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Supervisory activities and interactions with employees
affect employee performance. Moreover, every organization tries to enhance the
supervisor’s supportive behavior in the work environment. Consequently, the main aim
of this study is “to determine the impact of organizational work-family culture on the
family-supportive supervisor behavior of employees in Sri Lanka’s footwear industry”.
Based on a thorough review of existing literature and industry challenges, the study
identifies organizational work-family culture as the independent variable and family-
supportive supervisory behavior as the dependent variable.

The study sampled 377 employees from a population of 20,000 footwear
workers in Sri Lanka. Adopting a positivist research philosophy, the study grounded in
existing knowledge, is set to achieve its aims and framework. A quantitative research
approach was employed for both data collection and analysis, utilizing deductive
methods to systematically investigate the research objectives. A survey research study
was conducted and the data were gathered from respondents within a defined cross-
sectional period, ensuring a broad representation of the target population.

The study found that the supportive supervisory behavior of employees in
Sri Lanka’s footwear sector was influenced by organizational family culture as 52% of the
Organizational Work-Family Culture of employees working in the Sri Lankan footwear
industry.

It can be concluded that if the organization has a better working
environment, the supervisors in the working environment help their employees manage
their family responsibilities over work responsibilities. Thus, companies should create an
employee recognition program, accept, and use employee feedback, and be flexible to
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Organizations globally are competing to retain
and satisfy employees, acknowledging that human
resources are their most valuable assets. Employee
satisfaction boosts organizational productivity and
performance (Bartlett & Ghoshal, 2002). However,
recent studies show that the majority of employees
struggle to manage work-related stress caused by
a variety of factors, such as excessive workload,
unrealistic employee expectations, inefficiencies and
laziness of coworkers, work-life imbalance, employer
disagreements, lack of support from supervisors,
and working environment issues (Ferrara, 2018).
Among these, supervisory behavior and the work
environment emerge as pivotal in managing
employee stress and encouraging retention.
Therefore, most Human Resource (HR) executives are
debating the Family Supportive Supervisor Behavior
(FSSB) concept. FSSB refers to supervisors’ activities
demonstrating concern and support for their
employees or subordinates’ families (Hammer et al.,
2009). Especially, it has been identified that family-
friendly bosses understand their employees’ needs
and strive to balance work and family life. Thus,
supervisors who implement family-friendly actions
can influence the level of mental contentment and
performance of the employees who are under their
supervision (Walsh et al., 2019). It can, therefore, be
inferred that managing supervisor behavior effectively
can serve as a strategic HR approach for organizations
to enhance employee satisfaction and improve
overall performance. Even though FSSB is a preferred
approach for employee satisfaction and improving
employee performance, most organizations face
problems in this regard due to lousy supervisor and
employee interactions (Haas, 2020). Most supervisors
lack the necessary knowledge and training to
become supportive of their workers’ personal and
professional lives (Leitdo et al., 2019). Furthermore,
many supervisors achieve organizational goals by
rewarding or punishing employees (Mansaray, 2019),
and some try to violate employees’ privacy, which
exacerbates work-life conflicts (Van Dyne et al., 2003).
The work environment has become stressful for many
employees due to the heavy workload, unsupportive
managers and coworkers, rigid work schedules, and
tight deadlines (Tamunomiebi & Mezeh, 2021). It
has been further revealed that most employees
are dissatisfied with their pay scale, promotion
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procedure, and career development support from the
organization (Parvin & Kabir, 2012). Past researchers
suggested that there should be more studies on
FSSB in different specific cultural and contextual
factors of occupations (Bouleh et al., 2022). This has
been endorsed by Rahim et. al., (2022), reflecting
the need for more studies in Organizational Work-
Family Culture (OWFC). Similarly, there is increasing
scholarly attention to some social trends, such as the
changing nature of work and work-life issues (Powell
et al., 2019). Nevertheless, a research gap exists in
implementing FSSB strategies within industries,
including Sri Lanka’s footwear sector. Many studies
have revealed a lack of comprehensive investigation
of the relationship between OWFC and FSSB across
diverse cultural and occupational contexts and further
reveal an empirical gap. Thus, existing literature
focuses on general organizational environments,
with limited attention to specific industries such
as the Sri Lankan footwear industry. The current
study focuses on the Sri Lankan footwear industry,
a sector with substantial economic and employment
significance, where supervisory support is critical
to managing employees effectively. The Sri Lankan
footwear industry is projected to earn United States
Dollars ($) 59.86 million in 2023. Meanwhile, recent
data reveals that in 2013, the footwear, luggage,
and handbags sector employed approximately 13.8
thousand women and 8.1 thousand men (Ganbold,
2021). It was further discovered that the footwear
industry’s whole manufacturing process was
focused on technology and staff output capability
(Fernando et al., 2005). Thus, it demonstrates
that employees are the most influential factor in
the footwear industry, and supervisor support is
needed to manage employees’ activities. As the
footwear industry is ready for long-term growth, it
confirms the need for organizations to retain skilled
employees as well. Hence, the purpose of this study
is to determine the impact of OWFC on FSSB in Sri
Lanka’s footwear industry, providing insights into
how organizational culture shapes supervisory
practices. The paper is organized into five sections.
First, discusses the literature review, highlighting key
concepts and their interrelations. Second, outlines
the methodology employed in the study, detailing the
research design and data collection methods. What
follows, presents the results and discussion, offering
an in-depth analysis of the findings. Finally, concludes



