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Abstract 21 

Purpose: Sustainable practices are the modern-day necessities for organizations as the world is 22 

becoming highly dynamic. The purpose of this study is to examine the influence of Sustainable 23 

Training and Creativity Practices (STP and SCP) on Organizational Citizenship Behavior (OCB-24 

Individual and OCB-Organization) via the mediating role of psychological contract fulfillment 25 

(PCF). 26 
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Design/methodology/approach: A sample of 326 white-collar Indian service industry 27 

employees was collected. The data are analyzed using Mediation (PROCESS HAYES) and 28 

Random Forest Regression Supervised Learning (RFRSL). 29 

Findings: The findings indicate that Sustainable Training Practices (STP) had an indirect impact 30 

on Organizational Citizenship Behavior (OCB-I, OCB-O) via the mediating effect of 31 

Transactional (T-PCF) and Relational Psychological Contract Fulfillment (R-PCF). In terms of 32 

Sustainable Creative Practices (SCP), the impact on OCB-I was indirect due to T-PCF. In 33 

addition, R-PCF acts as a mediator between SCP and OCB-O. In the latter portion of the 34 

analysis, the RFRSL approach created a prediction model for T-PCF, R-PCF, OCB-I, and OCB-35 

O, with demographic characteristics such as industry experience, gender, age playing a 36 

constructive role. 37 

Originality: The study conducts a combination of both traditional and newer technology 38 

(machine learning) resulting in highlighting the uniqueness of the relationship between variables 39 

and the role of demographic variables. 40 

 41 

Keywords: Sustainable training practices, sustainable creativity practices, psychological contract 42 

fulfillment, transactional, relational, organizational citizenship behavior 43 
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Introduction 50 

In today's dynamic business landscape, fostering a sustainable workforce is paramount for 51 

organisational success. A sustainable workforce not only enhances employee satisfaction and 52 

retention but also drives productivity, innovation, and brand reputation. This sustainability is 53 

achieved through implementing practices that prioritise employee well-being, development, and 54 

ethical compliance. One such major practice is “organisational citizenship behaviour” (OCB), as 55 

it plays a pivotal role in achieving a sustainable workforce in modern-day rganizations. OCB 56 

encompasses behaviours such as helping colleagues, sharing knowledge, embracing change, and 57 

fostering a positive organisational culture (Spitzmuller et al., 2008; Organ, 2014). When 58 

employees engage in OCB, they contribute to a supportive environment where collaboration 59 

thrives, innovation flourishes, and adaptability becomes ingrained. The concept of OCB 60 

comprises two discrete yet interrelated aspects: OCB-O and OCB-I. Employees who demonstrate 61 

OCB-O may also participate in uncompensated activities that enhance the organisation's overall 62 

success and efficiency, for instance, showing civic virtue and conscientiousness towards the 63 

organisation. Conversely, OCB-I places emphasis on discretionary actions undertaken by 64 

personnel within the institution, including but not limited to providing assistance, imparting 65 

expertise, mentoring novice staff, and exhibiting compassion towards fellow workers 66 

(Spitzmuller et al., 2008; Organ, 2014; Henderson et al., 2020). 67 

By integrating OCB into workforce practices, organisations create a culture of reciprocity, trust, 68 

and resilience (Cho et al., 2022; Paul et al., 2019). This culture not only enhances employee 69 

engagement and satisfaction but also drives customer loyalty and organisational performance. 70 

Ultimately, by prioritising sustainable workforce practices and leveraging OCB, organisations 71 

can build a thriving ecosystem that benefits employees, customers, and stakeholders alike, 72 
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ensuring long-term success in today's competitive landscape. To achieve a sustainable workforce 73 

through OCB, organisations must integrate sustainable training and creativity practices. 74 

Sustainable training involves fostering continuous learning through programs that promote 75 

ongoing skill development and industry awareness (Macke and Genari, 2019; Macini et al., 76 

2022). It also includes initiatives to encourage cross-training and mentorship, facilitate 77 

knowledge transfer, and foster a collaborative culture. Utilising sustainable learning platforms, 78 

such as eco-friendly online courses and virtual training sessions, further enhances accessibility 79 

and minimises environmental impact. Concurrently, sustainable creativity practices involve 80 

cultivating inclusive ideation environments where diverse perspectives are valued, supporting 81 

innovation channels, and embedding sustainability into projects (Lozano and Barreiro-Gen, 82 

2022; Schaltegger et al., 2022). By empowering employees with flexibility and autonomy to 83 

explore new ideas, organisations foster a culture of creativity and ownership. Integrating these 84 

practices equips employees with the skills, knowledge, and mindset necessary for OCB, fostering 85 

a resilient and adaptable workforce capable of driving long-term success in today's dynamic 86 

business landscape. When organisations invest in sustainable training and creativity practices, 87 

employees will perceive these efforts as favourable exchanges within the social framework of the 88 

workplace. Employees feel a sense of obligation to reciprocate these investments by engaging in 89 

OCB, such as assisting colleagues or contributing innovative ideas, as a form of positive 90 

reciprocity. 91 

This study posits the concept of social exchange theory, which states that individuals engage in 92 

actions based on the principle of reciprocity, expecting mutual benefits from their interactions, 93 

and highlighting the role of psychological contract fulfillment (PCF). It comprises the reciprocal 94 

commitments, assurances, and anticipations that individuals hold with regard to their positions, 95 
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duties, and incentives within the institution (Rousseau, 1990). The PCF comprises trust, loyalty, 96 

and the perception of a fair exchange between the employee's effort and the organisation's 97 

rewards. Thus, it gets critical to acknowledge that the PC constitutes an implicit understanding 98 

that impacts the attitudes and behaviours of both employers and employees rather than a formal, 99 

legally enforceable agreement (Rousseau, 1995; Dixon-Fowler et al., 2020; Kutaula et al., 2020). 100 

These can be categorised as follows: (1) Transactional Contracts (T-PCF): short-term, specific, 101 

and monetizable; (2) Relational Contracts (R-PCF): long-term, general, and more focused on 102 

relationship-building (Rousseau, 1990). The term "transactional psychological contract" denotes 103 

an employment arrangement in which the employee and the employer primarily rely on brief, 104 

tangible, and explicit exchanges. The activities center around distinct objectives, tangible 105 

products, and monetary incentives. This particular form of PC is distinguished by its emphasis on 106 

transactional elements, including job responsibilities, compensation, and perks. For instance, fair 107 

pay in comparison to industry standards also means income according to the level of 108 

performance. Where, on the contrary, R-PCF is characterised by mutual trust, reciprocity, and a 109 

long-term focus on the socio-emotional aspects of the relationship between the employee and the 110 

organisation (Shore and Tetrick, 1994; Wu and Chen, 2015). For instance, an organisation might 111 

offer employees mentoring programs, training sessions, and a flexible work schedule to foster 112 

their growth and well-being within the company. 113 

When sustainable training and creativity practices are combined with HRM principles, they 114 

foster the growth of a workforce that possesses not only the requisite expertise and understanding 115 

but also the confidence to engage in innovative thinking and make valuable contributions to the 116 

sustainability initiatives of the organisation (Almarzooqi et al., 2019). This comprehensive 117 

approach to human capital development underscores the significance of harmonising 118 
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competencies, insights, and innovation with sustainability objectives. Over the last decade, HRM 119 

scholars have increasingly drawn attention to the challenge to develop more sustainable HRM 120 

systems to enhance human sustainability as well as HRM systems that support business 121 

organisations in reaching their corporate sustainability goals. Sustainable HRM includes 122 

practices that promote employee well-being, diversity, and inclusion, as well as contribute to 123 

organisational success while considering societal and environmental impacts. This approach 124 

acknowledges the role of HRM in addressing sustainability challenges and advancing 125 

organisational objectives in a multidimensional manner (Macini et al., 2022; Aust et al., 2020; 126 

