tape attached in advance. Before the survey began, supervisors from
various departments at each university emphasized the benefits of
the study to the faculty members, gave a detailed description of the
process, expressed their support for the project, and encouraged
active collaboration before the supervisors left the room. The
research team then handed out questionnaire envelopes to the
subjects. The teachers completed and returned the envelope and
returned the questionnaire directly to the researcher; finally, they
received a payment of $10 from the researcher. It is also important
to note that the questionnaires were paired using a coded format
(i.e., the first phase of the questionnaire had a number set on it and
subjects were asked to remember their number, and in the next two
phases, subjects were asked to fill in their questionnaire number).
Throughout the data collection process, the questionnaire was
completely anonymous and participation was voluntary.

The survey consists of three phases: in the first stage, teachers
evaluated family supportive leadership behavior and teacher
proactive personality, and filled in demographic information
(gender, age, education level, and working years); in the second
stage, teachers evaluated job requirements and work-family gains;
in the third stage, teachers evaluated intrinsic motivation, teachers’
innovative work behavior and teachers’ thriving at work. A total
of 479 questionnaires were distributed in all three stages, with 476
questionnaires collected in the first stage, 469 questionnaires in
the second stage and 453 questionnaires in the third stage. The
questionnaires in the three stages were matched, and finally 409
valid questionnaires were obtained. According to the descriptive
statistical results of the sample, 52.5% were male, 47.5% were
female; 57.46% were under 35 years old, 23.96% were between 36
and 45 years old, 18.34% were over 45 years old; 44.01% were junior
college and below, 55.99% were undergraduate and above; 71.88%
of them have worked for 5 years or less, 18.83% for 5-10 years and
9.05% for 10 years or more. The questionnaires in the three stages
were matched, and 409 valid questionnaires were finally obtained.
According to the descriptive statistics of the sample, 52.5% were
male and 47.5% were female; 57.46% were under 35 years old,
23.96% were 36 ~45 years old, and 18.34% were over 45 years old;
44.01% were college and below, 55.99% were bachelor and above;
71.88% had worked for 5 years and below, 18.83% for 5~10 years,
and 9.05% for 10 years and above.

Variables

In this study, the job demand scale was scored by Likert 5-
point method, with 1 representing “very small” and 5 representing
“very large.” All other scales were scored using a Likert 7-point
scale, with 1 representing “strongly disagree” and 7 representing
“strongly agree.” The scales used in this study were all developed
by domestic and foreign scholars (see Appendix). In order to
make the translated Chinese questionnaires consistent with or
similar to the original English questionnaires, the translation and
back-translation were conducted by members of the research team
and English majors.

Thriving at work

The Thriving at Work Scale consists of two dimensions:
Vitality and learning. The vitality dimension is based on the

frontiersin.org


https://doi.org/10.3389/fpsyg.2023.1129486
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/

Li and Liu

Proactive personality

10.3389/fpsyg.2023.1129486

Family-supportive

supervisor behavior

Work-family enrichment

FIGURE 1
Theoretical model.

scale developed by ( ) and contains
eight items, such as “I have plenty of energy to do my
jobs” the learning dimension is based on the scale developed
by (

such as “The new things I learn at work help me in my

) and contains three items,

life.” As the current mainstream measurement instrument, the
reliability of the scale has been validated in many research
measurements with samples involving members of different types
of organizations, which shows that the scale has a relatively wide
applicability. In this study, the reliability coefficient of this scale was
0.916.

Proactive personality

The scale developed by ( ) was used
and contained 10 items, such as “I am constantly looking
for new ways to improve my current life.” The reliability of
the scale has been validated in previous studies and has wide
applicability. In this study, the reliability coefficient of the scale was

0.901.

Innovative behaviors

The innovative behaviors of teachers were measured by using
the teacher innovation behavior questionnaire developed by

( ). The questionnaire included three dimensions,

including willingness to innovate (4 items), innovative actions (6
items), and innovative outcomes (6 items), with a total of 16 items.
The reliability of the scale has been validated in previous studies
and has wide applicability. In this study, the reliability coefficient of
the scale was 0.942.

Work-family enrichment
The scale developed by (
four items, such as “Having a good job allows me to play the

) was used, with

role of a partner better at home.” The reliability of the scale has
been validated in previous studies and has wide applicability. In
this study, the internal consistency coefficient of this scale was
0.842.