with  practical implications, recommendations,
and directions for future research, emphasizing
the relevance of OWFC in encouraging FSSB and
improving employee outcomes.

Literature review
Family-supportive supervisor behavior

Employees may leave their jobs, become
dissatisfied, and get into other situations (Hammer
et al., 2006, 2009). FSSB is founded on the idea that
supervisors may enable staff to fulfill their family
and professional obligations more successfully by
modeling family-supportive behaviors. This FSSB
concept mainly focuses on the employee’s family
role and how to deal with both work and family
roles. (Hammer et al., 2009). A family support
supervisor can balance employees’ work and family
responsibilities and communicate with an employee
about an employee’s desires. (Pan, 2018). This
study identified positive consequences of family-
supportive supervisor conduct, including increased
job satisfaction, improved task performance, and less
work-family conflict (Kailasapathy & Jayakody, 2018).
FSSB is characterized as proactive management
that assists staff members in juggling their work
and family responsibilities (Alshutwi, 2018). Due
to its favorable effects on employees’ work-life
balance and professional outcomes, FSSB has gained
much attention as an informal supervisor assistant
(Hammer et al., 2013; Matthews et al., 2014).

OWFC

The importance of work-family culture cannot
be overstated for any of the people working for the
organization. It is significant for people who work
there and their family members and other loved
ones (Bernhardt & Blnning, 2022). Most recent
studies aimed to determine how an unsupportive
organization’s working culture may have contributed
to alower overall level of satisfaction with one’s ability
to maintain a healthy work- life balance (Bernhardt &
Blinning, 2022; Mauno et al., 2005; Zeng et al., 2020).
In the previous research, the primary focus was on
the behavior of family-supportive supervisors and
the role of family-supportive organizational culture
among the workers at a financial credit company.
Family-friendly organizational culture moderates the
relationship between the family-friendly behavior of
supervisors and employees’ level of job engagement

(Rofcanin et al., 2017). Furthermore, managerial
characteristics were considered one aspect of the
organizational consequences. As a result, it was
established that management characteristics affect
the family-friendly behavior of supervisors (Straub,
2012). One of the latest studies showed how family
work conflicts and organizational work-family cultures
affect the supportive behaviors of supervisors toward
families. The findings showed that if the work-family
culture of the organization is at a higher level, then the
work-family conflicts experienced by the supervisors
do not have a detrimental effect on the subordinates.
In addition, it has been ascertained that an OWFC
affects the FSSB. It is possible to conclude that
previous research indicated a connection between
OWEFC and FSSB (Pan et al., 2021). Furthermore,
the same study aimed to determine the causal
relationship between family-supportive behavior
and organizational climate. In another study, study
findings suggested that the organization’s work-family
atmosphere significantly impacted the behavior of
family-supportive supervisors in IT companies (Han &
McLean, 2020). Recently, much discussion has been
about how companies, as employers, should help
employees with their family obligations. A family-
supportive supervisor boosts company performance
and benefits both the supervisor and the employees.
Thus, a similar study examined whether supervisors’
views on employee family responsibility affect
employees’ intrinsic motivation and the desire
to leave their jobs. Prior research reveals that
supervisors support employees with family duties
increased intrinsic motivation. Most workers also
state that family-friendly management makes them
less likely to depart. In other words, the organization
should have a strong family culture to achieve
this goal through increased management support.
Hence, it was derived that a solid family culture in an
organization enhanced the FSSB (Marescaux et al.,
2020). The above-mentioned study was carried out
to create a model for measuring FSSB. Consequently,
the element known as work-family management
was addressed, which explained that a friendly
workplace with flexible supervision and coworkers
would boost the FSSB (Hammer et al., 2009). Hence,
most preceding studies found a favorable association
between OWFC and FSSB. Accordingly, the study’s
first hypothesis was developed as follows and can be
shown in Fig. 1 as a conceptual framework.
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Fig. 1: Conceptual framework (source: developed by authors (2023))