De Stefano et al., 2018). In accordance with the overarching goals of sustainable HRM and 127 

poised to secure enduring success in the realms of environmental stewardship and sustainability, 128 

this theoretical correlation ultimately emphasises the pivotal significance of human capital 129 

development and innovation in propelling organisational sustainability. 130 

Bringing notions from the previous studies who are exploring the avenue of training and 131 

creativity. Firstly, the studies have majorly focused on exploring the impact of these variables on 132 

organisational-level variables like organisational climate and organisational innovation (Bhawna 133 

et al., 2019; Chaubey and Sahoo, 2019). The current study posits that moving away from 134 

organisational-level variables is crucial from a conceptual standpoint because it allows for a 135 

deeper understanding of the individual-level mechanisms driving OCB and sustainable HR 136 

practices. Secondly, they have used traditional methodologies to proof their model (Bhawna et 137 

al., 2019; Chaubey and Sahoo, 2019; Shah et al., 2021; Tamsah and Ilyas, 2021). Thirdly, the 138 

models have not been tested in the Indian context, specifically in the service sector (one of the 139 

largest service providers), which, due to its dynamism and disruption nature, necessitates 140 

sustainable training and creativity practices (Shah et al., 2021; Tamsah and Ilyas, 2021). By 141 
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focussing on individual-level constructs such as PCF, STP, and SCP within the Indian context, 142 

the study aims to contribute to the advancement of theoretical frameworks that capture the 143 

nuances of employee behaviour and HRM practices within diverse organisational settings. 144 

Additionally, identifying the impact of demographic variables on the cohesion of sustainable 145 

practices offers a valuable insight into employee behavior. The theoretical value of focussing on 146 

the Indian context lies in its unique socio-cultural and economic dynamics, which may influence 147 

the manifestation and impact of OCB and responsible HR practices. Fourthly, both the variables 148 

have not been cohesively evaluated (Bhawna et al., 2019; Chaubey and Sahoo, 2019; Shah et al., 149 

2021; Tamsah and Ilyas, 2021). Previous literature shows a dearth in exploring the impact of 150 

sustainable training practices as a separate concept rather, researchers have focused on 151 

incorporating it in sustainable HRM practices and their impact (Vihari and Rao, 2018; Sharma et 152 

al., 2022; Piwowar-Sulej, 2021b). Though a review analysis done by Piwowar-Sulej (2021a) 153 

shows that training practices are the most important function of sustainable HRM to develop 154 

sustainable organisations, there is a lack of exploration of the direct role of STP on the 155 

behavioural outcomes of the employees. Subsequently, the need for creativity has been 156 

highlighted in previous studies to attain sustainable development goals, but how the impact of 157 

the practice channels is still unclear (Amabile and Pratt, 2016; Liu et al., 2017; Nguyen et al., 158 

2019). Dabić et al. (2023) highlight the need for more studies on sustainable HRM and creativity 159 

to better understand the impact on employee growth and creativity. Ren et al. (2023) suggest that 160 

the study highlights a deficiency of research in the Indian context, emphasizing the need for 161 

further research on sustainable HRM practices in non-Western settings, given that the majority of 162 

studies on these practices have taken place in Western regions (Ehnert et al., 2016). Therefore, 163 



8 
 

the research attempts to find the impact of these practices via the psychological construct and 164 

address all the gaps highlighted. 165 

  166 

This study is divided into two sections: the first examines the function of STP and SCP and their 167 

direct impact on employees' PCF. In addition, it examines the mediating influence of PCF on the 168 

OCB of employees. The second section focuses on developing a predictive model to establish the 169 

role of STP and SCP on T-PCF, R-PCF, OCB-I, and OCB-O. 170 

 171 

Theoretical Background 172 

 173 

Psychological contract theory (PCT) is a concept derived from Blau's (1964) social exchange 174 

theory (SET), which focusses on the unwritten contract between employees and employers. PCT 175 

is based on expectations and obligations, whereas SET is a continuous exchange of fulfilling or 176 

non-fulfilling these expectations. The fulfilment or breach of these relationships determines 177 

expected reciprocity from the other party, i.e., employees (Shore and Tetrick, 1994). Establishing 178 

a sustainable framework is critical in incorporating sustainability principles into HR operations. 179 

Thus, the implementation of STP and SCP will aid in the fulfillment of the PC, which in turn 180 

influences OCB as viewed through the framework of social exchange theory. This conduct 181 

encompasses activities that surpass prescribed job duties in order to aid the organisation in its 182 

pursuit of sustainability objectives (Piwowar-Sulej, 2021b). This entails the incorporation of 183 

sustainable principles into a multitude of HR operations, such as employee development, 184 

performance management, and recruitment (Gupta et al., 2023). Assigning sustainability to HRM 185 

demonstrates an organisation's dedication to the environment as well as their social 186 
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responsibility. In recent years, the focus on sustainable HRM has had a significant impact on 187 

employee career growth and the psychological capital of individuals in the Chinese context. 188 

Furthermore, at an organisational level, it has been found to have a positive influence on 189 

environmental performance (Cheng et al., 2024; Peng et al., 2024). 190 

 191 

According to a study conducted by Lu et al. (2023), the outcomes of in-role performance and 192 

employee engagement hold significant importance. These practices have significantly enhanced 193 

the creativity and entrepreneurial abilities of employees (Dabić et al., 2023). According to 194 

Järlström et al. (2024), one of the key themes that emerged was employee development, which 195 

aligns with the common good theory. Sypniewska et al. (2023) conducted research that 196 

demonstrates the significant improvement of employee satisfaction levels through the 197 

incorporation of sustainable HRM development practices and prioritisation of employee well-198 

being. Gupta et al. (2024) have assessed sustainability reports to highlight ongoing sustainability 199 

practices based on ESG goals, emphasising their importance in current organisational setups. 200 

These practices help to build a strong psychological bond between the organisation and its 201 

employees. Regarding reciprocal obligations, the PCT places significant emphasis on the beliefs 202 

and perceptions of both parties. Positive PCF, due to the inclusion of sustainable training and 203 

creativity, results when employees perceive that the organisation is committed to sustainable 204 

HRM (Gupta et al., 2023; Khurshid et al., 2021). This can foster in employees a sense of 205 

commitment, loyalty, and trust (Dixon-Fowler et al., 2020). 206 

 207 

The SET applies simultaneously, emphasising the reciprocal association between organisations 208 

and individuals. Employees are more likely to engage in pro-environmental initiatives, 209 
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voluntarily participate in sustainability projects, or advocate for an organisational culture that 210 

embraces sustainable innovation when they perceive that sustainable HRM honours their PCs 211 

(Organ, 2014; Sharma et al., 2022). Therefore, the fundamental process hinges on the interplay 212 

between sustainable HRM practices such as STP and SCP, as well as the fulfillment of the PC; 213 

these elements together cultivate confidence, mutual reliance, and dedication. Consequently, this 214 

should promote the development of organisational citizenship conduct that is in line with the 215 

sustainability objectives of the organisation, thereby establishing a reciprocal cycle of positive 216 

outcomes-based. In essence, the fulfillment of the PC is stimulated by sustainable HRM, 217 

sustainable training, and creativity practices. This fulfillment, when combined with social 218 

exchange theory, impacts the conduct of organisations as citizens in the realm of sustainability. 219 

 220 

STP and SCP represent the employer's expected commitments that employees anticipate 221 

receiving. The study aims to examine the impact of fulfilling these obligations on the 222 

organisation's response behaviour (Rousseau, 1995). However, the impact of either PCT or SET 223 

on employee behavioural outcomes has not been examined. The current research aims to bridge 224 

the gap between sustainable practices and their influence on citizenship behaviours through the 225 

role of PCT. 226 

-------------------------------------------------------Figure 1---------------------------------------------------- 227 

 228 

As a vital HRM practice, training approaches have established a strong association with meeting 229 

employees' expectations in the hospitality industry and what employees anticipate from their 230 

employers (Sobaih et al., 2019). Training techniques have been identified as one of the most 231 

significant sustainable HRM practices even during times like pandemic that, when applied, help 232 
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employees increase their productivity in their personal and professional life and feel more 233 

content in their professions (Piwowar-Sulej, 2021a). 234 

 235 

PCT helps organisations manage employee expectations. Sustainable training strategies shape 236 

these expectations, focusing on industry-relevant skill sets and fostering shared commitment. 237 

These initiatives address immediate skill development needs and reinforce the organisation's 238 

investment in employees' long-term success. By establishing technical competencies through 239 

ongoing training initiatives, organisations signal a commitment to workforce development, 240 

fulfilling employee expectations and cultivating trust and loyalty (Agarwal and Gupta, 2018). 241 

This supports employees in recognizing their current shortcomings and efficiently addressing 242 

them (Ali et al., 2020; Bashir et al., 2021). Therefore, we propose: 243 

 244 

H1 (a): STP should have a direct positive impact on the T-PCF of employees. 245 

 246 

Moreover, STP not only helps individuals deal with present circumstances, but also prepares 247 

them for future endeavors (Matthews, 2019). Continuous identification of the need for training 248 

and frequent skill enhancement will increase total employee productivity, thereby satisfying the 249 

desire for learning and advancement (Deas and Coetzee, 2020; Piwowar-Sulej, 2021b). 250 