Family supportive supervisor behaviors

The scale developed by ( ) was used,
with four items. ( ) concluded that family
supportive supervisor behaviors are mainly related to the leader’s
supportive behaviors toward the employees’ family life, and that

the strength of their effectiveness is mainly derived from the

Frontiers in

/ Teachers' Innovative Behavior

Teachers’ thriving at work

employees’ perceptions, so they should fill in the items themselves.
An example question is “My supervisor demonstrates effective
behaviors regarding how to balance work and non-work issues.”
The reliability of the scale has been validated in previous studies
and has wide applicability. In this study, the internal consistency
coefficient of this scale was 0.844.

Control variable

This study controls for demographic variables such as gender,
age, education level, and years of experience in the workforce that
may affect the study results. Moreover, previous studies have found
that job requirements affect work-family relationships (

s ), and internal motivation affects thriving at work
( R ). For this reason, the present study also
controlled these two variables. Job requirements were measured
using a scale developed by ( ), with questions such as
“To what extent are your job requirements in conflict?” The internal
consistency coefficient of this scale in this study was 0.913. The
internal motivation was measured using a scale developed by
( ), with examples like “I did this job because it
was interesting.” In this study, the internal consistency coefficient
of this scale was 0.857.

Measurement tool description statistics

As can be seen from , the mean, standard deviation,
skewness, and kurtosis of each variable and its question term, where
the absolute value of skewness is less than two and the absolute
value of kurtosis is less than seven, indicate that each variable
basically obeys normal distribution.

Validation factor analysis of discriminant
validity among variables

To test whether the measurement variables in this study have
convergent and discriminant validity, this study uses Mplus8.3
software to conduct confirmatory factor analysis on family
supportive leadership behavior, work-family enrichment, teachers’
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TABLE 1 Description statistics of measurement tools.

10.3389/fpsyg.2023.1129486

Item and variable N Minimum Maximum Mean Standard Skewness Kurtosis
Proactive personality mean 408 1.8 6.7 4.965 1.035 —1.004 1.204
FSSB mean 408 2 7 5.154 1.157 —0.747 0.360
Innovative behavior mean 408 1.375 6.688 4.631 1.298 —0.532 —0.858
Thriving at work mean 408 1.727 7 4.952 1.107 —0.554 0.009
Work-family enrichment mean 408 2 7 5.127 1.174 —0.971 0.566
TABLE 2 Confirmatory factor analysis.
Model \ X2 df x2/df CFI TLI RMSEA SRMR
Judgment criteria <3 >0.9 >0.9 <0.08 0.08
(A/ B/C/D/E) Five-factor model (A/ B/C/D/E) 1729.687 935 1.850 0.919 0.915 0.046 0.041
(A+B/C/D/E) 2224.772 939 2.369 0.870 0.863 0.058 0.049
Four-factor model (A+B/C/D/E)
(A+B+C/D/E) 3072.332 942 3.261 0.784 0.773 0.074 0.088
Three-factor model (A+B+C/D/E)
(A+B+C+D/E) 4826.817 944 5113 0.606 0.587 0.100 0.121
Two-factor model (A+B+C+D/E)
(A+B+C+D+E) 6467.813 945 6.844 0.440 0.413 0.120 0.146
One-factor model (A+B+C+D+E)

a: A, family supportive supervisor behavior; B, work-family enrichment; C, teachers’ innovation behavior, D, teachers’ thriving at work; E, proactive personality; b: “+” indicates that two factors

are combined into one factor.

innovative behavior, teachers thriving at work and proactive
personality. The analysis results showed that the five-factor model
met the criteria (x2/D F = 1.850, CFI = 0.919, TLI = 0.915,
RMSEA = 0.046, SRMR = 0.041), and the fitting coeflicients
of the five-factor model were significantly better than those
of the other models (see Table 2). The results in Table 3
show that the factor loadings of proactive personality, family-
supportive supervisor behavior, innovative behavior, thriving
at work, and work-family enrichment are above 0.5 and CR
values are above 0.7, and all variables are above 0.5 except for
proactive personality AVE value which is slightly below 0.5, so
this questionnaire has good convergent validity. In Table 4 of
the correlation coefficients, the square root of AVE for family
supportive leadership behavior, proactive personality, work-family
enrichment, innovative behavior and thriving at work are 0.767,
0.699, 0.764, 0.709, and 0.712, respectively, which are all greater
than their corresponding correlation coefficients, thus indicating
that the questionnaire has good discriminant validity.

