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Abstract. Under the influence of the outbreak of the new crown epidemic, intensified
external competition and the acceleration of product iteration, how companies continue
to develop in the turmoil needs to rely on employee innovation. In the past research,
most of the scholars were cross-sectional designs, showing the total effect of this influence
process, and failed to distinguish between immediate effects and delayed effects. Based on
the theory of social exchange and social information processing, and from the perspective
of the growth need strength, this article verifies that the superior developmental feedback
has a positive impact on the sense of work gain and employees’ innovative behaviors of
the day and the next day, and that the growth need strength plays a positive moderating
role.
Keywords: Superior developmental feedback, Sense of work gain, Innovative behavior,
Growth need strength

1. Introduction. Affected by the COVID-19, enterprises are facing a more complex and
volatile external environment. Innovative behaviors are important for enhancing enter-
prises’ core competitiveness and promoting the long-term development of enterprises [1,2].
At the same time, employees are responsible for the innovation of the enterprises. There-
fore, how to effectively motivate employees to innovate has become a hot research topic
in the volatility, uncertainty, complexity, ambiguity era. However, in the information age,
although the availability of information has increased, it also puts forward higher require-
ments on the ability of recipients to identify. According to the present studies, leaders’
feedbacks have significant impact on employees’ cognitions and behaviors [3]. Develop-
mental feedback from superiors means that superiors provide subordinates with valuable
information about their growth, development, and progress [4]. Research proves that supe-
riors are more reliable than other sources of feedback. Compared with employees, superiors
have stronger market acumen, and can timely capture information in the market that is
beneficial to employee innovation and feed it back to employees, further helping them to
form creative ideas.

Many scholars have conducted research on the influence of superior developmental feed-
back on employees’ innovative behaviors [5-7], but found that there are deficiencies in ex-
isting research. First, it ignores the mechanism of sense of work gain between the superior
developmental feedback and the innovative behavior of employees [8]. Existing research
emphasizes that superiors’ developmental feedbacks stimulate employees’ internal motiva-
tions to produce behaviors expected by the organization. Intrinsic motivations are more
subjective variables such as innovative self-efficacy, emotions, interpersonal relationships,
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and trust, and ignore the variable which has the integration of subjectivity and objective-
ness. They failed to consider the mechanism of sense of work gain between the superior
developmental feedback and innovative behavior [9]. However, compared with stimulat-
ing other intrinsic motivations, employees’ sense of work gain is based on the subjective
feelings of objective gains, and the degree of satisfaction of individuals is based on value
judgments. Maslow’s hierarchy of needs theory believes that only when individuals’ low-
level needs are met, later will we pursue the needs of the next level. Innovation, as risky
behavior, requires employees to further pursue self-breakthrough after being satisfied. It
can be seen that in understanding the relationship between superior developmental feed-
back and employees’ innovative behaviors, work gains are valued. Therefore, discuss how
to use superior developmental feedback to improve employees’ sense of work gain and
other positive cognitive experiences, and provide a new path for companies to improve
employees’ innovative behavior. Second, it ignores the boundary effect of the growth need
strength on the superior developmental feedback to the sense of work gain. The existing
literature focuses on the moderating effects of factors such as work characteristics (work
autonomy), individual characteristics (such as proactive personality, responsibility, and
openness), and external environment (organizational innovation atmosphere, team iden-
tity), ignoring the influence of growth need strength. The developmental feedback from
superiors affects the boundary effect of sense of work gain. Growth need strength is the
individual’s desire to grow and develop from [10]. Individuals who have high growth need
strength pay more attention to growth and development opportunities at work, are more
sensitive to the value of opportunities provided by the organization, and actively develop
opportunities at work to experience higher levels of work benefits. However, in the pre-
vious studies of scholars, there is a lack of discussion on the moderating mechanism of
growth need strength. Therefore, this article introduces the growth need strength into the
model of superior developmental feedback, sense of work gain, and employees’ innovative
behavior, and explores this motivational process from the perspective of demand. Third,
there is a lack of research to distinguish the immediate and delayed effects of superior
developmental feedback. The research on employee attitudes and behaviors related to su-
perior developmental feedback mostly uses cross-sectional data or multi-temporal data.
The existence of recall bias leads to the low ecological validity of the results [11]. Research
cannot reveal the relationship between variables in the time dimension. According to the
research of Wang et al., in organizational management, it is necessary to pay attention to
the immediate effect of leader’s behaviors on employees’ behavior on the day. It should
also pay attention to whether it has a delayed effect on the next day [12]. So, does su-
perior developmental feedback only have an immediate effect on the sense of work gain
and innovative behavior of the day, or does it have an impact on the day and the next
day? In response to this problem, this article uses the experience sampling method as a
research tool to promptly and dynamically investigate the superior developmental feed-
back, sense of work gain, and innovative behavior of the same individual in the context
of each working day, revealing the immediate effect of the developmental feedback from
the superior [13], distinguish the immediate and delayed effects of superior developmental
feedback, and deepen the understanding of the immediate effect and long-term value of
developmental feedback in managerial practice.
Based on the above analysis, the paper plans to use the empirical sampling method,