PCT highlights the backgrounding effect of ongoing investments in employee development, 251 

which significantly impacts the relational aspect of the contract. Sustained learning opportunities 252 

communicate a sense of care and commitment from the organisation towards its employees. 253 

Consistently identifying and addressing training needs fosters a supportive and caring work 254 

environment, reinforcing the relational dimension of the PC. This proactive approach to training 255 
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needs identification and skill enhancement is a powerful mechanism for the continuous 256 

fulfillment of the PC, fostering a positive and reciprocal relationship between the organisation 257 

and its employees (Jha et al., 2019; Ali et al., 2020). Therefore, we propose: 258 

 259 

H1 (b): STP should have a direct positive impact on the R-PCF of employees 260 

 261 

SCP plays a crucial role in fostering sustainable growth for businesses and individuals by 262 

fostering creative work environments that encourage employees to develop better solutions and 263 

provide a competitive edge (Allahar, 2018; Ferreira et al., 2020). Organisations that support 264 

these environments, such as those with better management support, have been found to increase 265 

employees' creativity, leading to increased job satisfaction and higher productivity (Zubair et al., 266 

2015; Yee et al., 2014). This, in turn, results in improved problem-solving strategies, rewards, 267 

and satisfaction of expectations, ultimately enhancing organisational performance and giving 268 

organisations a competitive edge and also contributing to the fulfillment of the PC of employees. 269 

The PCT provides a valuable lens to understand the dynamics at play, with SCP significantly 270 

influencing the implicit expectations and obligations between employers and employees. The 271 

provision of psychological empowerment and the freedom for employees to exercise creativity at 272 

work aligns with the principles of the PC (Sangar and Rangnekar, 2014). Thus, reflecting the role 273 

of SCP in affecting the transactional side of contracts, particularly during challenging times, by 274 

granting employees autonomy, which reinforces trust and mutual commitment between 275 

employees and the organisation. Integrating SCP into organisational practices not only sparks 276 

creativity but also contributes to the positive backgrounding effect within the PC (Jaiswal and 277 

Dhar, 2017; Liao and Chen, 2018). Therefore, we propose: 278 
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 279 

H2 (a): SCP will have a direct positive impact on the T-PCF of employees. 280 

 281 

Therefore, the relational aspect of the PC is achieved when employees feel valued and respected 282 

by their employers. When organisations consistently encourage and support employees' creative 283 

endeavors, a positive backgrounding effect is created within the PCT. This positive 284 

reinforcement over extended periods is essential for achieving and maintaining the relational 285 

aspect of the PC (Feng et al., 2018; Noble-Nkrumah et al., 2022).  Therefore, we propose: 286 

 287 

H2 (b): SCP will have a direct positive impact on the R-PCF of employees. 288 

 289 

Effect of OCB 290 

 291 

Employees' OCB are positively impacted by training and development activities in the banking 292 

industry (Jehanzeb, 2021). This development perspective encourages the growth of employee 293 

OCB, which has mediated the relationship between training and employee performance in the 294 

education industry (Kadarningsih et al., 2020). 295 

To effectively manage human resources, STP involves identifying employees at the individual 296 

level, evaluating their talents, and providing adequate training and development opportunities 297 

fostering meaningful employee engagement with their job responsibilities (Piwowar-Sulej, 298 

2021a). These nuanced training methods stimulate helpful behavior among employees, leading to 299 

enhanced workplace governance, cooperative attitudes, and enthusiastic assistance in improving 300 

operational efficiency within the organisation (Pradhan et al., 2020; Mi et al., 2019). 301 
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Consequently, it is hypothesized that self-assured executives who recognize a high level of 302 

sustainable practices may exhibit an optimal degree of citizenship behavior. 303 

 304 

 305 

Therefore, we propose: 306 

 307 

H3 (a): STP will have a direct positive impact on the OCB-I of employees. 308 

 309 

Also, STP, which includes processes like periodically detecting training needs of staff and 310 

establishing various learning methodologies such as face-to-face seminars, courses, and Intranet-311 

based training, serves as a catalyst for shaping employees' perceptions and behaviors. Employees 312 

exposed to such training initiatives may perceive their employers and managers, who oversee 313 

and implement these practices, as agents of the organisation. Consequently, influenced by SET, 314 

individuals may reciprocate the perceived organisational investment in their development by 315 

exhibiting OCB towards the organisation. This could manifest in actions such as actively 316 

participating in organisational initiatives, offering constructive suggestions for improvement, or 317 

volunteering for additional responsibilities. Thus, STP not only enhances employees' skills and 318 

knowledge but also fosters a sense of loyalty and commitment, prompting them to contribute 319 

positively to the organisation's welfare as a form of appreciation for the benefits derived from the 320 

training approaches implemented by the organisation. 321 

 322 

 Therefore, we propose: 323 

 324 
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H3 (b): STP will have a direct positive impact on the OCB-O of employees. 325 

 326 

A study conducted by Obiora and Okpu (2015) in the hospitality industry showed that an 327 

environment that supported creativity led to higher levels of OCB in employees. When managers 328 

and organisations go beyond their roles to support their employees than based on SET, 329 

employees will respond by taking extra care of the organisation, i.e., beyond their role, such as 330 

OCB (Cop et al., 2020). Thus, SCP develops a sense of trust between the employers and 331 

employees as the employees feel that they are being encouraged to take steps or propose their 332 

ideas for situations (Marques, 2016; Liao and Chen, 2018). When managers and employers 333 

develop such an environment employees feel more associated and responsible towards their work 334 

and thus will indulge in reciprocation of trust gained by them by showcasing their care and help 335 

towards other individuals of the organisation (Pitaloka and Sofia, 2014). Therefore, we propose: 336 

 337 

H4 (a): SCP will have a direct positive impact on the OCB-I of employees. 338 

 339 

In addition, the concept of SCP places emphasis on the acknowledgement granted by 340 

organisational leadership to personnel who exhibit creativity and demonstrate proactive 341 

behaviors in response to proposed ideas. This strategic approach is closely connected with the 342 

ideas of SET, where the reciprocal dynamics of acknowledgment and reward play a crucial role. 343 

The intentional acknowledgment by leaders not only acts as a motivating factor that drives 344 

employees towards productive actions for the organisation, but also creates a deep cognitive 345 

connection that leads to the internalization of a stronger sense of responsibility for the overall 346 

success of the entity (Cai et al., 2020). Based on this, we suggest the following hypothesis: 347 
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 348 

H4 (b): SCP will have a direct positive impact on the OCB-O of employees. 349 

. 350 

Mediating role of PCF 351 

 352 

The term "PCF" refers to the concept that one party in a mutually established relationship 353 

between two parties meets the expectations of the other party in a manner consistent with their 354 

expected levels. This expectation fulfillment is a reciprocal process, with both parties striving to 355 

meet each other's expectations to establish a mutually beneficial and enduring relationship, as 356 

posited by SET theory (Conway and Coyle-Shapiro, 2012; Kutaula et al., 2020). The fulfillment 357 

of these implicit expectations leads to an increased sense of trust and perceived support from 358 

management, resulting in improved levels of both employee and organisational performance, as 359 

indicated by recent research (Noble-Nkrumah et al., 2022).  360 

 361 

PCF has mediated diverse relationships between employees' expectations and desired 362 

organisational outcomes, such as between HRM practices, organisational justice, perceived 363 

organisational support, ethical leadership, training, mutual trust, change management such as 364 

change information, work status, organisational career management, integrated communication, 365 

and the outcomes such as increased OCB levels, organisational commitment, job satisfaction, 366 

employee well-being, intention to leave, and sustained organisational performance (e.g., Sobaih 367 

et al., 2019; Deepa and Baral, 2021; Ahmad et al., 2018; Alcover et al., 2021).  368 

 369 
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The present study posits that the implementation of PCF can mediate the relationships between 370 

STP and SCP on one hand, and both in-role (OCB-I) and extra-role (OCB-O) behaviors on the 371 

other. This proposition is based on previous research which suggests that PCF can foster an 372 

unconventional perspective towards the organisation among employees, owing to the autonomy 373 

and reinforcement provided to them (Jaiswal and Dhar, 2017). 374 

 375 

PCF vs STP 376 

 377 

Employees have unique PCs that reflect their values and factors. Organisations must focus on 378 

developing these PCs to foster short-term and long-term contracts. STP can play a significant 379 

role in accelerating this process by providing customized training programs, inhibiting 380 

autonomy, learning curves, career development, and continuous improvement (Susosmith, 2020; 381 