Descriptive statistics and correlation
analysis

The means, standard deviations and correlation coefficients of
each variable can be observed in Table 4. Among them, family-
supportive supervisor behavior was positively and significantly
correlated with work-family enrichment (r = 0.409, p < 0.01),
with thriving at work (r = 0.363, p < 0.01), and with innovative
behavior (r = 0.281, p < 0.01); work-family enrichment was
positively and significantly correlated with thriving at work
significantly (r = 0.469, p < 0.01) and work-family enrichment
was positively correlated with innovative behavior significantly
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(r = 0.304, p < 0.01). The hypothesis was therefore tentatively
supported.

Hypothesis testing

In this study, SPSS 26.0 software was used for hierarchical
regression analysis to test the hypotheses. In the cointegration test,
the highest VIF value is 1.758, which is less than 10, thus indicating
that there is no cointegration problem between the independent
variables. It can be seen from Model 2 in Table 5 that family-
supportive supervisor behavior has a significant positive effect on
work-family enrichment (B = 0.327, p < 0.001). It can be seen from
Model 4 in Table 5 that the interaction between family-supportive
supervisor behavior and proactive personality has a significant
positive effect on work-family enrichment (f = 0.124, p < 0.01),
which indicates that proactive personality has a positive moderating
effect between family-supportive supervisor behavior and work-
family enrichment, and the hypothesis H4 is supported. It can be
seen from Figure 2 that when the proactive personality is low, the
positive effect of family supportive supervisor behavior on work-
family enrichment is weak (B = 0.189, t = 2.856, p < 0.01), and
when the proactive personality is high, the positive effect of family
supportive supervisor behavior on work-family enrichment is weak
(B = 0.189, t = 2.856, p < 0.01). Family-supportive supervisor
behavior had a strong positive effect on work-family enrichment
(B =0.436,t=7.098, p < 0.001).

It can be seen from Table 6 that in Model 2, the family-
supportive supervisor behavior has a significant positive effect
on the teachers innovative behavior (B = 0.176, p < 0.001),
and the hypothesis H1 is supported. In Model 3, family-
supportive supervisor behavior has a significant positive impact
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TABLE 3 Convergent validity.

