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Abstract

This study examines the influence of psychological capital (PsyCap) on employee creative performance behavior (CPB) in

the service sector, with perceived organizational support (POS) as a mediator. Data from 389 service sector employees

were analyzed. The findings revealed that PsyCap significantly and positively influenced CPB, with POS partially
mediating this relationship. Self-efficacy and resilience directly predicted CPB, while hope and optimism indirectly

affected creativity through POS. The findings point out the importance of cultivating employees' psychological resources

and fostering supportive work environments to enhance creativity and innovation in service organizations. The
implications extend to both theoretical and practical domains. Theoretically, it expands the understanding of PsyCap's

role in fostering creativity, particularly in non-Western, developing economies. Practically, it suggests that organizations

can boost employee creativity by investing in PsyCap development programs and creating supportive work
environments.

Categories: Organisational Behavior

Keywords: psychological capital (psycap), creative performance behavior, perceived organizational support, service sector, employee
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Introduction

In today’s knowledge-driven economy, employee creativity is a central driver of organizational innovation, adaptability,

and sustained performance. Creativity is not just a side effect; it actually increases productivity by making people more

motivated, engaged, and able to solve problems (Watt and Piotrowski, 2025) (Zaeni et al., 2024). It also enables
organizations to navigate dynamic market conditions, respond to challenges, and maintain competitiveness while

generating and applying novel and valuable ideas (Turgut et al., 2025), (Gumusluoglu and Ilsev, 2009), and (Hirst et al.,

2009).

Employees who feel a sense of belonging, autonomy, and shared ownership of organizational goals are more likely to

produce innovative solutions that contribute to strategic growth (Ojha et al., 2025). Conversely, the absence of creativity

reduces agility and responsiveness (House, 2003), whereas fostering innovation offers a sustainable path to improved
performance and competitive advantage (Amabile and Khaire, 2008), (Mumford et al., 2012), and (Rego et al., 2017). Early

studies linked creativity to task-specific demands; however, recent studies have highlighted its broader role in job
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performance (Gong et al., 2009). In dynamic, complex environments, creative engagement aids in handling varied

responsibilities (Shalley et al., 2009) (Gilson, 2008) and is vital for adaptability and competitiveness in uncertain market
conditions (Turgut et al., 2025).

Despite the growing interest in employee creativity, several important questions remain unresolved in the existing

literature. First, while psychological capital (PsyCap)  is associated with positive work outcomes, its specific role in
influencing employees' creative performance behavior (CPB) is still underexplored, particularly in service-sector contexts.

Secondly, limited empirical attention has been given to the mediating mechanism through which PsyCap translates into

creativity, especially via perceived organizational support (POS). Thirdly, most existing evidence is derived from Western
or developed-economy settings, leaving developing, non-Western contexts like Nepal insufficiently examined. To address

these gaps, this study investigates the direct influence of PsyCap on CPB and the mediating role of POS among service-

sector employees.

In high-pressure service environments,  PsyCap  is a vital internal resource shaping employees’ perception of

organizational support (Zhang et al., 2025). With rapid technological change, economic uncertainty, and shifting

expectations, organizations must enable individuals to respond creatively and proactively (Shaheen et al., 2016) (Battal,
2025). PsyCap comprises hope, optimism, self-efficacy, and resilience, which enhances creativity, problem-solving, and

innovation (Luthans, 2002) (Abbas and Raja, 2015). PsyCap promotes confidence, adaptability, and forward-thinking,

which enhance creativity that makes organizations more competitive. This evidence is why developing it is a strategic
priority for businesses (Azizah et al., 2025).

Empirical studies show that PsyCap, combined with psychological safety, mediates the link between high-performance

work systems and creative idea generation (Agarwal and Farndale, 2017). Rooted in positive psychology, PsyCap
motivates behaviors that fuel creativity and innovation, highlighting its significance in organizational behavior research

(Mishra et al., 2013) (Gül, 2025). The interaction between PsyCap, creative behavior, and organizational factors further

drives company success (Gao et al., 2020). PsyCap is a strategic resource that provides employees with the skills they need
to stay creatively engaged (Avey et al., 2009). It also indirectly encourages creativity by building trust, cohesion,

optimism, and resilience in the workplace (Ozturk and Karatepe, 2019) (Jabid et al., 2025).

Complementing PsyCap, POS  fosters creativity by reinforcing employees' sense of value, recognition, and trust in
leadership (Dirks and Ferrin, 2002). Supportive organizational climates create psychological safety and encourage

creative exploration. HR interventions and focused capacity building in small and medium-sized enterprises (SMEs) can

improve both PsyCap and POS, fostering an innovative workforce (Sujatha, 2023). Creativity is essential for the success of
both employees and organizations; however, research in developing economies is still scarce (Hémonnet-Goujot et al.,

2022). Creativity in such contexts faces structural, cultural, and institutional barriers and is undergoing transformation

(Glaveanu et al., 2019). Research on PsyCap and POS in the service sector is scarce, suggesting that practitioners require

context-specific insights (Mejia et al., 2021).

To address this research gap, the present study examines the direct effect of PsyCap on employees’ CPB and analyzes the

mediating role of POS in this relationship within the Nepalese service industry.

Literature review

Underpinning Theories

Based on positive psychology, Positive Organizational Behavior (POB) focuses on psychological strengths like hope,

optimism, resilience, and self-efficacy that can be measured, developed, and help improve performance (Luthans et al.,
2007). PsyCap, as a core construct of POB, enables employees to approach challenges with confidence, persevere in the

face of obstacles, and envision multiple pathways to achieve goals. It improves job performance (Huang et al., 2021),

satisfaction (Cizrelioğulları and Babayiğit, 2022), and commitment (Saumina et al., 2020), with interventions promoting
well-being (Luthans et al., 2004), (Luthans et al., 2015), and (Gomes da Costa et al., 2021). These attributes are central to

creativity, which requires both cognitive flexibility and motivational persistence. Individuals with elevated levels of