based on society exchange theory and social information processing theory, to explore the
immediate and delayed effects of superior developmental feedback on the sense of work
gain and innovative behavior at the intra-individual level, and select the inter-individual
level of growth need strength. Through research, it is found that the superior developmen-
tal feedback has both immediate and delayed effects on sense of work gain and employees’
innovative behavior. Growth need strength positively moderates the relationship between
superior developmental feedback and sense of work gain.
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2. Theories and Research Hypotheses.

2.1. Developmental feedback from superiors and innovative behaviors of em-
ployees. The superior developmental feedback is the instructive feedback provided by the
superior for the learning, growth, and development of the subordinates [4]. Employees’ in-
novative behavior refers to the behavior of employees who put creative ideas into practice
at work, and finally form new products, processes, or work processes [14]. As a guarantee
and supportive external opportunity for employee innovation, feedback from superiors has
a positive impact on the generation of employees’ innovative behavior [7,15]. First of all,
developmental feedback, as information-based feedback, creates a relaxing atmosphere
within the organization and reduces the anxiety and fear caused by the risks and uncer-
tainties of innovation. Secondly, the factors that ultimately determine the level of poten-
tial innovation capabilities of employees are employees’ knowledge, skills, etc. During the
process of innovation, employees need to search for a large amount of innovation-related
knowledge and information, expand their own cognitive territory, and develop their abil-
ities. Superiors’ developmental feedback, as a supplement to the knowledge structure of
employees, can better solve this problem. Thirdly, innovation has a high probability of
failure. Employees are likely to psychological exhaustion and emotional exhaustion in the
process of innovation. The developmental feedback from superiors can make employees
have positive emotional experiences in a relaxing atmosphere and enhance their thinking
activity. Finally, compared with other sources of feedback, superiors are more reliable [6].
When superiors provide employees with developmental feedback, they will perceive their
superiors’ respect [16], value, and trust, and they will be equal. The theory of social ex-
change believes that the behavior of a leader affects the performance of employees. When
superiors provide employees with future-oriented feedback, it is easy to form a good social
exchange relationship between them, at the same time, employees will have more innova-
tive behaviors in return for the leadership’s support. Therefore, the following hypothesis
is proposed:

Hypothesis 1: Developmental feedback from superiors of the day positively affects
employees’ innovative behaviors of the day.

2.2. The mediating role of sense of work gain. The sense of work gain is the feeling
and experience of employees in the work situation, and it is a comprehensive feeling and
judgment of actual contribution and gain [17]. First of all, as the embodiment of the
organization [18], the superior’s behavior represents the organization’s intentions to a cer-
tain extent. When developmental and instructive information is provided, it will improve
employees’ skills, professional knowledge, and comprehensive capabilities. And employees
will obtain confidence and a sense of work gain. Secondly, future-oriented feedback from
superiors can satisfy employees’ self-esteem, emotions, sense of fairness, and recognition
needs, strengthen their internal perception of identity, and promote the generation of
positive emotions [19]. Therefore, superior developmental feedback will affect employees’
work emotions in the day and make their emotion change. Positive emotions help employ-
ees complete their work better, deepen their cognition of work, and generate more sense
of gain. Finally, developmental feedback is information-based feedback. Developmental
information reduces the ambiguity of employees’ job roles, makes it clearer how to realize
the value of their own work, and is full of hope for future work. According to the principle
of social exchange theory, when superiors provide more resources and opportunities for
subordinates, in return, subordinates will repay superiors with better work experience,
work performance, and work investment. Therefore, the following hypothesis is proposed:

Hypothesis 2: The developmental feedback from superiors during the working day has
a positive impact on the employee’s sense of work of the day.