Hypothesis 1: A positive relationship exists
between the organizational work-family culture and
their FSSB.

Survey design and data collection

This study adopted a quantitative research design
guided by the philosophy of positivism, as it aligns
with the objective nature of quantitative studies. A
deductive approach was employed, leveraging prior
research, theories, and models to verify and support
the results. The research was conducted as a cross-
sectional study, with data collected at a single point in
time over a brief timeframe. The target population for
this study consisted of 20,000 employees currently
working in the Sri Lankan footwear manufacturing
industry. Using a simple random sampling technique,
a sample of 377 employees was selected to ensure
unbiased representation. Atotal of 377 questionnaires
were distributed, and all were returned completed,
achieving a 100% response rate. Primary data were
collected through printed questionnaires designed
specifically for the study. The collected data were
analyzed using the Statistical Package for Social
Sciences (SPSS) software. Descriptive statistics were
used to summarize the data, while correlation and
regression analyses were performed to examine
relationships among variables and test hypotheses.

Measures
Organizational work-family culture

This study was used to build measurements about
OWEFC (Thompson et al., 1999). Ten (10) items were
used to measure the construct anchored on a five-
point Likert scale as in the original scale. In this study,
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two dimensions were used under OWFC: managerial
support and organizational time demand. Sample
items include: “My supervisors care about my career
development” (Managerial support), “I am always
able to attend the work on time and leave on time”
(Organizational time demand).

Family-supportive supervisor behavior

This study was used to build measurements about
FSSB (Hammer et al.,, 2009). Fourteen (14) items
were used to measure the construct anchored on
a five-point Likert scale as in the original scale. This
study used four dimensions under OWFC: Emotional
support, Role-modeling behavior, Instrumental
support, and Creative work-family management.
Sample items include: “My supervisor is willing to
listen to my problems in juggling work and nonwork
life” (Emotional support), “My supervisor is a good
role model for work and nonwork” (Role modeling
behavior), “I can depend on my supervisor to help me
with scheduling conflicts if | need it” (Instrumental
support), “My supervisor thinks about how the work
in my department can be organized to jointly benefit
employees and the company” (Creative work-family
management).

Demographic analysis

According to the study findings, the first question
about the age of the employees revealed that
82.2% of workers are between the ages of 21 and
30, while 10.3% are between the ages of 31 and
40. Furthermore, 6.6% of respondents are between
the ages of 41 and 50. Furthermore, the remaining
study sections stated they are at least 51 years old.



Table 1: Reliability analysis

Variable

Cronbach’s Alpha value

Number of questions

Organization’s work-family culture
Family supportive supervisors’ behavior

.854 10
711 14

Table 2: Results of the validity test

Variable KMO value Number of questions
OWFC .753 10
FSSB .523 14

Table 3: Model summary

R-value

R Square value

Adjusted R Square value

7182

.515 514

As such, it is fair to assume that most employees who
participated in the survey were still in their twenties.
Furthermore, the study gender analysis (Second
question) revealed that 32.6% of workers are male,
while 67.4% are female. As a result, it is reasonable to
conclude that most employees who took part in the
survey were female. Furthermore, the third question
was focused on the marital status of employees, and
the study found that 50.9% of workers are single,
while 49.1% are married. Therefore, it is fair to assume
that most study participants were single employees.
According to the fourth question analysis, only
40.6% of employees’ spouses work, while 59.4% are
unemployed. In addition, 59.4% of single employees
claimed their spouses are unemployed. As a result,
one can reasonably conclude that the vast majority of
employees’ partners who participated in the research
are unemployed. Furthermore, the study collected
information about employees’ children and revealed
that only 41.9% of married workers had children,
while 58.1% did not have children.