PsyCap are more inclined to investigate unconventional concepts, maintain effort in the face of uncertainty, and engage
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in risks that enhance creative performance (Sweetman et al., 2011). Thus, POB provides a strong theoretical basis for

expecting PsyCap to serve as a critical driver of creativity at work. Similarly, Conservation of Resources (COR) theory states
resource loss has a stronger impact than gain, leading to depletion (Holmgreen et al., 2017). Hobfoll (Hobfoll, 2002) states

that individuals strive to acquire, maintain, and protect resources that are valued or that help them achieve goals. PsyCap

functions as an internal psychological resource, while POS represents an external social resource. They make up a
"resource caravan"  which helps each other build resilience, confidence, and motivation (Layne et al., 2009). When

employees perceive high organizational support, the positive effects of PsyCap are amplified because employees are less

preoccupied with resource loss and more willing to invest their psychological strengths in creative activities. Conversely,
in low-support environments, even high PsyCap employees may withhold effort due to fear of resource depletion or lack

of recognition. COR theory shows why the combination of internal resources (PsyCap) and external resources (POS) works

well to boost creative performance. Further, Organizational Support Theory (OST), Eisenberger and Stinglhamber
(Eisenberger and Stinglhamber, 2011), explains how employees form perceptions of organizational care and value for

their contributions. POS enhances employees’ sense of belonging and reciprocity, motivating them to engage in

behaviors that exceed role expectations, including creativity. PsyCap fosters innovative thinking through optimism and
hope, but without organizational support and recognition, these psychological resources may not fully translate into

creative expression. High POS creates social exchange, where employees reciprocate with increased effort (Kurtessis et al.,

2017). POS provides the social exchange mechanism through which employees transform their PsyCap into observable
creative performance, making it a crucial mediator in this relationship.

Taken together, these perspectives suggest that PsyCap equips employees with the psychological strength to think and

act creatively, while POS provides the contextual assurance that such efforts will be valued and rewarded. COR theory
further underscores that it is the synergy of these internal and external resources that enables sustained creative

performance in organizations. Thus, this study positions POS as a critical mediator that channels the benefits of PsyCap

into enhanced employee creativity.

Creative performance behavior

Creative thinking enhances problem-solving and adaptability, thereby driving organizational innovation (Khinvasara et

al., 2024). It involves generating novel ideas (Gumusluoglu and Ilsev, 2009) and is crucial across sectors (Sweetman et al.,
2011). Managers leverage creativity to enhance performance outcomes (Ibrahim, 2024). Organizational learning

strengthens cognitive styles and creativity by boosting employees' confidence (Chughtai et al., 2024). Early problem-

solving benefits from diverse ideas. However, creativity involves uncertainty and risk (Janssen, 2000). Employees with
high self-efficacy embrace these challenges, using motivation to succeed (Sweetman et al., 2011) (Gong et al., 2009).

PsyCap and its relationship with CPB

Luthans et al. (Luthans et al., 2007) define PsyCap as comprising self-efficacy, optimism, hope, and resilience, resources
linked to job satisfaction and retention (Dev et al., 2025) (Yam et al., 2018) while fostering emotions that enhance

performance (Flinkman et al., 2023). PsyCap predicts creativity and performance, improving work behaviors and team

effectiveness (Gupta and Singh, 2014), (Rego et al., 2012), and (Avey et al., 2011). It supports creativity (Sweetman et al.,
2011), with dimensions influencing creative behavior (Taştan, 2016) and high-PsyCap employees are considered more

creative (Abbas and Raja, 2015). Human capital, social capital, and PsyCap forms improve task performance (Xu et al.,

2022), while PsyCap strengthens engagement-performance links (Mualimin et al., 2025). At the entrepreneurial level, it
fosters innovation and mediates firm performance (Gao et al., 2020). PsyCap growth increases engagement (Alessandri et

al., 2018) and encourages creativity by making people feel safe (Agarwal and Farndale, 2017). Leaders make people feel

more secure in their jobs and encourage creativity (Probst et al., 2017), while psychological safety makes team PsyCap
stronger (Gonçalves and Brandão, 2017). In hospitality, PsyCap drives innovation (Mutonyi et al., 2025), while in SMEs it

supports decision-making during crises (Grözinger et al., 2025). PsyCap is critical for adaptability and performance in

service contexts.

H1: PsyCap positively influences employee CPB.
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Optimism and CPB

Optimism, defined as expecting positive outcomes, shapes employees' cognitive and behavioral responses at work

(Carver and Scheier, 2002). Optimistic employees approach problems creatively and adopt innovative strategies (Michael
et al., 2011) (Cai et al., 2019). This outlook fosters resilience and supports goal attainment (Luthans et al., 2007) (Rego et

al., 2012). It is linked to higher job satisfaction, retention intentions (Kim and Hyun, 2017), and engagement. By

promoting cognitive flexibility, optimism enables creative idea generation. As Peterson and Seligman (Peterson and
Seligman, 2004) note, it acts as a self-fulfilling prophecy, increasing the likelihood of positive outcomes and driving

creative performance.

H1a: Optimism positively influences employee CPB.

Self-efficacy and CPB

Self-efficacy, from Bandura's social cognitive theory, is the belief in one's ability to execute tasks effectively (Bandura,

1977) (Stajkovic and Luthans, 1998). It improves the ability to think flexibly and keep going (Küçükaydın, 2024) (Carmeli
and Schaubroeck, 2007). High self-efficacy fosters confidence in intricate tasks and innovative solutions (Ford, 1996)

(Michael et al., 2011). In dynamic contexts, it enables strategic adjustment toward creative goals (Moon, 2002)

(van Knippenberg and Hirst, 2020). Supportive environments reinforce innovation and creative contributions (Tierney
and Farmer, 2002) (Avey et al., 2006).

H1b: Self-efficacy positively influences employee CPB.

Hope and CPB

Hope comprises two components: agency, the goal-directed energy, and pathways, the ability to plan strategies to

achieve goals (Snyder et al., 2002). In the workplace, hope influences how employees perceive their potential for growth,

fostering engagement and retention (Fazal-e-Hasan et al., 2023). Hopeful individuals are intrinsically motivated to take
creative risks, which enhances their ability to explore alternative perspectives and generate solutions (George and Zhou,

2001), (Snyder et al., 2002), and (Rego, 2014). They show consistent effort and adaptability in overcoming challenges,

facilitating progress toward objectives (Luthans et al., 2007) (Sweetman et al., 2011). Rego et al. (Rego et al., 2012)
emphasize that hope stimulates imagination and innovation, making it crucial for creative performance in organizations.

H1c: Hope positively influences employee CPB.

Resilience and CPB

Resilience, defined as the capacity to adapt and thrive amid adversity (Herrman et al., 2011) (Luthans, 2002), enables

employees to manage challenges, remain focused despite setbacks, and sustain motivation through positive framing

(Peterson and Chang, 2003). In organizational settings, resilience improves retention and adaptability while promoting
positive emotions, supportive environments, and innovative behaviors that stimulate creativity and innovation

(Rangachari and Woods, 2020), (Yang and Lee, 2023), (Abbas and Raja, 2015), and (Rego et al., 2010).

H1d: Resilience positively influences employee CPB.