Savarimuthu and Rachael, 2017). Once the PC is fulfilled, employees can participate in extra-382 

role behaviors towards their organisation and individuals (Hussein, 2022; Karatepe et al., 2021). 383 

STP focuses on skill enhancement and skill level understating, developing training programs 384 

accordingly (Martín Gómez et al., 2023). The concept of upskilling, as addressed in the 385 

paragraph, further exemplifies the role of SET. When organisations fulfill employees' 386 

expectations regarding skill development, a sense of mutual benefit is established. In the context 387 

of SET, this fosters a positive social exchange where employees, feeling valued and invested in, 388 

are motivated to reciprocate through altruistic behaviors and courteous actions. 389 

 390 
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By addressing these expectations, organisations can help employees fulfill their short-term 391 

expectations and engage in extra-role behaviors in return to their organisations (Brunetto et al., 392 

2017). Therefore, we propose: 393 

 394 

H5 (a): T-PCF will positively mediate the relationship between STP and OCB-I of employees. 395 

 396 

The evaluation of individual training needs and the execution of upskilling programs by an 397 

organisation demonstrate not only a deep attention to the comprehensive development of its 398 

employees but also instigate a mutually beneficial relationship consistent with SET. By 399 

upholding the SET principles, the organisation creates a foundation for reciprocal advantage by 400 

fulfilling its responsibilities to improve the skills and knowledge of its employees. Consequently, 401 

this acts as a highly effective encouragement, stimulating staff members to respond with 402 

increased levels of involvement and valuable contributions towards the goals of the organisation 403 

(Latorre et al., 2015). Hence, we posit the following hypothesis: 404 

 405 

H5 (b): T-PCF will positively mediate the relationship between STP and OCB-O of employees. 406 

 407 

The implementation of a STP can facilitate the acquisition of both soft and hard skills, leading to 408 

personal and professional development that meets the employees' expectations for growth 409 

(Ahmad et al., 2018). The guidance provided by mentors, managers, and team leads can foster 410 

strong relationships between the involved parties, promoting employee engagement and 411 

incentivizing the reciprocation of the benefits gained through the STP’s with subordinates and 412 

peers, thus reinforcing the employees' commitment to fulfilling their side of the bargain.  413 
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According to the tenets of SET, by fostering a network of exchange, the organisation and its 414 

employees not only strengthen their relationship, but also initiate a positive feedback cycle in 415 

which adherence to the PC stipulations becomes an intrinsic aspect of the corporate culture. 416 

Therefore, we propose: 417 

 418 

H5(c): R-PCF will positively mediate the relationship between STP and OCB-I of employees. 419 

 420 

Creating a work environment that offers training and development opportunities can instill a 421 

sense of belonging in employees, meeting their expectations and fostering long-term 422 

relationships with the organisation (Ahmad et al., 2018).  423 

 424 

The potential for such initiatives to elicit a reciprocal reaction from employees exists, compelling 425 

them to demonstrate an increased level of dedication to the organisation. Consistent with the 426 

principles of SET, the organisation strategically endeavors to cultivate a supportive atmosphere 427 

that inspires employees with a sense of duty. Consequently, this responsibility motivates 428 

individuals to take an active role, advocating for and progressing the organisation's overarching 429 

goals and objectives as a demonstration of their mutual dedication. 430 

 431 

Consequently, we propose: 432 

 433 

H5 (d): R-PCF will positively mediate the relationship between STP and OCB-O of employees. 434 

  435 

PCF vs SCP 436 
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 437 

Firms today encourage inventive, creative, and innovative work behavior due to the 438 

unpredictable environment (Noble-Nkrumah et al., 2022). SCP aims to enhance creativity and 439 

problem-solving skills in employees, fostering an environment where they are encouraged to 440 

bring new ideas and receive recognition and compensation. This work behavior contributes to 441 

employee empowerment and motivates them to go above and beyond their duties (Mitchell and 442 

Walinga, 2017; Rahi, 2021). By strategically motivating and judiciously rewarding employees 443 

for their work attitudes, employers foster an environment that is conducive to the development of 444 

OCBs and engage in an advanced level of social exchange. The intentional allocation of 445 

resources towards the welfare of employees, as stated by Amabile and Pratt (2016), functions as 446 

a bi-directional according to the principles of SET. Through the provision of such opportunities 447 

and interventions, the organisation not only fosters a culture of employee engagement and 448 

empowerment, but also fortifies long-lasting interpersonal connections. This advanced 449 

methodology not only generates immediate advantages but also lays the groundwork for 450 

enduring dedication and reciprocal behaviors, in accordance with the tenets of SET over an 451 

extended period of time. Therefore, we propose: 452 

 453 

H6 (a): T-PCF will positively mediate the relationship between SCP and OCB-I of employees. 454 

. 455 

Employees possess the anticipation of exercising independence and authority within their 456 

professional spheres. When individuals are empowered to make decisions and take proactive 457 

measures to address immediate challenges, a complex dynamic emerges that is influenced by 458 

SET. Autonomy delegation functions as a mechanism for mutual benefit exchange within the 459 



21 
 

context of the psychological employment partnership. When employees perceive this 460 

empowerment, they subsequently develop a sense of obligation towards the organisation, as 461 

stated by SET. By virtue of being granted autonomy, this sense of reciprocal commitment is 462 

fostered, which in turn creates a profound bond in which employees perceive themselves as 463 

having an obligation to dedicate their loyalty and discretionary effort to the 464 

organisation.(Amabile and Pratt, 2016; Ahmad et al., 2018).  Therefore, we propose: 465 

 466 

H6 (b): T-PCF will positively mediate the relationship between SCP and OCB-O of employees. 467 

 468 

By demonstrating trust and offering substantial support to their staff, employers demonstrate 469 

their dedication to fulfilling the mutual obligations outlined in the PC. By establishing an 470 

environment that promotes creative expression and conducts business with integrity, employers 471 

inspire employees to participate in activities beyond their designated responsibilities and 472 

cultivate a sense of reciprocity within the organisation. This form of involvement surpasses the 473 

limitations of individual involvement, exerting a constructive influence and effecting change on 474 

other constituents of the institution. The complex interaction among trust, reciprocity, and 475 

innovative motivation reflects the fundamental principles of SET. According to this theory, an 476 

organisation's investment generates a reciprocal dedication from its members, motivating them to 477 

surpass their designated responsibilities in service of the organisation as a whole (Feng et al., 478 

2018). Therefore, we propose: 479 

 480 

H6 (c): R-PCF will positively mediate the relationship between SCP and OCB-I of employees. 481 

 482 
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The systematic implementation of SCP within an organisation establishes a cognitive contract 483 

between the employee and the organisation. The cognitive contract, which is grounded in the 484 

tenets of SET, functions as a psychological comprehension that motivates employees to engage 485 

in activities that not only promote personal development but also yield substantial benefits for 486 

the organisation as a whole. Based on the principles of SET, consciously adopting SCP cultivates 487 

a mutually beneficial association in which employees are motivated to engage in actions that 488 

improve the organisational milieu in return for the organisation's dedication to fostering 489 

creativity (Phuang and Takahashi, 2020). Therefore, we propose: 490 

 491 

H6 (d): R-PCF will positively mediate the relationship between SCP and OCB-O of employees. 492 

 493 

Methodology 494 

Participants and Procedure 495 

 496 

This survey was done with a sample of 326 Indian service industry white-collar employees. The 497 

sample size has been calculated according to Kline’s sample size calculator, wherein he suggests 498 

for a 20:1 sample size to parameter ratio making it suitable for ML estimation in SEM. Secondly, 499 

the dataset was collected in COVID times. Average participant age was 32.18. Men made up 500 

69.6% of the population, while females made up 30.4%. Google forms were used to gather data 501 

for the training, creativity, PCF, and OCB variables in this study. The analysis needed 502 

fundamental understanding of Statistical Package for the Social Sciences (SPSS), AMOS, 503 

Microsoft Excel, Python, and Google Collab. The data set was collected in.xlsx file. The 504 

information was collected in India from a cross-industry sample. When analyzing the sample, the 505 
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environmental variable was maintained as the baseline constant. Given that the dataset was 506 

gathered during the COVID-19 pandemic, the stress, dynamism, and volatility of the 507 

environment remained consistent across all service-based industries.   508 

The main objective of this study was to provide an examination of the model proposed in the 509 

experimental design. By utilizing a smaller dataset and employing learning techniques we aimed 510 

to analyze individual behavior in comparison to larger datasets (Nagaraja and Revathi, 2023). 511 