Reliability analysis

Reliability analysis was used to calculate the
internal consistency of variables such as OWFC and
FSSB. The Cronbach’s alpha value was employed to
determine internal consistency, and 0.7 was the
threshold value as per Table 1. Accordingly, the study
result shows that OWFC-related Cronbach’s alpha
value is 0.854, which means that a group of test
questions about OWFC is closely linked. Moreover,
a group of test questions about the OWFC is closely

linked. Further, the FSSB of the organization was
assessed with 14 questions, and the reliability value
was indicated as 0. 711. Hence, it can be concluded
that the internal consistency of the supervisors’
family-supportive behaviors in the organization is
acceptable.

Validity analysis

The accuracy of responses was determined using
the validity result, and in SPSS, the Kaiser-Meyer-
Olkin measures of sample adequacy values were
utilized. As a result, the Kaiser-Meyer-Olkin (KMO)
test for work-family culture has a high internal validity
of 0.753. Furthermore, the FSSB-related KMO value
is 0.523, indicating those supervisors’ responses to
family-supportive behaviors have acceptable internal
validity. The results of the validity test are shown in
Table 2.

Regression analysis

The study’s model summary table revealed the
impact of the independent variable, OWFC on the
dependent variable, FSSB. The obtained results of the
linear regression analysis are shown in Table 3. Given
that the R-squared value of the fitted regression
model is 0.515, which indicates that the predicted
values fit approximately 52% of the actual values, it
was determined to be a satisfactory fit.

Therefore, 52% of OWFC employees working in
the Sri Lankan footwear industry can be illustrated by
FSSB.

The Analysis of Variance (ANOVA) table, derived
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Table 4: ANOVA Table

Sum of squares Mean Square F-ratio Sig value
Regression 22.168 22.168 398.224 .000?
Residual 20.876 .056
Total 43.044

Table 5: Coefficient table
Coefficient
Coefficient (unstandardized) (standardized) T value Sig value

Beta Standard error Beta
Constant 1.622 .099 16.356 .000
Organization's work-family 380 0.022 656 17.340 000
culture
Supervisors' workaholism 117 0.028 .158 4.167 .000

from multiple regression analysis, is shown in Table
4. The information in the table is used to determine
whether the model is significant enough to predict
the study results. It is considered a significant value
in the ANOVA table and should be less than 0.05. As a
result, the significant value in the study ANOVA table
is.000, less than 0.05. As a result, the study model can
be concluded to be sufficiently significant to predict
FSSB using independent variables such as the OWFC.

The final table, known as the coefficient table,
is used to calculate the effect of the independent
variable on the dependent variable. As a result, the
study focused on two independent variables: OWFC.
Table 5 demonstrates the impact of OWFC on FSSB by
emphasizing the significant values of.000 respectively.
OWFC impacts FSSB, according to the coefficient
values, because the significance value is less than
.05. Hence, the study hypothesis is accepted, and it
can be concluded that a “positive relationship exists
between the organizational work-family culture and
their FSSB.”

Discussion

Sri Lanka’s footwear industry employees’ FSSB
was hypothesized to be related to their OWFC. Most
employees are neutral regarding the effect of their
OWEFC on their FSSB, as determined by the descriptive
analysis. Consequently, the OWFC influences most
FSSB among footwear industry employees. In
addition, the regression analysis results indicate that
the significance value is.000, less than the significance
threshold of 0.05. Consequently, organizational work-
family culture positively influences family-supportive
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behaviors. Consequently, the study’s first hypothesis
was confirmed as OWFC positively influences the
family-supportive behavior of employees in the
Sri Lankan footwear industry. In line with prior
research, the primary focus of this investigation was
the behavior of family-supportive supervisors and
the role of family-supportive organizational culture
among the workers at a financial credit company.
The present study’s findings indicated that a family-
friendly organizational culture moderates the
relationship between the family-friendly behavior
of supervisors and employees’ level of engagement
in their jobs. In addition, another study indicated
the impact of organizational consequences on
the behavior of family-supportive supervisors. In
addition, managerial characteristics were considered
one aspect of the organizational consequences.
Accordingly, it was established that management
characteristics affect the family-friendly behavior
of supervisors (Straub, 2012). One of the most
recent studies aimed to determine the influence
that family work conflicts and organizational work-
family cultures have on the supportive behaviors of
supervisors towards families. The findings showed
that if the work-family culture of the organization
is at a higher level, then the work-family conflicts
experienced by the supervisors do not have a
detrimental effect on the subordinates. In addition,
it has been that an organization’s work-family culture
affects the supervisors’ family-supportive behavior.
In line with the above, it is possible to conclude that
previous research indicated a connection between
organizational work-family culture and supervisors’