PsyCap and its relationship with POS

Enhancing PsyCap is especially valuable for individuals with lower POS, as those with higher hope, resilience, optimism,

and self-efficacy are more likely to interpret organizational actions positively (Zhang et al., 2025) (Ren et al., 2024). POS
enhances employees’ psychological resources and well-being, while high PsyCap reinforces perceptions of being valued

and supported (Ho and Chan, 2022) (Ren et al., 2024). The positive correlation between PsyCap and POS across

demographics supports the view that stronger psychological strengths foster perceptions of supportive, inclusive
organizations (Kaur and Bhullar, 2025).

H2: PsyCap positively influences POS.
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POS and its relationship with employee creative performance

POS mediates the beneficial impacts of leadership on creativity and organizational results (Saleh et al., 2025). It fosters

creativity by making employees feel valued and enhances creative outcomes through transformational leadership
(Tharushika et al., 2025). POS boosts creativity via engagement (Nengrum et al., 2025), while extrinsic rewards strengthen

this effect by enhancing perceived support (Aldabbas et al., 2025). Employees who feel supported by leaders show higher

creativity, improving performance (Turgut et al., 2025). Top management support promotes knowledge sharing and
absorptive capacity, driving creativity (Al-Husseini, 2024).

H3: POS positively influences employee CPB.

POS and its mediating effect

Eisenberger et al. (Eisenberger et al., 1986) define POS as employees' perception of how their organization values

contributions and cares about their well-being (Kurtessis et al., 2017). POS leads to enhanced performance, commitment,

satisfaction, and organizational citizenship behaviors (Sihag, 2021). Employees who feel valued respond with higher
engagement. Studies show POS strongly connects with PsyCap. Yang et al. (Yang et al., 2013) found POS combined with

hope, efficacy, resilience, and optimism reduces burnout, while Hui et al. (Hui et al., 2014) reported POS positively

influences PsyCap dimensions. When organizations care for employees, POS and PsyCap reinforce each other
(Eisenberger et al., 2011). Authentic leaders foster communication and trust, enhancing both POS and PsyCap (Clapp-

Smith et al., 2009). Liu et al. (Liu et al., 2013) found POS and PsyCap jointly improve well-being among correctional

officers. Liu et al. (Liu et al., 2015) demonstrated that in coal workers, PsyCap mediates the relationship between POS and
mental health, alleviating depression and anxiety. These findings indicate that both supportive environments

and PsyCap contribute to improved psychological well-being.

H4: POS mediates the relationship of PsyCap and employee CPB. 

Based on the above literature review, the conceptual framework positions  PsyCap  as the exogenous variable,

Organizational Support as the mediating variable, and Creative Performance Behavior as the endogenous variable. The

model considered Gender and Age as control variable. The conceptual framework is presented in Figure 1.

FIGURE 1: Conceptual Framework

Source: Authors’ own work
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Research Method

Research Design: This study used a quantitative approach with descriptive and explanatory designs to examine

psychological capital's influence on employee creative performance, with POS mediating.

Population and Sampling: The target population comprised full-time service sector employees in Nepal with a minimum

six-month tenure in their current organization. The service sector was targeted as a dominant and growing segment of

Nepal's economy, with respondents drawn from eight sub-sectors namely business, communication, educational,
financial, distribution, health-related, tourism, and travel-related services, and others. This multi-sectoral approach

minimized single-sector bias and reflected the heterogeneity of Nepal's service workforce. Purposive sampling was

employed to ensure only relevant and informed respondents were included. This technique was chosen because the
study examines constructs of PsyCap, organizational support, and CPB that require respondents to have meaningful

organizational exposure. Inclusion criteria required respondents to be full-time employees with a minimum six-month

tenure, as this threshold ensures sufficient organizational socialization for newcomers to transition from organizational
outsiders to insiders and meaningfully evaluate the studied constructs (Bauer et al., 2007). This criterion is consistent with

prior empirical research that has adopted a minimum six-month continuous tenure as an inclusion requirement (Kaviya

et al., 2025). Employees with less than six months of tenure and part-time or contractual workers were excluded, as their
organizational experiences and perceptions may differ significantly. Organizations across the eight sub-sectors were

identified, and HR managers or department heads were approached to help identify eligible employees. Given the

undefined population size, Cochran's formula determined a minimum sample of 384, further validated through G*Power
analysis (effect size = 0.05, five predictors, 95% CI), estimating a minimum of 262 respondents. The demographic profile in

Table 1 reflects characteristics across gender, age, education, and tenure, supporting sample representativeness. While

findings are contextual to Nepal's service sector, the theoretical mechanisms examined are grounded in universally
applicable frameworks, suggesting cautious generalization to similar developing economy contexts.
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Variables Respondent Characteristics Frequency Percentage

Gender   Male 151 38.8

Female 238 61.2

Age       Below 20 years 21 5.4

20-30 years 164 42.2

31-40 years 128 32.9

41-50 years 69 17.7

Above 51 years 7 1.8

Education       Intermediate 31 8.0

Bachelor's Degree 120 30.8

Master's Degree 238 61.2

Job Position     Lower Level 111 28.5

Mid Level 244 62.7

Higher Level 34 8.7

Sector                 Business services 33 8.5

Communication services 42 10.8

Educational services 39 10.0

Financial services 152 39.1

Distribution services 71 18.3

Health related services 21 5.4

Tourism and travel-related

services

11 2.8

Others 20 5.1

TABLE 1: Demographic Characteristics of the Respondents
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Data Collection Procedure: Data were collected using a structured self-administered questionnaire distributed to 500 full-

time service sector employees across Nepal over six months between 2023 and 2024. Formal permission was obtained
from management or HR departments across eight service sub-sectors. After approval, HR managers or department

heads identified eligible employees: full-time staff with at least six months' tenure. The survey was administered online

and in person. The online questionnaire was created in Google Forms and shared via email and channels with a cover
letter on the study's purpose, voluntary participation, and confidentiality. This yielded 283 responses. For in-person

distribution, researchers visited organizations, provided printed questionnaires to eligible employees, and briefed them

on the study's objectives and ethical assurances. This yielded 106 responses. Three follow-up reminders were sent to non-
respondents. Responses were screened for completeness and consistency; incomplete or invalid ones were excluded. Of

500 questionnaires, 389 valid responses were retained, yielding a 77.8% response rate, acceptable for survey-based

research (Hair et al., 2022).