Variable Title Factor load S.E. t-value P-value CR AVE
0.85

Family-supportive supervisor behavior X1 0.712 0.030 23.855 0.000 0.588
X2 0.822 0.023 35.115 0.000
X3 0.857 0.022 39.684 0.000
X4 0.660 0.033 20.102 0.000
Proactive personality Wi 0.823 0.019 43.035 0.000 0.905 0.489
w2 0.787 0.022 35.998 0.000
W3 0.621 0.033 18.850 0.000
W4 0.626 0.033 19.153 0.000
W5 0.566 0.036 15.608 0.000
Wé6 0.709 0.027 25.886 0.000
w7 0.719 0.027 27.017 0.000
w8 0.662 0.030 21.792 0.000
w9 0.697 0.028 24.677 0.000
W10 0.745 0.025 29.924 0.000
Innovative behavior CXXW1 0.670 0.029 23.177 0.000 0.943 0.507
CXXW2 0.700 0.027 26.014 0.000
CXXW3 0.748 0.023 31.915 0.000
CXXW4 0.757 0.023 33.233 0.000
CXXW5 0.720 0.026 28.189 0.000
CXXW6 0.746 0.024 31.581 0.000
CXXW7 0.753 0.023 32.494 0.000
CXXW38 0.705 0.027 26.594 0.000
CXXW9 0.717 0.026 27.909 0.000
CXXW10 0.708 0.026 26.931 0.000
CXXW11 0.667 0.029 22911 0.000
CXXW12 0.691 0.027 25.155 0.000
CXXW13 0.699 0.027 25.986 0.000
CXXW14 0.696 0.027 25.649 0.000
CXXW15 0.708 0.026 26.904 0.000
CXXW16 0.699 0.027 25.945 0.000
Thriving at work GZFR1 0.635 0.032 19.998 0.000 0.917 0.502
GZFR2 0.645 0.031 20.667 0.000
GZFR3 0.679 0.029 23.382 0.000
GZFR4 0.752 0.024 31.325 0.000
GZFR5 0.760 0.023 32.461 0.000
GZFR6 0.694 0.028 24.845 0.000
GZFR7 0.646 0.031 20.771 0.000
GZFR8 0.701 0.028 25.481 0.000
GZFR9 0.747 0.024 30.726 0.000
GZFR10 0.745 0.024 30.469 0.000
GZFR11 0.772 0.022 34.309 0.000
‘Work-family enrichment M1 0.712 0.030 23.614 0.000 0.847 0.584
M2 0.845 0.023 37.377 0.000
M3 0.835 0.023 35.744 0.000
M4 0.645 0.035 18.495 0.000
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on teachers innovative behavior (8 = 0.126, p < 0.05), and
2 work-family enrichment has a significant positive impact on
e innovative work behavior (8 = 0.153, p < 0.01). Therefore, there
is a partial mediating effect of work-family enrichment on the
ol L relationship between family-supportive supervisor behavior and
§ § teacher innovation behavior, and H3A is supported. In Model 5,
family-supportive supervisor behavior has a significant positive
effect on thriving at work (f = 0.237, p < 0.001), and the hypothesis
3 %g :g; H2 is supported. In Model 6, family-supportive supervisor behavior
s 2 8 has a significant positive effect on thriving at work (B = 0.141,
p < 0.01), and work-family enrichment has a significant positive
x|z effect on thriving at work (B = 0.294, p < 0.001), which
g § 3 § indicates that work-family enrichment has a partial mediating effect
SITITT on family-supportive supervisor behavior and thriving at work.
Assume that H3B is supported.
5 & ;8 é é The mediating effect and the mediating effect with moderation
3|33 &|3 were further tested by model 4 and model 7 of PROCESS
4.1, where Bootstrap was 5,000 times. As seen in Table 7, the
N mediating effect of work-family enrichment in family-supportive
| :E :-'E % % *5 supervisor behavior and innovative work behavior is 0.050 with
elelerel e a confidence interval that does not contain 0 (0.013, 0.093), and
hypothesis H3A is therefore further supported. The mediating
SRR LR effect of work-family enrichment in family-supportive supervisor
! § § § § i i behavior and thriving at work was 0.096, with a confidence interval
not containing 0 (0.059, 0.138), and hypothesis H3B was further
supported. At high and low values of proactive behavior, the
| a8 g g 32 = mediating effects of work-family enrichment in family-supportive
clelgITI°|TI° supervisor behavior and teacher innovation behavior were 0.029
and 0.067, with 95% confidence intervals of (0.003, 0.067) and
ol ol wl sl wl - (0.018, 0.123), respectively, both with significant mediating effects
I E § § § E § § § and a difference in mediating effects of 0.038, 95% confidence
[ [ intervals did not contain 0 (0.007, 0.085). Therefore, it is suggested
that proactive behavior moderates the mediating effect of work-
2le gl bhlalslgl .l family enrichment in family-supportive supervisor behavior and
= g| s s s 3 S S g| teacher innovation behavior, and hypothesis H5A is supported. The
mediating effects of work-family enrichment in family-supportive
. supervisor behavior and thriving at work were 0.056 and 0.128,
88182 8/ 8|g 2/2|8 with 95% confidence intervals of (0.009, 0.104) and (0.082, 0.181),
TITITI|T|TIT(TI°T at high and low values of proactive behavior. Both mediating
effects were significant, with a difference in mediating effects of
slzlalslels s nlslslx 0.073 and 95% Confidence interval does not contain 0 (0.023,
sl21213|Z|slz1s1Z1 =212 0.135). It therefore indicates that proactive behavior moderates the
mediating effect of work-family enrichment in family-supportive
g supervisor behavior and thriving at work, and hypothesis H5B is
© S|l a|l a8 n| F | n F e+ F
8
£ Discussion
(8] —
3 2 g Research conclusions
2 -% ~ g . ‘é Based on the work-home resource model and resource
.;2; § . f; 7:; S » g _ % conservation theory, this paper explored the effects of family-
£ | B g £ % E % S g s supportive supervisor behaviors on teachers” innovative behaviors
g s E ,E £ § o E > fg; vz and teachers’ thriving at work as well as the mechanisms
- 53 o E| 8 &3 :;; z 5 5 i of work-family enrichment and proactive personality in which
E é 'E 5’:)“ é E 2 E £ § ﬁ = % -§ the following conclusions were obtained. Family-supportive
& il Bl Bl 2 N I S I R SR RSN P supervisor behavior have a significant positive predictive effect
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TABLE 5 Test results of hierarchical regression analysis (with work-family enrichment as the dependent variable).