The advantage of using smaller datasets is that they enable us to identify correlated variables that 512 

can offer essential context for understanding the relationship between two variables. These two 513 

approaches together contribute to making the study more conclusive. Additionally, the random 514 

forest regression technique can effectively manage noise, outliers, and interactions between 515 

variables, it is very useful for finding individual behavior in small datasets. By creating several 516 

decision trees and averaging their results, it may produce reliable forecasts even with sparse data. 517 

This enhances the model's accuracy and generalizability while reducing overfitting, which makes 518 

it a good fit for small dataset analysis. 519 

 520 

Experimental design 521 

 522 

The current study uses the following steps: 523 

1. First, the data is collected and is being prepared for SPSS for analysis. 524 

2. In the next step, a variety of statistical techniques, including reliability analysis, 525 

correlation analysis, regression analysis is conducted on the complete data set. 526 

3. Then, to test the theoretical model, path analysis and structural equation modeling (SEM) 527 

is conducted to help define the links between the variables. 528 
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4. In the next step, using AMOS, Mediation (PROCESS HAYES-Model 4) is performed on 529 

the dataset, to specifically understand the role of PCF variable. 530 

5. Lastly, as Mediation and Structural Equation Modeling (SEM) approaches focus on 531 

discovering broad or general links, they may miss smaller and more complex 532 

relationships within the model. In order to overcome this, the RFRSL approach was 533 

utilized to emphasize these relationships. 534 

 535 

Measures 536 

 537 

Independent variables: The study measured organisation’s STP used scale from  538 

Barrena-Martinez et al. (2019). It is a 4-item scale. Items were rated on 5-point Likert scale 539 

ranging from 1 (never) to 5 (always). Another dependent variable, i.e., SCP was measured 540 

Amabile and Gryskiewicz (1989). It is a 5-item scale formulated from a combination of two sub-541 

dimensions, i.e., "Recognition" and "Creativity supports" from the scale. Items were rated on a 5-542 

point Likert scale ranging from 1 (never) to 5 (always). A five-point scale was used rather than 543 

seven-point scale for two reasons. Firstly, it makes it easier to compare our findings with other 544 

studies. Secondly, using a small scale can help improve the response rate and quality of the 545 

answers while reducing any frustration or confusion, for the respondents (Marton-Williams, 546 

1986). 547 

 548 

Mediating variable: The PCF scale, adopted from Liu et al. (2020), is an 8-item Likert scale with 549 

sub-dimensions T-PCF and R-PCF, ranging from 1(very dissatisfied) to 5(very satisfied). 550 

 551 
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Dependent variable: Henderson et al. (2020) developed the OCB scale, a 6-item Likert scale 552 

rated on a 5-point Likert scale from 1 (never) to 5 (always), examining organisational and 553 

individual characteristics. 554 

 555 

Statistical analysis 556 

 557 

Path analysis and Covariance based-Structural Equation Modeling (CB-SEM):  558 

 559 

 560 

Path analysis is a technique that extends the regression model. Its purpose is to evaluate how the 561 

correlation matrix aligns, with causal models that are being compared by the researcher (Garson, 562 

2008). Typically, these models are represented using a diagram with circles and arrows where 563 

headed arrows indicate causation. Similar to regression path analysis relies on assumptions. It is 564 

especially sensitive, to how the model's specified because omitting causal variables or adding 565 

unnecessary variables can greatly impact the path coefficients. These coefficients are used to 566 

assess the significance of direct and indirect paths leading to the dependent variable. On the other 567 

hand, by enabling individuals to investigate the relationships between latent variables—that is, 568 

unknown but conjectured variables—SEM both integrates CFA and expands path analysis. Two 569 

or more measurable variables are connected to every latent variable (Streiner, 2004). 570 

Consequently, every latent variable function as a mini-CFA unto itself, evaluating the small 571 

hypothesis that the variables under observation are, in fact, the quantifiable expressions of the 572 

latent one. The fact that SEM can account for the correlations between the measured variables—573 

which serve as a measure of their reliability—provides an additional advantage. As a result, 574 
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measurement error-free relationships between the latent variables are reflected in their real 575 

correlations. 576 

 577 

Mediation (PROCESS HAYES 4): 578 

 579 

Hayes (2012) states that a mediation model explains the manner in which one or more possible 580 

intervening factors, or mediators (M), influence a dependent variable (Y) in relation to an 581 

independent variable (X). A lot of the analytical issues behavioral scientists interested in doing a 582 

mediation, moderation, or conditional process analysis commonly face are covered by 583 

PROCESS, a freely accessible computational tool for SAS and SPSS. With the X, M, and Y 584 

variables defined as per the instruction, SPSS is instructed to estimate an unmoderated mediation 585 

model using the model = 4 specification (Hayes, 2013). A bootstrap confidence interval for the 586 

indirect effect using 5,000 bootstrap samples is requested by the specification boot = 5000 (1,000 587 

is the default for models with indirect effects). For indirect effects, PROCESS automatically 588 

produces bias-corrected confidence intervals (Efron, 1987; Efron and Tibshirani, 1995). The 589 

percent option can be used to get confidence intervals based on percentiles. Multiple mediators 590 

between X and Y running in parallel are permitted under ordinary (i.e., non-bootstrapping) 591 

PROCESS model 4. 592 

 593 

RFRSL technique: 594 

In "Random Forest Regression," several decision trees are used to predict continuous outcomes 595 

in a regression-style manner. In order to minimize overfitting and increase forecast accuracy, 596 
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each decision tree is trained on a different subset of the data. The final prediction is then derived 597 

by averaging the predictions of each individual tree. 598 

"Random Forest Regression" is an exploratory technique that can reveal complicated links in the 599 

data. First, in order to evaluate the stability of the outcomes derived from the random forest 600 

analysis, robustness checks were carried out. To make sure our model applies well to fresh data, 601 

we have also cross-validated it. In order to provide context and guarantee that the results are not 602 

merely the result of chance or endogeneity, we have addressed the theoretical foundations of the 603 

correlations found by the random forest analysis. 604 

For regression problems, a machine learning approach called Random Forest Regression is 605 

employed. It is an ensemble approach that predicts using several decision trees (Tzenios, 2020). 606 

Each tree in Random Forest has a random subset of characteristics chosen for it, and each node 607 

in the tree is split using the best split feature from that subset. This enhances the model's overall 608 

performance by producing a diversified range of trees that are not significantly connected with 609 

one another (Genuer and Poggi, 2020). The ability of Random Forest Regression to handle high-610 

dimensional data and a large number of characteristics without overfitting the model is one of its 611 

main advantages. In order to comprehend the relative significance of every feature in the dataset, 612 

it additionally offers a feature importance measure. It can also handle both numerical and 613 

categorical data, and be applied to both regression and classification problems. 614 

 615 

Results 616 

 617 

Reliability Analysis 618 

 619 
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The reliability analysis of the overall scale developed for the model is 0.931. Individual scales 620 

were tested for reliability. Cronbach’s 𝝰 coefficient for STP is 0.834, for SCP came out to be 621 

0.919, again T-PCF was 0.926, R-PCF was 0.915, OCB-I was 0.743, and lastly, OCB-O was 622 

0.843. The internal consistency of all the variables was more than 0.7, indicating good reliability 623 

(Gliem and Gliem, 2003). 624 

-----------------------------------------------Table 1---------------------------------------------------------- 625 

 626 

Correlation Analysis 627 

 628 

Correlation analysis defines the relationship between two variables (Goodwin and Leech, 2006). 629 

The results of the correlation analysis are represented in table 2. All the relations between the 630 

variables came out to be correlated. Then, the reliability and validity of the model were tested by 631 

conducting path analysis and SEM in the next phase. 632 

---------------------------------------------------Table 2--------------------------------------------------------- 633 

 634 

Path Analysis and SEM 635 

 636 

The proposed model was established based on theoretical understanding and tested using 637 

structural equation modeling (SEM) using AMOS 23.0. SEM is a robust multivariate statistical 638 

tool that helps unravel complex relationships between constructs. The study used the maximum 639 

likelihood approach, which is a factor-based approach. SEM analysis involved path analysis and 640 

confirmatory factor analysis (Asosega et al., 2022). The goodness of fit indices was acceptable 641 

and excellent, with CMIN/DF equaling 2.2, CFI 0.95, RMSEA 0.06, and PClose 0.07 are 642 
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explained in table 3. The model's validity and reliability were confirmed through path analysis 643 

and SEM (Figure 2). 644 

 645 

-------------------------------------------------------Table 3----------------------------------------------------- 646 