Instrumentation: A structured questionnaire was used, incorporating validated scales with a 7-point Likert scale. The

PsyCap scale was adapted from Luthans et al. (Luthans et al., 2007), the creative performance scale from George and

Zhou (George and Zhou, 2001), and the POS scale from Eisenberger et al. (Eisenberger et al., 1997). Prior authorization
was secured for the utilization of the PsyCap instrument for research objectives. Additionally, gender was controlled

because male and female employees may differ in perceptions of organizational support and creative self-efficacy,

influencing creative behavior. Age was controlled because older employees tend to have greater experience, emotional
stability, and resilience, which may independently influence PsyCap and creative output (Luthans et al., 2007). Controlling

demographics isolated the effects of PsyCap and organizational support on CPB, enhancing validity.

Prior to full-scale data collection, a pilot test was conducted with 15 respondents from the target population to assess
instrument reliability and item clarity. Cronbach's alpha values was 0.926 for all constructs, confirming acceptable internal

consistency. No modifications were made to the questionnaire, as no comprehension issues were reported. A separate

pretest for face or content validity was not conducted, as all measurement items were adopted from existing validated
scales, ensuring content validity a priori. The questionnaire was administered in English and was not translated into the

local language. This was deemed appropriate as the respondents were full-time employees in formal service sector

organizations in Nepal, where English is commonly used as a medium of professional communication.

Research approval for the study was obtained from the School of Management, Tribhuvan University, and all procedures

adhered to institutional academic and ethical research standards. Respondents were made aware that participation was

voluntary, and their responses were kept completely private.

Data Analysis Techniques: Data were screened for completeness and missing values. Tests for normality were conducted,

followed by a two-step structural equation modeling approach: measurement model and structural model assessment.

Descriptive statistics, including means, standard deviations, and percentages, were computed. Analysis was conducted

using IBM SPSS v27 and SmartPLS 4.0.

Data Normality and Common Method Bias: Normality was assessed for 389 responses and 53 variables. Items showed

non-normality based on skewness and kurtosis (|Z| > 1.96, p < .05), confirmed by Mardia's tests for multivariate skewness

(b = 636.29, z = 41252.78, p < .001) and kurtosis (b = 3002.60, z = 11.31, p < .001). Partial least squares structural equation
modeling (PLS-SEM) was chosen for its robustness to non-normal data. To address common method bias, participants

were instructed not to discuss the survey with colleagues during data collection. A full collinearity assessment using a

dummy variable was conducted, with all variance inflation factor (VIF) values falling below 3.3, indicating the absence of
significant common method bias (Diamantopoulos and Siguaw, 2006).

Results And Discussion

Results

Measurement Model Assessment - Lower Order Construct And Higher Order Construct
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The measurement model was assessed for reliability and validity of lower-order and higher-order constructs. For lower-

order constructs, indicator reliability, composite reliability, and AVE were evaluated, removing items POS6, POS7, OPT2,
OPT4, OPT5, RES1, and CPB6 due to low loadings, ensuring AVE values exceeded 0.50 (Hair et al., 2022). Higher-order

constructs met reliability and convergent validity benchmarks. Table 2 presents the construct validity and reliability.

Discriminant validity was confirmed via Fornell-Larcker, HTMT <0.90 (Henseler et al., 2015), and cross-loadings (placed in
Appendix 1), with acceptable values. These results validated construct distinctiveness, enabling analysis of PsyCap, POS,

and employee CPB. Details of discriminant validity are presented in Tables 3 and 4.
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Construct Items Lower order construct  Higher order construct 

Outer

Loadin

g

VIF CA CR AVE Outer

Loadin

g

VIF CA CR AVE

Higher

order

Lower

Order

                     

  Optimi

sm

(OPT)

OPT1 0.774 1.242 0.606 0.792 0.56 0.788 1.741      

  OPT3 0.735 1.2      

  OPT6 0.735 1.191      

  Self-

efficac

y (Eff)

Eff1 0.717 1.546 0.848              

  Eff2 0.723 1.628              

  Eff3 0.772 1.76              

Psycho

logical

Capital

(PsyCa

p)

Eff4 0.779 1.827 0.888 0.569 0.857 2.281      

  Eff5 0.752 1.67         0.87 0.911 0.72

  Eff6 0.781 1.801              

  Hope

(HOP)

HOP1 0.723 1.61 0.86 0.896 0.569 0.891 2.693      

  HOP2 0.776 1.804      

  HOP3 0.67 1.409      

  HOP4 0.829 2.182      

  HOP5 0.783 1.925      

  HOP6 0.819 2.168      

  Resilie

nce

(RES)

RES2 0.709 1.402 0.809 0.888 0.569 0.854 2.108      

  RES3 0.721 1.501      

  RES4 0.766 1.635      
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  RES5 0.794 1.756      

  RES6 0.772 1.586      

Perceived

Organizational

Support (POS)

POS1 0.795 1.812 0.83 0.877 0.547 - - - - -

POS2 0.818 2.077

POS3 0.826 2.182

POS4 0.742 1.734

POS5 0.557 1.317

POS8 0.66 1.36

Creative

Performance

Behavior (CPB)

CPB1 0.746 1.978 0.914 0.928 0.519 - - - - -

CPB10 0.706 1.955

CPB11 0.812 2.63

CPB12 0.757 2.055

CPB13 0.724 1.917

CPB2 0.721 2.081

CPB3 0.545 1.573 - - - - -

CPB4 0.756 2.373

CPB5 0.744 2.003

CPB7 0.629 1.663

CPB8 0.733 1.977

CPB9 0.732 1.88

TABLE 2: Construct Validity and Reliability (First-Order and Second-Order Construct)

CA, Cronbach's alpha; CR, Composite Reliability; AVE, Average Variance Extracted; VIF, Variance Inflation Factor
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Constru

ct order

Variable

s

CPB Eff HOP OPT POS RES CPB POS PsyCap

FoC CPB 0.720                

Eff 0.671 0.754              

HOP 0.667 0.711 0.768            

OPT 0.548 0.581 0.601 0.748          

POS 0.687 0.495 0.604 0.521 0.739        

RES 0.704 0.62 0.692 0.545 0.609 0.753      

SoC CPB - - - - - - 0.720    

POS - - - - - - 0.688 0.739  

PsyCap - - - - - - 0.768 0.66 0.848

TABLE 3: Fornell–Larcker Test (First-Order and Second-Order Construct)

PsyCap, Psychological Capital; OPT, Optimism; Eff, Self-efficacy; HOP, Hope; RES, Resilience; POS, Perceived Organizational Support;
CPB, Creative Performance Behavior
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Constru

ct order

Variable CPB Eff HOP OPT POS RES CPB POS PsyCap

FoC CPB                  

Eff 0.759

[0.661:

0.845]

               

HOP 0.747

[0.660:

0.823]

0.835

[0.746:

0.915]

             

OPT 0.726

[0.619:

0.841]

0.814

[0.685:

0.94]

0.831

[0.726:

0.941]

           

POS 0.773

[0.7:

0.837]

0.575

[0.47:

0.672]

0.707

[0.621:

0.788]

0.71

[0.587:

0.838]

         

RES 0.811

[0.749:

0.866]

0.749

[0.654:

0.836]

0.827

[0.753:

0.894]

0.774

[0.648:

0.900]

0.731

[0.635:

0.815]

       

SoC CPB - - - - - -      

POS - - - - - - 0.773

[0.713:

0.828]

   

PsyCap - - - - - - 0.850

[0.805:

0.895]

0.759

[0.702:

0.813]

-

TABLE 4: Discriminant Validity (First-Order and Second-Order Construct)

PsyCap, Psychological Capital; OPT, Optimism; Eff, Self-efficacy; HOP, Hope; RES, Resilience; POS, Perceived Organizational Support;
CPB, Creative Performance Behavior

Status of PsyCap, CPB, and POS

Descriptive analysis shows service sector employees hold positive attitudes. Efficacy scored highest (M = 5.73, SD =

0.731), indicating confidence in expressing ideas and solving work challenges. Hope (M = 5.67, SD = 0.799) reflects belief

in multiple pathways to goals, while CPB (M = 5.60, SD = 0.680) show engagement in innovative practices. Resilience (M =
5.42) and Optimism (M = 5.39, SD = 0.688) suggest adaptability and positive outlook. POS (M = 5.31, SD = 0.703) indicates

moderate to high feelings of being valued. Hope showed highest variability, while creative performance was most

consistent. Correlation analysis reveals significant positive relationships among all latent variables (p < 0.01). PsyCap

How to cite this article:
Biswakarma G, Gautam S (September 01, 2026) Unleashing Employee Creative Performance Behavior: Direct Influence of
Psychological Capital and the Mediating Role of Organizational Support in Service Sector Employees. Cureus J Bus Econ 3
: es44404-026-00255-1. DOI https://doi.org/10.7759/s44404-026-00255-1 Page 13 of 31

Unleashing Employee Creative Performance Behavior: Direct Influence of Psychological Capital and the Mediating Role of
Organizational Support in Service Sector Employees



strongly correlates with CPB (r = 0.768), while POS moderately correlates with CPB (r = 0.688). PsyCap and POS are

positively related (r = 0.660), suggesting support reinforces psychological resources. All PsyCap dimensions correlate
positively with CPB, strongest for Resilience (r = 0.704), followed by Efficacy (r = 0.671), Hope (r = 0.667), and Optimism (r

= 0.548). Similar patterns emerge with POS, with Resilience (r = 0.609) and Hope (r = 0.604) showing stronger links than

Optimism (r = 0.521) and Efficacy (r = 0.495). These results show the mutual reinforcement of psychological strengths,
support, and workplace creativity. The descriptive and correlation analysis is presented in Table 5.

Latent

Variables

Mean SD OPT Eff HOP RES CPB POS PsyCap

Optimism

(OPT)

5.39 0.688 1            

Efficacy

(Eff)

5.73 0.731 0.581* 1          

Hope

(HOP)

5.67 0.799 0.601* 0.711* 1        

Resilience

(RES)

5.42 0.758 0.545* 0.620* 0.692* 1      

Creative

Performa

nce (CPB)

5.60 0.680 0.548* 0.671* 0.667* 0.704* 1    

Perceived

Organizat

ional

Support

(POS)

5.31 0.703 0.521* 0.495* 0.604* 0.609* 0.688* 1  

PsyCap 5.53 0.641 - - - - 0.768* 0.660* 1

*=sig. at 1% level

TABLE 5: Descriptives and Correlational Analysis

PsyCap, Psychological Capital

Assessment of Structural Model - Model Predictability and Path Analysis

The structural model was evaluated using explanatory power (R²), path significance, predictive relevance (Q²), predictive

accuracy (root mean square error (RMSE), mean absolute error (MAE)), and model fit indices (Hair et al., 2022). The model

was included with the control variables namely, gender and age of the sampled respondents. CPB showed strong
explanatory power (R² = 0.650, t = 22.066, p < 0.001, 95% CI [0.597, 0.713]), while POS had R² = 0.435 (t = 10.939, p <

0.001, 95% CI [0.361, 0.517]). Q² values for CPB (0.578) and POS (0.428) indicated strong predictive relevance (Golbraikh

and Tropsha, 2002). RMSE/MAE values (CPB: 0.656/0.480; POS: 0.764/0.562) suggested low prediction errors. All VIF values
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were below 3.3, confirming no collinearity issues (Diamantopoulos and Siguaw, 2006) (Hair, 2021). Model fit indices were

acceptable, with standardized root mean square residual (SRMR) = 0.056 (<0.08), χ² = 744.638, and normed fit index (NFI)
= 0.851, confirming a good fit. Estimates and VIFs are presented in Tables 6 and 7.

Variable

s
R2 SD t values p value 95% CI

  Q2     Model

fit

criteria2.50% 97.50% RMSE MAE

CPB 0.650 0.029 22.066 <0.001 0.597 0.713 0.578 0.656 0.480 SRMR =

0.056,

χ2 =

744.638,

NFI =

0.851

TABLE 6: Model Predictive Capability (R²) and Predictive Relevance (Q²)

CPB, Creative Performance Behavior; SD, Standard Deviation; CI, Confidence Interval; RMSE, Root Mean Square Error; MAE, Mean
Absolute Error; SRMR, Standardized Root Mean Square Residual; NFI, Normed Fit Index

Path VIF

POS -> CPB 1.771

PsyCap -> CPB 2.065

PsyCap -> POS 1.000

Age -> CPB12 1.310

Gender -> CPB 1.003

 

TABLE 7: Assessment of the Collinearity Issues

POS, Perceived Organizational Support; PsyCap, Psychological Capital; CPB, Creative Performance Behavior; VIF, Variance Inflation
Factor

Path analysis using bootstrapping with 10,000 subsamples and the percentile confidence interval method revealed

significant relationships. PsyCap had a strong positive effect on CPB (β = 0.554, t = 9.901, p < 0.01, 95% CI [0.444, 0.664]),
supporting Hypothesis 1 (H1). Efficacy (H1b) and resilience (H1d) significantly affected CPB (β = 0.276, p < 0.01; β = 0.269,

p < 0.01), highlighting self-confidence, task mastery, and emotional strength in driving creativity. Optimism (H1a) and
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hope (H1c) were not significant, suggesting these traits require supportive contexts to trigger creativity. PsyCap strongly

predicted POS (β = 0.660, p < 0.01), and POS significantly enhanced CPB (β = 0.321, p < 0.01), confirming H2 and H3,
underscoring supportive work environments' importance. The path analysis result is presented in Table 8.
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Hypothesi

s

Path β SD T value p value 95% CI Result

Lower Limit

2.5%

Upper Limit

97.5%

 