family-supportive behaviors (Pan et al., 2021). The
study’s findings suggested that the organization’s
work-family atmosphere significantly impacted
the behavior of family-supportive supervisors in IT
companies (Han & MclLean, 2020). Recently, much
talk has been about how companies should help
employees with their family obligations. A family-
supportive supervisor boosts company performance
and benefits both the supervisor and the employees.
Thus, a study examined whether supervisors’ views
on employee family responsibility affect employees’
intrinsic motivation and their desire to leave their
jobs. Thus, supervisors supporting employees with
family duties increased intrinsic motivation. Most
workers also say that family-friendly management
makes them less likely to depart. The organization
should have a strong family culture to achieve
this goal through increased management support.
Hence, it was derived that a strong family culture
in an organization enhances the Family’s Supportive
Supervisor’s Behavior (Marescaux et al., 2020). The
above-mentioned study was carried out to create a
model for measuring family-supportive supervisor
behavior. Consequent to the study findings, the
element known as work-family management
was addressed, which explained that a friendly
workplace with flexible supervision and coworkers
will boost the family-supporting supervisor behavior
(Hammer et al., 2009). The results of the current
study support those earlier findings and indicate
an impact of organizational work-family culture on
family-supportive behavior. Therefore, it is possible
to conclude that previous research indicated a
connection between organizational work-family
culture and supervisors’ family-supportive behaviors.

Managerial implications

The study found that organizational work-family
cultureinfluences FSSB.Thus,anemployeerecognition
program was created because top performers should
be rewarded. The notion is that valued employees
will perform well in such a setting. It will also inspire
their teammates to work harder, creating a healthy
workplace competition that boosts production.
Moreover, it is recommended to accept and make use
of feedback provided by employees. However, the
bulk of top management opposes employee input.
Much support is essential from the top management
to embed into their corporate strategy. Thus, they

should change how they handle employee feedback,
from one way to one that is both ways. Always
remember that employees are actively working to
improve the company’s performance. Additionally,
top management should address employee issues
and see them as opportunities to solve them.
This way, when a favorable work environment is
facilitated, employee loyalty will boost and desire
to work for the company. Further, creating a flexible
working environment is the recommended solution.
Management must be flexible with employees.
Most studies also found that all employees struggle
to balance work and personal life. Thus, managers
must identify and address their employees’ issues
by cultivating a conducive work culture where both
parties are respected and recognized. One method is
providing flexible hours.

Limitations and direction for future research

This study aims to determine the influence of
organizational work-family culture on the family-
supportive supervisor behavior of workers in the
footwear industry in Sri Lanka. In line with research
objectives, we researchers restricted the study to
the footwear industry in Sri Lanka. In addition, the
quantitative method was utilized throughout the
study’s data collection and analysis stages. Moreover,
the research was conducted using a cross-sectional
approach and during a short period. The research only
considered OWFC. As a result, the FSSB is influenced
by many different factors that are independent of
one another. In addition, the data collection method
consisted solely of an English-only questionnaire
formatted in a structured format. Potential
misunderstandings and language barriers may have
affected the responses provided by the workers in
the footwear industry. In addition, there is a paucity
of research on the effects of supervisor workaholism
and OWFC on FSSB, making it challenging to collect
the relevant literature for the study. The present study
can guide researchers in the future in applying this
study to various industries. However, as the present
study was a case study, to some extent, it may not
be generalized. In addition, the study is quantitative;
however, the same study could be conducted in the
same context by using the qualitative methodology.
In addition, it is possible to consider it as one of the
additional factors that influence the supervisors’
family’s supportive behavior. In addition, the
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research can be carried out as a longitudinal study
by employing the observation method to gather the
required information.

This study highlights the critical role of FSSB in
enhancing organizational performance, particularly
within Sri Lanka’s footwear industry. Recognizing
that supervisors often perceive employees as mere
machines, leading to diminished productivity and
overall performance, the research underscores the
importance of fostering FSSB. Findings conclusively
revealed that OWFC significantly influences
employees’ perceptions and experiences of FSSB
in this sector. This research contributes to the
growing discourse in human resource management,
emphasizing the necessity of supportive supervisory
behaviors for sustainable organizational growth.
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