-------------------------------------------------------Figure 2---------------------------------------------------- 647 

 648 

Summary of mediating effects 649 

 650 

In complex behavioral and psychological constructs, different variables have different roles. 651 

Those variables are antecedents, consequences, mediators, moderators. Mediators affect the 652 

relationship between two variables (an antecedent and a consequence) (MacKinnon et al., 2007). 653 

In the following section, the study determines how PCF mediates the relationship between STP, 654 

SCP and OCB. The study has segmented the role of PCF into two, i.e., transactional, and 655 

relational. To determine the mediating role of T-PCF and R-PCF between STP, SCP, and OCB-I, 656 

OCB-O, Hayes process 4.0 was conducted in SPSS 25.0. Table 4 depicts the summary of 657 

mediating effects and the loadings of the model. The table could be evaluated as, for the case of 658 

T-PCF mediating between STP and OCB-I:  The direct effect of STP on OCB-I came out to be 659 

insignificant (𝛃=0.1390, p>0.01). The direct effect of STP on T-PCF was significant (𝛃=0.4441, 660 

p<0.01). The total effect is 0.1390+0.0933= 0.2323. For mediation to be significant, the 661 

bootstrapped CI values (BootLLCI=1.1555, BootULCI=2.0102) should not include zero. The 662 

direct effect of STP on OCB-I was insignificant, but the indirect effect (with T-PCF) was 663 

significant, which means that this is a case of full mediation. Further in case of partial mediation, 664 
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both direct and indirect effect are significant and in case of no mediation, direct effect is 665 

significant. Table 5 shows the combined results of hypotheses. 666 

-------------------------------------------------Table 4-------------------------------------------------------- 667 

-------------------------------------------------Table 5-------------------------------------------------------- 668 

 669 

Limitations of SEM and Mediation model: 670 

 671 

SEM evaluates the model holistically, ignoring the significance of the individual connections. 672 

The fact that the link is tested using the researcher's presumptions and knowledge is one of the 673 

important problems (Raman and Pramod, 2021). The method finds it harder to understand when 674 

faced with more complicated content. The fact that PROCESS can only be used to analyze 675 

dependent variables (Y) that are appropriately modeled using logistic regression or OLS, i.e., 676 

continuous (or roughly so) or binary outcomes, is perhaps its most evident constraint. It does not 677 

include any approaches for modeling multicategorical outcomes or categorical mediators 678 

correctly (Hayes, 2012). 679 

 680 

RFRSL Technique 681 

 682 

Compared to the conventional technique, which overlooked the important roles played by the 683 

variables because it was unable to understand the complexity of the data, the prediction 684 

technique paints a clearer picture (Wang and Zhang, 2020). RFRSL is a prediction algorithm. It 685 

is a collection of classifiers that have outperformed all the other classifiers. The functionality of 686 

the forest technique is that it collects the output of all the decision trees and then yields the best 687 
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result. This technique increases the predictive power and makes the model faster (Tarsha et al., 688 

2021).  689 

 690 

In this section, the study discusses the RF technique that segments the data into two segments, 691 

50% for “training” and 50% for “testing” the data. Figure 3 contains the actual and predicted 692 

data with a high level of accuracy. A random forest regressor was used instead of another 693 

regressor as it can understand the hidden relationships despite the complexity of the data 694 

(Hammou, 2019). The resultants T-PCF, R-PCF, OCB-I, and OCB-O yielded predictive models 695 

with the accuracy of 98%, 98%, 98% and 96% respectively, where every data item was taken as 696 

input. 697 

 698 

Results are depicted with accuracy (R^2 value) in table 6. Each "Y" shows how they are the 699 

results of the combination of different "X." The results show what variables (along with 700 

demographic variables) affect the results of T-PCF, R-PCF, OCB-I, and OCB-O. The developed 701 

predictive models can anticipate the determinants with the provided data set. 702 

---------------------------------------------------Figure 3------------------------------------------------------- 703 

---------------------------------------------------Table 6-------------------------------------------------------- 704 

 705 

Discussion 706 

The results are consistent with ongoing research on STP and SCP that emphasises the importance 707 

of aligning training programs and fostering a sustainable creative environment with employee 708 

development and organisational goals. Firstly, the incorporation of feedback mechanisms within 709 

training programs emerges as pivotal not only for enhancing employee motivation but also for 710 
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facilitating progress tracking. This aligns with SET, as employees reciprocate organisational 711 

efforts to provide them with constructive feedback by actively engaging in learning and 712 

development initiatives (Gupta et al., 2023). Additionally, the emphasis on promoting diversity 713 

and inclusion in training initiatives resonates with SET, as employees reciprocate the 714 

organisation's commitment to creating inclusive environments by demonstrating increased 715 

engagement and creativity (Dagar et al., 2022; Kraak and Griep, 2022; Susomrith, 2020). 716 

Furthermore, the emphasis on workspace design and its role in fostering creativity underscores 717 

the importance of organizational investment in conducive work environments (Loewenberger, 718 

2013). 719 

The current study strengthens the understanding that employees actively engage in OCB when 720 

PCF mediates STP and SCP, demonstrating a robust relationship between them through the 721 

concept of SET. According to SET and PCT, employees reciprocate such investments by 722 

engaging in OCB through sustained commitment and innovative contributions. The PCT posits 723 

that T-PCF fosters a sense of obligation and trust, boosting employee satisfaction. It also 724 

emphasises the importance of fair treatment and equity in maintaining a positive psychological 725 

contract. It also suggests that R-PCF fosters deeper emotional bonds and long-term commitment 726 

to the organisation, fostering a sense of belonging and mutual respect. Also, encouraging creative 727 

work through praise and rewards is in line with SET principles, since employees respond to 728 

praise for their creative work by continuing to be innovative and dedicated, as Luu (2023) and 729 

Song et al. (2019) both point out. Cross-disciplinary collaboration emerges as another key driver 730 

of sustainable creativity, breaking down silos and fostering diverse perspectives. This 731 

collaborative ethos resonates with SET, where employees reciprocate organizational efforts to 732 

encourage collaboration by contributing diverse ideas and perspectives. Finally, the emphasis on 733 
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training programs aimed at enhancing creative thinking skills and fostering a cultural 734 

environment that supports risk-taking and experimentation highlights the interconnectedness of 735 

sustainable initiatives. In summary, the reviewed findings not only contribute to advancing our 736 

understanding of sustainable learning and creativity within organisations, but they also offer 737 

insights into the reciprocal relationship between organisational investments in these areas and 738 

employees' willingness to contribute positively, thus enriching our understanding of 739 

organisational effectiveness and success in light of SET principles. 740 

  741 

Furthermore, STP and SCP, when mediated by PCF, positively impacted OCB within the 742 

framework of the SET and PCT, creating a mutually beneficial relationship to both the employee 743 

and employer sides. Suggesting a strong dedication to sustainability can improve employees' 744 

sense of purpose and identification with the organisation, resulting in a greater willingness to 745 

voluntarily contribute to the organisation's objectives. According to SET and PCT, the clear 746 

connection between effort and reward motivates employees to engage in positive reciprocal 747 

activities. T-PCF helps manage and align employee expectations with organisational 748 

deliverables, reducing frustration and enhancing positive relationships. PCT adds to the 749 

emotional attachment of employees to the organisation, which is bolstered by the R-PCF, which 750 

in turn encourages them to exhibit helpful behaviours. Organisations benefit from increased 751 

OCB, while employees feel valued and supported, fostering a positive work environment. This 752 

synthesis aligns with the core principles of SET, which emphasise the interdependence of social 753 

exchanges in shaping organisational dynamics and employee behaviours. 754 

This study highlights the significant mediating role of PCF in the relationship between STP and 755 

OCB towards both the organisation and the individual. STP does not directly impact employees' 756 
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OCB, but when mediated by PCF, it has a significant positive effect. Thus, showcasing that 757 

employee training programs that fulfill both the transactional and relational PCs of employees 758 

have a positive impact on their OCB. Employees who undergo STP become aware and perceive 759 

that their organisation has invested in their development, resulting in enhanced relationships with 760 

the organisation and their peers. This is consistent with prior research on sustainable practices, 761 

which emphasises reciprocity and employee-centric training programs, thus enhancing their 762 

psychological wellbeing (Dagar et al., 2022; Kraak and Griep, 2022; Xerri et al., 2022; 763 