H1 PsyCap ->

CPB

0.554 0.056 9.901 <0.001 0.444 0.664 Supported

H1a OPT -> CPB 0.027 0.051 0.537 >0.05 -0.068 0.129 Not

Supported

H1b Eff -> CPB 0.276 0.059 4.709 <0.001 0.163 0.393 Supported

H1c HOP -> CPB 0.068 0.069 0.987 >0.05 -0.061 0.206 Not

Supported

H1d RES -> CPB 0.269 0.057 4.732 <0.001 0.154 0.377 Supported

H2 PsyCap ->

POS

0.660 0.030 21.885 <0.001 0.601 0.719 Supported

H3 POS -> CPB 0.321 0.064 5.039 <0.001 0.196 0.445 Supported

H4 PsyCap ->

POS -> CPB

0.212 0.042 5.054 <0.001 0.131 0.296 Supported

- RES -> POS

-> CPB

0.107 0.042 2.583 <0.05 0.04 0.202 -

- Eff -> POS -

> CPB

-0.003 0.023 0.114 >0.05 -0.05 0.04 -

- HOP -> POS

-> CPB

0.091 0.028 3.19 <0.001 0.037 0.149 -

- OPT -> POS

-> CPB

0.061 0.026 2.377 <0.05 0.011 0.112 -

Control

Variables

Age -> CPB -0.001 0.037 0.031 >0.05 -0.073 0.071 -

Gender ->

CPB

-0.100 0.060 1.673 >0.05 -0.216 0.019 -

TABLE 8: Path Analysis Results

PsyCap, Psychological Capital; POS, Perceived Organizational Support; CPB, Creative Performance Behavior; OPT, Optimism; Eff,
Self-efficacy; HOP, Hope; RES, Resilience; β, Standardized Path Coefficient; SD, Standard Deviation; CI, Confidence Interval
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Mediation Effect of POS

Mediation analysis revealed POS  complementarily partially mediated the relationship between PsyCap and CPB (β =
0.212, t = 5.054, p < 0.001, 95% CI [0.131, 0.296], Variance Accounted For = 0.27), supporting Hypothesis 4 (H4). At a more

detailed level, resilience, hope, and optimism had important indirect effects on CPB through POS, with hope and

optimism completely mediated because their direct effects were not significant. In contrast, efficacy's indirect effect via
POS was not significant (β = -0.003, p >0.05), suggesting efficacy influences creativity directly rather than through

perceived support.

Discussion

This study examines the relationship between PsyCap, POS, and CPB in service employees. Among PsyCap dimensions,

efficacy and resilience have effects on high levels of creative engagement. Based on the POB framework (Luthans, 2002),

efficacy and resilience drive workplace creative performance. Findings show that self-efficacy and resilience predict
creative performance. Confident, resilient employees generate innovative ideas for problem-solving. This aligns with

Abbas and Raja (Abbas and Raja, 2015) and literature identifying self-efficacy as central to creativity (Bandura, 1977)

(Tierney and Farmer, 2002), with high-efficacy employees persisting in complex environments (Stajkovic and Luthans,
1998) (van Knippenberg and Hirst, 2020).

The differential effects observed across PsyCap dimensions can be theoretically explained by the nature of each

dimension's motivational and cognitive mechanisms. Self-efficacy and resilience are action-oriented, performance-
driving resources that operate at the behavioral execution level; they directly equip employees with the confidence to

initiate creative tasks and the capacity to persist through uncertainty and setbacks (Luthans et al., 2007). These

dimensions are intrinsically self-sustaining, enabling employees to independently engage in creative behavior without
requiring external validation or contextual reinforcement. In contrast, hope and optimism are future-oriented,

expectancy-based resources that rely on positive outcome anticipation (Snyder et al., 2002) (Carver and Scheier, 2002).

Their translation into creative action is inherently contingent on environmental conditions, specifically, whether the
organizational context signals that creative efforts will be recognized and rewarded. Without such structural assurance,

hopeful and optimistic employees may withhold creative investment due to uncertainty about outcomes, consistent with

COR theory's premise that individuals avoid resource expenditure when returns are uncertain (Hobfoll, 2002). This
explains that the hope and optimism require  the mediating role of POS to manifest as creative performance, whereas

self-efficacy and resilience operated directly, independent of contextual support.

While self-efficacy and resilience showed strong direct effects, hope and optimism influenced creative performance
through POS. This suggests positive expectancy needs supportive context to translate into creative actions. Resilience

emerged as key, with resilient individuals adapting to stress and maintaining flexibility (Luthans et al., 2007) (Rego et al.,

2012) in service settings. Consistent with Mutonyi et al. (Mutonyi et al., 2025) and Grözinger et al. (Grözinger et al., 2025),
PsyCap enhances individual and organizational innovation. Although hope fosters goal commitment (Sweetman et al.,

2011) (Fazal-e-Hasan et al., 2023), its impact requires structural support for creative behavior.

Optimism, though linked to creativity (Michael et al., 2011) (Peterson and Seligman, 2004), showed no direct effect
without organizational support. It enhances resilience (Luthans et al., 2007) but needs empowering contexts. Studies

(Agarwal and Farndale, 2017) (Mualimin et al., 2025) show PsyCap  drives motivation while POS  enables risk-taking.

Efficacy and resilience drive creativity directly, whereas hope and optimism motivate in supportive environments. With

moderate POS, employees showed creative engagement, suggesting self-efficacy and resilience drive creativity.
This supports findings that PsyCap fosters positive behaviors (Avey et al., 2011) (Rego et al., 2012), drives idea generation

(Sweetman et al., 2011), and links to creativity dimensions (Taştan, 2016).

PsyCap has a positive effect on POS, which means that employees who are hopeful, effective, optimistic, and resilient are
more likely to see what the organization does as helpful (Zhang et al., 2025) (Ren et al., 2024). This synergy shows that a

higher PsyCap, which fosters positive views of managerial intent. Ho and Chan (Ho and Chan, 2022) note psychological

resources boost well-being and perceptions of support. Thus, PsyCap influences how employees assess their
organizational environment (Kaur and Bhullar, 2025).
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Aligned with organizational support theory, employees with high PsyCap reciprocate through trust and commitment.

Leaders with high PsyCap enhance psychological safety, improving support perception and creativity (Probst et al., 2017)
(Gonçalves and Brandão, 2017). PsyCap builds resilience and strengthens employee-organization bonds, fostering

innovation. This study confirms POS enhances CPB, underscoring its role in innovation. Supported employees engage in

creative problem-solving, aligning with Saleh et al. (Saleh et al., 2025), who note POS boosts creativity and mediates
leadership's impact on innovative behaviors.