Studies have shown that different mental states have a transmission effect between work
situations, work characteristics, and employees’ innovative behaviors [20]. Sense of work
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gain is regarded as a positive psychological experience in the workplace [21], and employees
have positive emotional states. The theory of emotional expansion believes that positive
emotional states help individuals generate more novel ideas and produce more diverse
behaviors. The instructional information provided by superiors makes employees feel that
their own skills at work have been improved, which will produce a pleasant psychological
experience. Employees are more likely to feel that the feedback from superiors is a resource
rather than pressure and restraint [22]. It is easy to establish a good social exchange
relationship between them. Based on the principle of reciprocity, individuals return to the
organization’s support with a positive work attitude and psychological feelings. Employees
will use the organizational platform to organically integrate their career development with
their long-term goals and have higher job satisfaction. Employees with a higher level
of satisfaction will reduce their resistance to risks to a certain extent, use higher work
enthusiasm and motivation to engage in more creative and challenging work, and then
have the opportunity to generate ideas or creative ideas [23]. Therefore, the following
hypotheses are proposed:
Hypothesis 3: The sense of work gain of the day positively affects the employees’

innovative behavior of the day.
Hypothesis 4: The sense of work gain of the day plays an intermediary effect on

the positive relationship between the superior developmental feedback and the innovative
behavior of the day.

2.3. The moderating role of growth need strength. The growth need strength is
the learning, growth, and development opportunities that individuals expect from [10].
As an important individual trait, it has stability and durability. The social information
processing theory holds that individuals will interpret the information they have received.
Employees with high growth need strength are more likely to interpret their superiors’
intentions from the perspective of resource investment, actively position themselves, and
clarify what will actually be paid in their work. Employees with high growth needs will
actively learn new knowledge and new skills at work, are more sensitive to information that
is conducive to their own growth and development at work, perform tasks outside their
duties, make good use of all available resources, and strive to perform the best at work.
At the same time, a supportive environment increases the possibility of individuals with
high growth needs to realize themselves. Therefore, the following hypothesis is proposed:
Hypothesis 5: Growth need strength positively moderates the relationship between su-

perior developmental feedback and employees’ daily work gain.

2.4. Delayed effect of superior developmental feedback. In the field of manage-
ment, the time scale between interactions is easily overlooked. Most studies use general
effects and lack the distinction between immediate effects and delayed effects. As a kind
of leadership behavior, superior developmental feedback has a long-term motivational ef-
fect on the individual’s psychology, cognition, attitude, and behavior [12]. Developmental
feedback makes employees feel the motivation from their superiors, which will affect their
subsequent behaviors. This effect will continue to improve the employees’ emotion, psy-
chology, and abilities at work, and ultimately show an increasing sense of gain at work.
The superiors need to provide employees with developmental feedback dynamically, which
will make the employees’ sense of work experience dynamic changes in the subsequent pe-
riod of time, and the employees’ work enthusiasm and interest will be maintained at a
high level, which will promote their later performance of more innovative behavior [24].
Based on this, the following hypothesis is proposed:
Hypothesis 6: The superior developmental feedback (Day t) of the day has a significant

positive impact on the sense of work gain (Day t+1) and innovative behavior (Day t+1) on
the next day.
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3. Main Results. Based on the design idea of the empirical sampling method, the data
of this study was obtained through continuous questionnaires of the subjects for 5 working
days. Finally, 420 dynamic data of 84 subjects were obtained. They were used to examine
the immediate effects of superior developmental feedback.