Variable Variable work-family enrichment
Control variables
Gender —0.010 —0.003 v0.019 —0.005
Education 0.032 0.038 0.037 0.040
Age —0.005 —0.002 0.019 0.018
Years of working experience 0.018 0.033 0.024 0.035
Internal motivation 0.275%** 0.166*** 0.141** 0.151**
Job requirements 0.184*** 0.164*** 0.128** 0.137**
Independent variables
Family-supportive supervisor behavior ‘ ‘ 0.3274* ‘ 0.322%%% ‘ 0.313%**
Moderating variables
Proactive personality ‘ ‘ ‘ 0.155%** ‘ 0.139**
Independent variables*moderating variables
Family-supportive supervisor behavior*proactive personality 0.124**
R? 0.142 0.235 0.255 0.270
AR? 0.142 0.093*** 0.021** 0.014**
F 11.029%** 17.520%%* 17.116%%* 16.337%*
With *p < 0.05, **p < 0.01, and ***p < 0.001, to obtain the standardized moderating effect, the data were standardized.
1-

e

£ O

.:<_.

£

1

g 9—&High proactive personality

<+ » Low proactive personality
'1 L 1
Low FSSB High FSSB
FIGURE 2
Analysis of the moderating effect of proactive personality on family supportive leadership and work-family enrichment.

on teachers’ innovative behaviors and teachers’ thriving at
work, and this effect is partially mediated through work-family
enrichment. At the same time, proactive personality not only
moderates the relationship between family-supportive supervisor
behavior and work-family enrichment, but also further regulates
the indirect relationship between family-supportive supervisor
behavior affecting teachers’ innovative behaviors and teachers’
thriving at work through work-family enrichment. Specifically, the
higher the level of proactive personality, the stronger the indirect

Frontiers in Psychology

effect of family-supportive supervisor behavior through work-
family enrichment on teachers’ innovative behavior and teachers’
thriving at work.

Theoretical implications

The theoretical contributions of this study mainly include
the following four aspects. First, it responds to investigate the
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TABLE 6 Test results of hierarchical regression analysis (with work-family enrichment as the dependent variable).

Variable Innovative behavior Thriving at work

Control variables

Gender —0.022 —0.018 —0.018 0.023 0.028 0.029
Education —0.034 —0.031 —0.037 0.006 0.010 —0.001
Age 0.026 0.027 0.027 0.009 0.011 0.012
Years of working experience 0.016 0.024 0.019 —0.057 —0.046 —0.056
Internal motivation 0.310*** 0.252*%%* 0.226*** 0.325%** 0.246*** 0.197***
Job requirements 0.137** 0.126** 0.101* 0.268*** 0.253%+* 0.205%+*
Independent variables

Family-supportive supervisor behavior 0.176%** 0.126* 0.237%%% 0.141%*
Mediating variables

Work-family enrichment 0.153** 0.2940%%
R? 0.140 0.167 0.185 0.228 0.277 0.343
AR? 0.140 0.027*** 0.018** 0.228 0.049*** 0.066***
F 10.884*** 11.451%% 11.315%% 19.774*** 21.929%** 26.088***

*p < 0.05,°p < 0.01,**p < 0.001.

TABLE 7 Bootstrap results for mediating effects and mediated effects with moderation.