Susomrith, 2020). 764 

  765 

SCP and OCB were mediated by T-PCF and R-PCF and had a significant positive impact. T-PCF 766 

leads employees to turn to their colleagues for support, as they feel that helping others is a way 767 

to reciprocate their organisation's investment in their creativity and decision-making abilities. 768 

This sense of obligation, reward, and autonomy for being creative motivates them to encourage 769 

others to behave in the same way (Jaiswal and Dhar, 2017; Griep et al., 2017). R-PCF mediates 770 

the relationship between SCP and OCB towards the organization, motivating them to engage in 771 

activities that demonstrate their commitment to the organisation. The study underscores the 772 

significance of cultivating a work environment that nurtures individual creativity, serving as an 773 

organization's SCP and aiding in upholding employees' long-term commitments. In addition, the 774 

focus on creating a conducive work environment for individual creativity is crucial in fostering 775 

an organisational context that values innovation. SCP, which encourages idea generation, 776 

experimentation, and innovation, contributes to this environment. Organisations investing in 777 

these practices represent a "give" in the social exchange relationship, as employees are more 778 

likely to reciprocate positive actions with positive behaviours, such as increased creativity and 779 
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OCB. Employees who appreciate the organisation's commitment to sustaining creativity are 780 

more likely to engage in discretionary behaviours beyond their formal roles, contributing to the 781 

overall success of the organisation. SCP also fulfill employees' psychological contracts, as they 782 

perceive this investment as a commitment to their professional growth and well-being. This 783 

fulfillment enhances the social exchange dynamic and motivates employees to contribute to the 784 

organisation through OCB, such as helping colleagues, contributing to team projects, or 785 

suggesting improvements in processes. Therefore, a supportive and creative work environment is 786 

crucial in promoting both types of employee citizenship behaviours. Creating an environment 787 

that nurtures employee development and creativity helps establish a long-term relationship with 788 

employees, providing them with psychological safety, comfort, and care. 789 

  790 

The pathways of digitalization and sustainable practices intersect in addressing the issue of 791 

ensuring a sustained supply of skilled workers in the industry (Nayal et al., 2021). The research 792 

methodologies employed in this study yielded consistent findings that highlight the importance 793 

of sustainable training and creative practices in positively influencing both the psychological and 794 

citizenship processes of employees. We applied path analysis, SEM, and mediation techniques to 795 

provide a comprehensive development of citizenship processes, while the RFRSL method 796 

offered valuable insights into the precise combination of components needed to understand 797 

psychological and citizenship behaviours. 798 

  799 

The study uses machine learning techniques to overcome the limitations of traditional statistical 800 

analyses such as SEM, as well as artificial intelligence and machine learning to help 801 

organizations transition to a digitalized era. These tools enable organizations to analyse the 802 
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demands of existing employees, providing insights into the essentials needed to attract new 803 

employees. This approach helps organisations stay ahead of data-driven trends and make 804 

informed decisions about employee recruitment, attraction, cost reduction, and more (Gulliford 805 

and Dixon, 2019; Ben-Gal, 2019; Gupta et al., 2024). The study also investigates the impact of 806 

gender on the T-PCF construct, showcasing the potential of these analytical tools for improved 807 

strategies and well-informed human resources decisions. Studies by Birtch et al. (2016) have 808 

highlighted the crucial importance of understanding how men and women perceive pay 809 

differently. Various industry types, such as public and private, shape an employee's 810 

psychological perception of their work environment. Demographic factors, such as age, gender, 811 

and industry types, can help classify and analyse employee behaviour within an organisation. 812 

The study emphasises the importance of various components that aid in employee retention, such 813 

as treatment, work environment, and professional growth. Organisations must recognise the 814 

significance of intangible components in ensuring employee sustainability, which can provide a 815 

competitive edge in attracting and retaining employees (Surpur et al., 2022; Gamage and 816 

Wickramaratne, 2022). By retaining employees, organisations can save on the costs of rehiring 817 

and those incurred due to the non-availability of trained individuals in projects. 818 

 819 

Conclusion 820 

 821 

Research has suggested that employees are more likely to display commitment to their 822 

organisation when managers engage in sustainable activities such as performance reviews, 823 

identifying training needs, and sharing knowledge (Wu and Chen, 2015; Harrington and Lee, 824 

2015). Furthermore, short-term creative support or assignments tend to elicit employee help 825 
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towards their colleagues or individuals, while long-term support for a creative work environment 826 

encourages employees to act in ways that are beneficial for the organisation, thereby improving 827 

its overall performance. These findings have significant implications for managers seeking to 828 

cultivate a productive and committed workforce. 829 

 830 

Theoretical implications 831 

 832 

An integrated perspective, based on the SET, can enhance the ongoing discussion on sustainable 833 

HRM and OCB. This synthesis explores the interdependent connection between sustainable 834 

practices, specifically STP and SCP, and employees' engagement in OCB, with a particular 835 

emphasis on the mediating influence of PCF (Olya et al., 2021). SET draws upon sustainable 836 

practices, considering them as valuable resources that are exchanged between the organisation 837 

and its employees. Sustainable HRM initiatives, particularly in training and creativity, are 838 

viewed by the organization as investments that stimulate a positive social exchange dynamic. 839 

Based on the principles of SET, individuals respond to positive actions by reciprocating with 840 

positive behaviours. Given this situation, it is probable that employees who recognise the 841 

importance of sustainable practices will participate in OCB as a means of reciprocation. 842 

  843 

The mediating mechanism of PCF is crucial in comprehending the impact of sustainable 844 

practices on social exchange relationships. The PC, which refers to implicit expectations between 845 

employees and the organisation, is satisfied when sustainable practices are in accordance with 846 

these expectations. This sense of fulfillment further enhances the social exchange relationship, as 847 

employees experience a feeling of reciprocity and dedication to exceed their formal 848 
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responsibilities within the organisation. This integration makes a substantial contribution to the 849 

current knowledge base in multiple ways (Baruch and Rousseau, 2019). It enhances the 850 

comprehension of social exchange dynamics, offering a context-specific perspective for the 851 

implementation of SET in current organisational difficulties. The relationship between 852 

sustainable HRM and OCB, which is influenced by PCF, enhances the understanding of SET 853 

literature by explaining the internal mechanisms through which sustainable practices impact 854 

employee behavior. The comprehensive approach to Sustainable HRM, which includes training 855 

and creativity practices, acknowledges the complex nature of sustainable initiatives and their 856 

influence on different aspects of employee behaviour (De Prins, 2011). 857 

 858 

Managerial implications 859 

 860 

Any organization adopting a change must ensure it will foster growth and enhance their overall 861 

performance, efficiency, efficacy, and sustainability (Chams and Gracia-Blandon, 2019). Over 862 

the past three decades, studies have been dedicated to identifying measures that can help in 863 

achieving long-term goals by implementing a more "human" approach (De Waal, 2020). And, a 864 

more “human” approach doesn't necessarily mean that any actor, i.e., the employee or the 865 

organisation, needs to compromise at any level, it is about reaching towards a common path to 866 

achieve goals that are cohesively beneficial. In order to achieve this, the role of the intermediary, 867 

i.e., the manager, needs to be creative in selecting the approach because the major challenge is to 868 

strike a balance between the employee and the organisation. Therefore, the more the manager 869 

understands what motivates and encourages employees to contribute to the organization, the 870 

more they can approach achieving balance. 871 



39 
 

  872 

From an employee perspective, offering STP and SCP demonstrates that an organisation is not 873 

solely concerned with employee performance but also values the individual contributions that 874 

each employee brings. Such practices enable employees to enhance their competitive advantage 875 

in their current organisation or in any other organisation, while also feeling motivated and valued 876 

when they feel that the organisation is actively taking care of their future. On the other hand, 877 

from an organisational perspective, incorporating sustainable practices into the work 878 

environment can reduce costs at multiple levels, including recruitment, rehiring, and losses 879 

incurred due to employee attrition (Gamage and Wickramaratne, 2022). Furthermore, when 880 

employees feel secure in their work environment, they are more likely to perform additional 881 

work without prompting and with full motivation. When both parties perceive the adoption of 882 