The main result is as follows: From M5 in Table 1, it can be seen that the superior
developmental feedback has a significant positive impact on employees’ innovative behav-
ior (γ = 0.135, p < 0.05), and hypothesis 1 is verified; from M2, it can be seen that
the superior developmental feedback has a significant positive impact on the sense of
work gain (γ = 0.253, p < 0.001), and hypothesis 2 is verified; from M6, it can be seen
that the sense of work gain has a significant positive impact on employees’ innovative
behavior (γ = 0.453, p < 0.001), and hypothesis 3 is verified. On the basis of M5, M7
was constructed by introducing the sense of work gain. The results showed that the de-
velopmental feedback from superiors had no significant impact on employees’ innovative
behaviors (γ = 0.051, p > 0.05), and the sense of work gain still positively affected em-
ployees’ innovative behaviors (γ = 0.437, p < 0.001). According to the paper of Wen and
Ye [25], the sense of work gain between the superior developmental feedback and employ-
ees’ innovative behaviors plays a complete intermediary role, and hypothesis 4 is verified.
At the same time, in M4 in the table, it can be seen that the interaction terms of supe-
rior developmental feedback and growth need strength significantly positively affect the
relationship between superior developmental feedback and sense of work gain (γ = 0.319,
p < 0.001), and hypothesis 5 is verified.

Table 1. Main results of the study

Variances SWG EIB
M1 M2 M3 M4 M5 M6 M7

Gender −0.363∗ −0.288∗ −0.19∗ −0.102 −0.402∗∗ −0.278∗ −0.269∗

Age −0.322∗∗ −0.235∗∗ −0.108 −0.043 −0.338∗∗ −0.238∗∗ −0.226∗

Education −0.1 −0.062 −0.033 −0.002 −0.147 −0.123 −0.116
Working years 0.217∗∗ 0.166∗∗ 0.063 0 0.246∗∗ 0.175∗ 0.168∗

Rank −0.268∗ −0.230∗∗ −0.155∗∗ −0.147∗∗ −0.248∗ −0.147 −0.144
GNS 0.286∗∗∗ 0.344∗∗∗

SDF 0.253∗∗∗ 0.24∗∗∗ 0.135∗ 0.051
SWG 0.453∗∗∗ 0.437∗∗∗

SDF*GNS 0.319∗∗∗

Notes: 1) GNS means growth need strength, SDF means superior developmental feedback, SWG

means sense of work gain, EIB means employees’ innovative behavior.

2) p value is the significance level, ∗ represents p < 0.05, ∗∗ represents p < 0.01, ∗∗∗ represents

p < 0.001.

3) The following is the same.

In order to verify the delayed effect of the superior developmental feedback, the study
used 336 lag matching data to verify. Table 2 shows that the superior developmental
feedback positively affects the next day’s sense of work gain (β = 0.318, p < 0.001), and
positively affects the employees’ innovative behavior the next day (β = 0.368, p < 0.001),
and hypothesis 6 is verified.

4. Conclusions. Based on social exchange theory and social information processing the-
ory, this paper verifies that superior developmental feedback has both immediate and
delayed effects on sense of work gain and employees’ innovative behavior. At the same
time, it is verified that the sense of work gain has an intermediary effect between the
superior developmental feedback and innovative behavior, and the growth need strength
has a positive moderating effect between the superior developmental feedback and the
sense of work gain.
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Table 2. The delay effect of superior developmental feedback

SWG (Dayt+1) EIB (Dayt+1)
M8 M9

Constant 2.408 2.066
SDF (Dayt) 0.318∗∗∗ 0.368∗∗∗

R2 0.123 0.116
Adjusted R2 0.12 0.113

F 46.736∗∗∗ 43.778∗∗∗

p 0.000 0.000

Some management enlightenments can be drawn from this research: firstly, managers
need to pay attention to the positive impact of developmental feedback on employees,
and form a good communication relationship between managers and employees; secondly,
pay attention to the employees’ growth need strength and sense of work gain in the
management process; finally, the behaviors, attitudes, and emotions of leaders will affect
the working state and emotions of employees for a period of time. Effective emotional
management is very important for leaders.
In the future, researchers can conduct extended research from the following aspects.

First, it can continue to explore what variables exist that mediate or moderate the supe-
riors’ developmental feedback and the innovative behavior of employees. Second, consider
other research methods, such as polynomial response surface analysis. The polynomial re-
sponse surface analysis is the influence of the matching relationship between two or more
variables on the dependent variable, which can better explain the interaction between the
individual and the environment.
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