POS cultivates psychological safety and belonging, encouraging idea-sharing (Tharushika et al., 2025) and strengthening

engagement for creativity (Nengrum et al., 2025). It signals innovation is welcomed, motivating knowledge sharing
(Aldabbas et al., 2025). Support from top management enhances knowledge acquisition, boosting absorptive capacity

and creativity (Al-Husseini, 2024). In this study, POS enabled creativity where leadership trust was evident. For Nepal's

service sector, where hierarchical structures and resource limits may hinder innovation, POS can drive creative
performance. This study identifies POS as partially mediating the link between PsyCap and CPB. While PsyCap directly

enhances creativity, part of its effect operates through POS, indicating that creativity stems from both internal resources

and supportive contexts. This aligns with Liu et al. (Liu et al., 2015), who found PsyCap components mediate the POS-
performance relationship in high-stress settings. Following Conservation of Resources theory (Hobfoll, 2002), this effect

reflects resource accumulation, where organizational support facilitates PsyCap growth. Supportive environments enable

employees to engage confidently in creative work. Hui et al. (Hui et al., 2014) found that POS affects all dimensions of
PsyCap, and Long et al. (Long et al., 2025) verified managerial resilience translates into performance through time-related

psychological resources and innovation.

Empowering leadership facilitates PsyCap development, preventing resource loss and supporting innovation. Authentic
leadership fosters POS, trust, and safety for creative risk-taking (Clapp-Smith et al. 2009) (Liu et al., 2013). POS mediates

PsyCap's effect on creativity through recognition and support. Both PsyCap and POS link to organizational citizenship

behaviors, fostering team success (Sihag, 2021). Psychologically empowered employees exceed role expectations and
engage in innovation. This study shows creative performance improves through PsyCap training and leadership with

trust. Results across age and gender show creativity thrives with internal strengths and external support. 

Theoretical implication 

This study makes several meaningful contributions to the existing theoretical literature on PsyCap, CPB, and POS in the

service sector context.

First, the findings extend the POB framework (Luthans, 2002) by demonstrating that not all PsyCap dimensions influence
CPB equally or through the same mechanisms. Specifically, self-efficacy and resilience exerted strong direct effects on

creative performance, whereas hope and optimism operated indirectly through POS. This nuanced finding advances POB

theory by suggesting that the four HERO dimensions are not interchangeable in their pathways to creativity, contributing
to a more differentiated understanding of how PsyCap dimensions function in creative work contexts.

Second, this study enriches the COR  theory (Hobfoll, 2002) by empirically demonstrating the resource caravan

mechanism in the context of a developing economy. The findings confirm that internal psychological resources (PsyCap)
and external social resources (POS) operate synergistically to enhance creative performance, supporting the notion that

resource accumulation, rather than any single resource, drives positive organizational outcomes. This is particularly

significant in Nepal's service sector, where resource constraints are prevalent, highlighting that the resource caravan

concept is applicable beyond Western, resource-rich organizational contexts.

Third, the results provide empirical support for OST (Eisenberger and Stinglhamber, 2011) by confirming that POS not

only directly enhances CPB but also serves as a critical mediating mechanism through which PsyCap translates into

creativity in the workplace. This partial mediation finding theoretically advances OST by positioning POS as a conduit that
amplifies psychological resources into observable creative behaviors, extending the theory's explanatory scope beyond

traditional performance and commitment outcomes to include CPB specifically.
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Fourth, the partial mediation of POS in the PsyCap-CPB relationship contributes to social exchange theory (Blau, 1964) by

demonstrating that employees reciprocate organizational support not only through task performance or citizenship
behaviors but also through creative engagement. This extends the reciprocity norm embedded in social exchange theory

to the domain of creativity, suggesting that when employees perceive organizational investment in their well-being, they

respond by investing their psychological resources in creative problem-solving and idea generation.

Fifth, this study addresses a notable contextual gap in the literature. Most empirical evidence on PsyCap and creativity is

derived from Western or developed economies. By validating these theoretical relationships within Nepal's service sector,

characterized by hierarchical structures, resource limitations, and cultural collectivism, the findings demonstrate the
cross-cultural applicability of the POB, COR, and OST frameworks while simultaneously highlighting contextual nuances

that may shape how these mechanisms operate in non-Western, developing economies.

Collectively, these theoretical contributions deepen our understanding of the psychological and organizational
mechanisms underlying employee creativity, offering a more integrated and context-sensitive theoretical perspective

that bridges individual-level psychological resources with organizational-level support structures in driving creative

performance.

Practical implication

PsyCap is vital in the service sector for fostering creativity and competitiveness. Self-efficacy and resilience enhance

creative performance, while hope and optimism influence creativity under supportive conditions. Employers should
integrate PsyCap development into recruitment and training through confidence-building and resilience programs.

Leaders should cultivate trust and psychological safety to help employees translate optimism into ideas. Developing

PsyCap and fostering a supportive climate can unlock creative potential. Embedding PsyCap principles into workplace
frameworks can enhance organizational innovation.

Limitations and further research implications

This study has few limitations; first, the cross-sectional design limits causal inferences, particularly in mediation models,
and limits its generalizability. Therefore, the mediation examined in this study should be seen as a statistical test showing

relationships rather than clear cause-and-effect links. Secondly, reliance on self-reported single-source data raises the

possibility of common method bias and social desirability effects, despite statistical assessments conducted to address
these concerns. Thirdly, the use of purposive sampling and focus on Nepal's service sector may restrict generalizability to

other sectors and cultural contexts. Fourthly, the instrument was administered in English language, in assumption of the

respondents possess sufficient English proficiency. Future research should employ longitudinal designs and multi-source
data collection and extend the study across industries and cultural settings. Exploring moderating factors such as

leadership style and organizational culture may also provide deeper insights into the boundary conditions of the PsyCap-

creativity relationship.

Conclusions

This study highlights psychological capital's role - hope, resilience, optimism, and self-efficacy - in boosting creative
performance in the service sector. Self-efficacy and resilience drive idea generation and problem-solving, while hope and

optimism enhance creativity when organizational support exists. Developing these traits is key to encouraging

innovation and competitiveness in customer-facing roles. When employees feel valued and supported, they take
initiative and engage in creative behavior. POS links PsyCap to creative performance. While individual traits are important,

employees express creative potential when they feel trusted by their organization. This environment activates their

psychological strengths, leading to greater creativity.