STP and SCP as a mutually beneficial situation, it leads to a sustainable organisation with a 883 

healthy, motivating, and supportive work environment that provides a competitive edge to all 884 

stakeholders. Overall, the incorporation of sustainable practices into an organisation's talent and 885 

career management strategies can foster an environment that values and invests in employees, 886 

resulting in increased employee motivation, reduced turnover, and improved organisational 887 

outcomes (Huseynova, 2022). 888 

  889 

Furthermore, the practical implications of this comprehensive viewpoint provide practical 890 

approaches for organizations seeking to improve OCB through sustainable HRM initiatives. By 891 

integrating sustainable practices that meet employees' expectations and fulfill their PC, 892 

organisations can promote a more sustainable and engaged workforce, thereby fostering a 893 

positive social exchange dynamic. Essentially, this comprehensive viewpoint not only enhances 894 
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the theoretical depth of SET but also offers a practical structure for organisations aiming to 895 

navigate the convergence of sustainable practices, social exchange dynamics, and employee 896 

behaviours in the changing landscape of modern workplaces. 897 

 898 

Societal implications 899 

 900 

In contemporary times, all establishments strive to achieve sustainability, and in the process, they 901 

endeavor to integrate the United Nations Sustainable Development Goal 8 (The 17 goals, 2022), 902 

which aims to facilitate sustainable economic growth through the promotion of dignified 903 

employment opportunities. Therefore, if an entity incorporates strategies to foster decent work 904 

conditions based on the principles of sustainability, it can contribute to a better future, enhanced 905 

mental health and overall well-being, create a more contented society, and ultimately engender 906 

sustainable economic growth (Cop et al., 2020). 907 

 908 

Limitations and Future scope  909 

 910 

There are certain limitations and potential avenues for future research that should be noted with 911 

respect to this study. Firstly, the study was restricted to the Indian context, and in the future, the 912 

framework could be applied in different cultural contexts to gauge its relevance and applicability. 913 

Secondly, while the study focused on the relationship between training and creativity, further 914 

empirical investigations could incorporate other sustainable HRM practices, such as those 915 

pertaining to sociological and psychological perspectives, including justice, equality, work-life 916 

balance, and compensation (De Prins, 2011). Additionally, it would be beneficial to explore the 917 
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same variables from an employer's perspective, thereby highlighting potential implementation 918 

and understanding gaps. Thirdly, it would be insightful to examine the study through the lens of 919 

various sustainable theories, such as the top management perspective, resource-based view, ROC 920 

model, among others (Järlström et al., 2018; De Prins, 2011; De Prins, 2014). Lastly, it would be 921 

valuable to test the mediating effects of PCT with other variables of the employee-employer 922 

relationship, such as perceived organisational support, mutual trust, and role, and to examine the 923 

role of Relational-Leader Member Exchange in achieving sustainable HRM goals (Lee, 2020; 924 

Kim et al., 2018). 925 

 926 

 927 

 928 

 929 

 930 

 931 

 932 

 933 

 934 

 935 

 936 

 937 

 938 

 939 

 940 

 941 
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Figure 2: Path Analysis and Structural Model 1502 
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Figure 3: Actual Vs. Predicted data 1509 
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Tables 1514 

 1515 

Variables Items Cronbach alpha 

STP 4 0.834 

SCP 5 0.919 

T-PCF 4 0.926 

R-PCF 4 0.915 

OCB-I 3 0.743 

OCB-O 3 0.843 

 1516 

Table 1: Reliability Analysis 1517 

 1518 

 1519 

 1520 

 1521 

 1522 

 1523 

 1524 

 1525 

 1526 

 1527 

 1528 

 1529 

 1530 

 1531 

 1532 

 1533 

 STP SCP T-PCF R-PCF OCB-I OCB-O 

STP 1           

SCP 0.551** 1         

T-PCF 0.396** 0.555** 1       

R-PCF 0.438** 0.607** 0.750** 1     

OCB-I 0.240** 0.338** 0.301** 0.272** 1   

OCB-O 0.230** 0.314** 0.245** 0.288** 0.474** 1 

Note: **P<0.001, indicating a significant level 1534 

Table 2: Pearson correlation matrix of each variable 1535 
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 1536 

 1537 

 1538 

 1539 

 1540 

 1541 

 1542 

 1543 

 1544 

 1545 

 1546 

 1547 

 1548 

 1549 

 1550 

 1551 

Measure Estimate Threshold Interpretation 

CMIN 467.898 -- -- 

DF 211 -- -- 

CMIN/DF 2.2 Between 1 and 3 Excellent 

CFI 0.95 >0.95 Acceptable 

RMSEA 0.06 <0.06 Acceptable 

PClose 0.07 >0.05 Excellent 

 1552 

Table 3: Model fit 1553 

 1554 

 1555 

 1556 

 1557 

 1558 

 1559 

 1560 

 1561 

 1562 

 1563 

 1564 

 1565 

 1566 



71 
 

 1567 

 1568 

 1569 

Mediatin
g 
variable 

Indepen
dent 
Variable 

Depende
nt 
Variable 

Direct 
Effect (β) 
(p<0.01) 

Indirect 
Effect 
(β) 
(p<0.01) 

Total 
Effect 

BootL
LCI 

BootUL
CI 

Mediati
on  

T-PCF STP OCB-I 0.1390 0.4441* 0.2323 1.1555 2.0102 Full 
T-PCF STP OCB-O 0.1439* 0.3957* 0.2098 0.0193 0.1204 Partial 
R-PCF STP OCB-I 0.1447 0.4382* 0.2323 0.0351 0.1434 Full 
R-PCF STP OCB-O 0.1173 0.4686* 0.2098 0.0333 0.1678 Full 
T-PCF SCP OCB-I 0.2263* 0.5874* 0.3089 0.0240 0.1477 Partial 
T-PCF SCP OCB-O 0.2214* 0.5874 0.2703 -

0.0108 
0.1138 No 

R-PCF SCP OCB-I 0.2503* 0.6130 0.2503 -
0.0084 

0.1318 No 

R-PCF SCP OCB-O 0.1899 0.6130* 0.2703 0.0034 0.1688 Full 
 1570 

Table 4: Summary of Mediating Effects 1571 

 1572 

 1573 

 1574 

 1575 

 1576 

 1577 

 1578 

 1579 

 1580 

 1581 

 1582 

 1583 

 1584 

 1585 

 1586 

 1587 

Hypotheses Effect Accepted/Rejected 
H1(a): STP should have a direct impact on the T-
PCF of employees. 

0.4441*   
 

Accepted 

H1(b): STP should have a direct impact on the 
R-PCF of employees 

0.4686* Accepted 

H2(a): SCP will have a direct impact on the T-
PCF of employees. 

0.5874* Accepted 

H2(b): SCP will have a direct impact on the R-
PCF of employees. 

0.6130* Accepted 

H3(a): STP will have a direct impact on the OCB-
I Of employees. 

0.2323 Rejected 

H3(b): STP will have a direct impact on the 0.1439 Rejected 
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OCB-O Of employees. 
H4(a): SCP will have a direct impact on the OCB-
I of employees. 

0.3089* Accepted 

H4(b): SCP will have a direct impact on the OCB-
O of employees 

0.2214* Accepted 

H5(a): T-PCF will mediate the relationship 
between STP and OCB-I of employees. 

0.0933* Accepted 

H5(b): T-PCF will mediate the relationship 
between STP and OCB-O of employees. 

0.0658* Accepted 

H5(c): R-PCF will mediate the relationship 
between STP and OCB-I of employees. 

0.0876* Accepted 

H5(d): R-PCF will mediate the relationship 
between STP and OCB-O of employees. 

0.0924* Accepted 

H6(a): T-PCF will mediate the relationship 
between SCP and OCB-I of employees. 

0.0826* Accepted 

H6(b): T-PCF will mediate the relationship 
between SCP and OCB-O of employees. 

0.0488 Rejected 

H6(c): R-PCF will mediate the relationship 
between SCP and OCB-I of employees. 

0.0586 Rejected 

H6(d): R-PCF will mediate the relationship 
between SCP and OCB-O of employees. 

0.0804* Accepted 

*P<0.01 1588 

Table 5: Summary of Hypotheses 1589 

 1590 

 1591 

 1592 

 1593 

 1594 

 1595 

 1596 

 1597 

Y X (Predictors) Root Mean 
Square 
Error 

R^2 
Value 

T-PCF Gender+IT+STP+SCP+R-PCF+OCB-I+OCB-O 0.124 0.981 

R-PCF Gender+STP+SCP+T-PCF+OCB-I+OCB-O 0.106 0.986 

OCB-I CO+IT+STP+SCP+T-PCF+R-PCF+OCB-O 0.093 0.989 

OCB-O STP+SCP+T-PCF+R-PCF+OCB-I 0.166 0.966 
 1598 

Table 6: Predictor table 1599 