Lower limit of
confidence interval

Upper confidence
interval

Family-supportive supervisor behavior - work-family enrichment — innovative behavior

‘ 0.050 ‘ 0.021 ‘ 0.013 ‘ 0.093
Family-supportive supervisor behavior — work-family enrichment — thriving at work

‘ 0.096 ‘ 0.021 ‘ 0.059 ‘ 0.138
Family-supportive supervisor behavior - work-family enrichment — innovative behavior
Low proactive personality (—1SD) 0.029 0.017 0.003 0.067
High proactive personality (+1SD) 0.067 0.026 0.018 0.123
Difference 0.038 0.020 0.007 0.085
Family-supportive supervisor behavior - work-family enrichment — Thriving at work
Low proactive personality (—1SD) 0.056 0.024 0.009 0.104
High proactive personality (+1SD) 0.128 0.025 0.082 0.181
Difference 0.073 0.028 0.023 0.135

mechanism of family-supportive supervisor behavior on teachers’
innovative behavior and thriving at work from the perspective
of work-family enrichment to fill the gaps in existing research
on innovative behavior and thriving at work. School support
has been found to have a significant impact on teachers
work outcomes. However, these studies have mainly focused on
examining the effects of formal support provided by schools
to teachers in the work domain on innovative behaviors and
thriving at work, neglecting to examine the effects of informal
support provided by schools and managers from both the work
and family ends on innovative behaviors and thriving at work
and the mechanisms underlying them. Therefore, this study
combined the work-home resource model and the resource
conservation theory to study the influence path and mechanism
of informal support of family-supportive supervisor behavior
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provided by managers from the perspective of work-family balance
on teachers’ innovative work behavior and thriving at work from
the positive interface of work-family enrichment. Secondly, this
study fills some gaps in the current research in the work-family
enrichment domain. Currently, although researchers have shown
increasing interest in the work-family enrichment domain, they
have mostly focused on the negative spillover effects (work-family
conflict) between the work-family domain (Xin et al, 2018).
Moreover, research on the antecedent and outcome variables of
work-family enrichment is still poorly developed. Most studies
have focused on whether individual psychological resources are
conducive to work-family enrichment, but fewer studies have
focused on the important role that supervisor support in the
work domain can play in the achievement of positive work-
family relationships (Carmeli and Russo, 2016). The present
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study incorporated work-family enrichment into the modeling
framework and explored the mechanisms by which family-
supportive supervisor behavior contribute to teachers’ innovative
behaviors and thriving at work. This result enriches the research
in the field of work-family enrichment and further complements
the theory of work-home resources, thereby providing a reference
and reference for subsequent related research. Finally, this study
examined the moderating role of proactive personality in the
process of family-supportive supervisor behavior influencing work-
family enrichment and further explored the mediating effect
of the first stage of being moderated. This contributes to the
understanding of the specific mechanisms through which family-
supportive supervisor behavior work, and enriches and deepens
previous research based on the work-home resource model. Family-
supportive supervisor behavior is a generator of resources; work-
family enrichment is a transformer of resources; and proactive
personality is a catalyst for resource generation and transformation.
They work together to regulate the generation of family-supportive
supervisor behavior (resources) and the transformation of work-
family enrichment into resources. This suggests that the positive
effects of proactive personality are not limited to mitigating work-
family conflict, but can also facilitate supervisor support at work
to promote teacher outcomes through work-family enrichment.
At the same time, it also suggests to some extent that there
are conditions for the application of the work-home resource
model to be applicable. Specifically, the effects of family-supportive
supervisor behavior on teachers’ innovative behaviors and thriving
at work can vary at different levels of active personality. Therefore,
future research should take note of the scope of application of the
work-home resource model when applying it.

Practical implications

The results of this study also have a multitude of implications
for administrators and teachers. To begin with, based on
the importance of family-supportive supervisor behaviors in
influencing teachers’ thriving at work, we propose to enhance
the application and cultivation of family-supportive supervisor
behaviors in school management. Family supportive supervisor
behavior is a form of informal organizational support provided
by supervisors, and therefore the initiative and quality of such
support can be further enhanced through appropriate training for
supervisors and efforts to create a family supportive corporate
culture. In addition, in the process of selecting supervisors, we
should also examine whether the supervisor’s values endorse
family-supportive behavior, and identify and select supervisors who
approve of family-supportive behaviors as more beneficial to the
school’s human resource management practices.

Secondly, the relationship between work and family is an
issue of global concern. The higher the work-family enrichment
of teachers, the more conducive it is to enhance the degree of
innovation and investment of teachers. Therefore, schools should
also shape teachers’ correct values of work and family through
corporate culture, reduce teachers’ work pressure and improve
teachers” quality of family life. At the same time, exchanges such
as training, lectures and salons are provided in schools to enhance
teachers’ skills in dealing with work and family relations, guide
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teachers to find a balance between work and family step by step, and
realize the positive effect of work on family by flexibly allocating
their various material and psychological resources in the field
of work and family. Therefore, teachers can make more efforts
to obtain resources and stimulate teachers’ thriving at work and
innovative behavior. In addition, flexible working system can also
be implemented to meet the individual needs of teachers and fully
mobilize the enthusiasm of teachers.

Finally, proactive personality plays an important role in
determining the behavior of individuals. Teachers with high
proactive personalities excel at communicating with people,
building good relationships with supervisors, and inspiring
more creativity and performance for the school with the
support and encouragement of supervisors. Schools, especially
innovative schools, can use proactive personality as a criterion
for hiring, adding proactive personality tests to meet other hiring
requirements and giving preference to those with high levels of
proactive personality. For employees within the school, in addition
to training teachers in creative and innovative skills, training can
also target the initiative of supervisors and teachers to stimulate
their potential proactive personalities and make them show more
proactive behavior.

Research shortcomings and prospects

This study has certain limitations and aspects that need to
be studied in greater depth. Firstly, based on the work-home
resource model and resource conservation theory, this study
explored the relationship between family-supportive supervisor
behavior and teachers’ innovative behaviors and thriving at
work. However, the emotions and behaviors that individuals
exhibit in their families are closely tied to the organizational
context in which they are embedded; therefore, it is equally
important to explore the impact of work context factors on
teachers’ innovative work behaviors and thriving at work. To
this end, we suggest that future research could further explore
the effects of antecedent variables such as job requirements and
feelings of school support on innovative work behaviors and
thriving at work. Secondly, within the overall framework of the
work-home resource model, this study explores the mechanisms
underlying the influence between family-supportive supervisor
behavior and teachers” innovative behaviors and thriving at work,
with strong theoretical contributions. However, the results of
this study showed that work-family enrichment only partially
mediated the effect. Therefore, future research can further enrich
the existing findings by combining other theories (e.g., ecosystem
theory, resource-acquisition-development model) to continue to
explore other latent mediating mechanisms by which family-
supportive supervisor behavior influences teachers’ innovative
behavior and thriving at work. Finally, the use of a self-
statement approach to data collection may lead to the problem
of common method bias in this study. Although data were
collected from three stages in this study, which could attenuate
the problem of homoscedasticity to a certain extent, future studies
could collect corresponding variables from different sources (e.g.,
having leaders fill out questionnaires on teachers’ innovative
behavior and thriving at work) to improve the rigor of the
research design.
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Appendix

Dear Ms./Mr.

Hello! Thank you for taking the time to participate in this survey! This questionnaire is for academic research only, and the information
you fill in is for the researcher’s use in scientific research. This questionnaire is anonymous, there is no right or wrong answers, the
authenticity of your answers is very important to this study, your answers and information will be absolutely confidential! Please feel
free to answer. Thank you for your cooperation and support!

I. Basic information (please cross “v"” on the corresponding option according to your real situation).

1. Your gender.

A Male B Female.

2. Your highest education.

A high school / junior college and below;

B College,

C Bachelor’s degree,

D Master and above,

3. Your age.

A Under 25 years old,

B 26-35 years old,

C 36-45 years old,

D 45 years old or above,

4. Your working years.

A 1 year and less,

B 1-3 years,

C 3-5 years,

D 5-10 years,

E 10 years and above,

Part 2

Please read the following entries carefully, each entry contains seven alternative answers, please answer according to your own true
feelings and cross “v"” on the corresponding option, thank you for your cooperation!

1, Strongly disagree 2, Disagree 3, Basically disagree 4, General 5, Basically agree 6, Agree 7, Strongly agree.

1. I am constantly looking for new ways to improve my current life.

. No matter where I am, I can always offer some constructive advice.

. If I agree on something, I will do it no matter what the chance of success is.

. Twill stick to my ideas, even if someone opposes.

. Twill always look for the best way to deal with things.

. When I firmly believe in an idea, no difficulty can stop me from implementing it.
.I can find the opportunity earlier than others.

. Few things are more exciting than seeing my ideas become reality.

O 0 N N Ul B W N

. If T see something I don’t like, I will try to change it.

10. I am good at finding new opportunities.

Part 3

Please read the following entries carefully, each entry contains seven alternative answers, please answer according to your own true
feelings, thank you for your cooperation!

1, Strongly disagree 2, Disagree 3, Basically disagree 4, General 5, Basically agree 6, Agree 7, Strongly agree.

1. My boss makes me feel like I don’t have to worry about talking to him/her about work-life conflicts.

2. My supervisor works efficiently and is creative in resolving conflicts between work and non-work.

3. My supervisor demonstrates effective behavior regarding how to balance work and non-work issues.

4. My supervisor is able to organize work in the department/unit to the mutual benefit of the employee and the company.

Part 4

Please read the following entries carefully, each entry contains 7 alternative answers, please answer according to your own true feelings,
thank you for your cooperation!

1, Strongly disagree 2, Disagree 3, Basically disagree 4, General 5, Basically agree 6, Agree 7, Strongly agree.

1. I encourage students to think about and discuss controversial issues.

2.1 encourage students to use their creativity as much as possible in their learning.

3. I encourage students to explore new solutions to problems on their own.

4.1 value students’ own thinking and summarizing of problems.

5. T advocate that students should have the courage to express views different from those of others.

6.1 support students’ attempts and persistence on difficult tasks.
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7.1 often have ideas for reform and teaching innovation.
8.1 use different teaching methods flexibly in order to impart knowledge and skills.
9.1 want to try different forms of teaching organization.
10. I try to incorporate innovative ideas into my teaching activities.
11.1 prepare a lot of extracurricular knowledge related to the teaching content from multiple perspectives.
12. T actively organize teaching activities that can enhance the interest of learning.
13. 1 take the initiative to learn the teaching experience of others.
14. T am open to others’ suggestions for improvement of my teaching.
15. T actively seek to learn from peers or experts and exchange opinions.
16. I pay attention to looking for feedback related to teaching from students’ studies.
Part 5
Please read the following entries carefully, each entry contains 7 alternative answers, please answer according to your own true feelings,
thank you for your cooperation!
1, Strongly disagree 2, Disagree 3, Basically disagree 4, General 5, Basically agree 6, Agree 7, Strongly agree.
1. T am active and energetic in my work.
. T have plenty of energy to complete my work.
. My energy can last the whole day.
. T have enough energy to complete the day’s work successfully.
. When I go to work in the morning, I have enough energy to start a new day’s work.
When I work, I am in a state of mental invigoration.
. The work I do can bring me positive energy.
.Tam able to maintain an energetic state at work.

O ® NG AW

.1 can learn many new things at work.

10. The new things I learn at work are helpful to my life.

11. The new things I learn at work make my life more exciting.

Part 6

Please read the following entries carefully, each entry contains 7 optional answers, please answer according to your own true feelings
and cross “v"” on the corresponding option, thank you for your cooperation!

1, Strongly disagree 2, Disagree 3, Basically disagree 4, General 5, Basically agree 6, Agree 7, Strongly agree.

1. The work I do helps to deal with personal and practical problems at home.

2. The work I do allows me to become a more interesting person at home.

3. The day job goes well so that I can play the role of a partner better at home.

4. The skills I use at work are equally effective in dealing with family matters.

Part 7

There are many different reasons why everyone is in the job they currently have, so what motivated you to take it? Please read the
following entries carefully, each entry contains 7 alternative answers, please answer according to your own true feelings, thank you for your
cooperation!

1, Strongly disagree 2, Disagree 3, Basically disagree 4, Generally 5, Basically agree 6, Agree 7, Strongly agree.

1. I am in this job because it is interesting.

2.Tam in this job because I like it very much.

3.Tam engaged in this job because I enjoy this job brings me a sense of pleasure.

4.Tam engaged in this job because the job itself is very attractive.

Part 8

Please read the following entries carefully, each entry contains five alternative answers, please answer according to the actual situation
today and cross “v"” on the corresponding option, thank you for your cooperation!

1, very small 2, small 3, fair 4, large 5, very large.

1. How fast does your job require you to work.

. How hard your job requires you to work.
. How much your job requires a large workload.

. How much your job requires you to work too much.

2
3
4. How much your work time is not enough to complete the task.
5
6. How much time you feel is not enough to complete your work.
7

. How often your work requirements conflict with each other.
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