Appendices
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Section Subscale Item (Keywords)

I. Psychological Capital* A. Optimism Uncertainty  

Wrong

Bright side

Optimistic

Don’t work out

Silver lining

B. Self-Efficacy Long-term solution

Management presentation

Organizational strategy

Targets/goals

External discussion

Colleagues presentation

C. Hope Get out of jam

Pursuing goals

Multiple solutions

Successful

Reach goals

Achieve goals

D. Resilience Recovery

Manage difficult times

My way

Stressful work

Difficult situation experience

Handle many things
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II. Creative Performance Behaviors Suggests new ways for goals

attainment.

New ideas to improve

performance.

Search newer ideas.

Ideas to increase quality.

Create ideas.

Can takes risks.

Promote other’s idea.

Creative on the job.

Develops plans and schedules.

Innovative ideas.

Create solutions of problems.

Fresh approach to problem.

Work tasks in new way.

III. Organizational Support My organization cares about

my opinions.

My organization really cares

about my well-being.

My organization strongly

considers my goals and values.

Help is available from my

organization when I have a

problem.

My organization would forgive

an honest mistake on my part.

If given the opportunity, my

organization would take

advantage of me.

My organization shows very

little concern for me.
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My organization is willing to

help me, if a brisk life

rebalancing method is needed

or utilized.

*The questionnaire used in this study was developed by Fred Luthans, Bruce J. Avolio and James B.

Avey (2007). Psychological capital questionnaire. The questionnaire is protected under copyright law

and any unauthorized reproduction or distribution of the questionnaire is prohibited. Permission to

use the questionnaire was obtained from the author and is acknowledged in this annexure. Any use

of this questionnaire for commercial purposes or for publication in any form must be authorized by

the author in writing. Therefore, the full version of the questionnaire is not annexed, only the key

words are given.

TABLE 9: Measurement Scales Adopted for the Study
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  CPB Eff HOP OPT POS RES

CPB1 0.746 0.472 0.560 0.398 0.567 0.609

CPB10 0.706 0.476 0.483 0.406 0.451 0.515

CPB11 0.812 0.471 0.519 0.376 0.543 0.549

CPB12 0.757 0.482 0.484 0.416 0.543 0.539

CPB13 0.724 0.510 0.494 0.473 0.514 0.551

CPB2 0.721 0.508 0.469 0.332 0.496 0.451

CPB3 0.545 0.327 0.272 0.112 0.299 0.335

CPB4 0.756 0.554 0.511 0.408 0.529 0.559

CPB5 0.744 0.515 0.511 0.435 0.477 0.505

CPB7 0.629 0.458 0.453 0.473 0.487 0.451

CPB8 0.733 0.494 0.479 0.437 0.482 0.505

CPB9 0.732 0.501 0.466 0.385 0.490 0.460

Eff1 0.478 0.717 0.497 0.500 0.355 0.472

Eff2 0.475 0.723 0.541 0.425 0.340 0.461

Eff3 0.543 0.772 0.522 0.418 0.376 0.446

Eff4 0.478 0.779 0.510 0.370 0.371 0.445

Eff5 0.529 0.752 0.533 0.462 0.404 0.503

Eff6 0.528 0.781 0.611 0.454 0.389 0.480

HOP1 0.476 0.545 0.723 0.510 0.445 0.525

HOP2 0.504 0.588 0.776 0.420 0.444 0.506

HOP3 0.472 0.520 0.670 0.337 0.417 0.437

HOP4 0.544 0.558 0.829 0.530 0.518 0.582

HOP5 0.531 0.535 0.783 0.455 0.458 0.553

HOP6 0.542 0.537 0.819 0.508 0.493 0.576
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OPT1 0.394 0.365 0.463 0.774 0.437 0.419

OPT3 0.418 0.477 0.471 0.735 0.359 0.365

OPT6 0.419 0.467 0.416 0.735 0.370 0.438

POS1 0.569 0.430 0.484 0.488 0.795 0.514

POS2 0.582 0.474 0.508 0.480 0.818 0.519

POS3 0.565 0.388 0.496 0.422 0.826 0.498

POS4 0.484 0.291 0.376 0.280 0.742 0.383

POS5 0.328 0.220 0.311 0.198 0.557 0.312

POS8 0.466 0.333 0.464 0.361 0.660 0.432

RES2 0.536 0.461 0.522 0.395 0.445 0.709

RES3 0.486 0.467 0.471 0.346 0.391 0.721

RES4 0.496 0.446 0.490 0.415 0.471 0.766

RES5 0.547 0.479 0.585 0.427 0.453 0.794

RES6 0.577 0.482 0.531 0.459 0.522 0.772

TABLE 10: Cross Loading (LoC)

Additional Information

Author Contributions

All authors have reviewed the final version to be published and agreed to be accountable for all aspects of the work.

Concept and design:  Gangaram Biswakarma, Shikha Gautam

Acquisition, analysis, or interpretation of data:  Gangaram Biswakarma, Shikha Gautam

Drafting of the manuscript:  Gangaram Biswakarma, Shikha Gautam

Critical review of the manuscript for important intellectual content:  Gangaram Biswakarma

Supervision:  Gangaram Biswakarma

Disclosures

Human subjects: Consent was obtained or waived by all participants in this study. School of Management, Tribhuvan
University issued approval (SOMTU/1.02.2023/10). The study was conducted in accordance with the ethical standards of

the Institutional Review Committee and complied with established guidelines for research involving human participants.

How to cite this article:
Biswakarma G, Gautam S (September 01, 2026) Unleashing Employee Creative Performance Behavior: Direct Influence of
Psychological Capital and the Mediating Role of Organizational Support in Service Sector Employees. Cureus J Bus Econ 3
: es44404-026-00255-1. DOI https://doi.org/10.7759/s44404-026-00255-1 Page 25 of 31

Unleashing Employee Creative Performance Behavior: Direct Influence of Psychological Capital and the Mediating Role of
Organizational Support in Service Sector Employees



Informed consent was obtained from all participants prior to data collection, and confidentiality and anonymity were

strictly maintained throughout the research process. Animal subjects: All authors have confirmed that this study did not
involve animal subjects or tissue. Conflicts of interest: In compliance with the ICMJE uniform disclosure form, all authors

declare the following: Payment/services info: All authors have declared that no financial support was received from any

organization for the submitted work. Financial relationships: All authors have declared that they have no financial
relationships at present or within the previous three years with any organizations that might have an interest in the

submitted work. Other relationships: All authors have declared that there are no other relationships or activities that

could appear to have influenced the submitted work.

Data Availability Statements

The datasets (and/or code) supporting this study are available from the corresponding author upon reasonable request.

References

1. Abbas M, Raja U: Impact of psychological capital on innovative performance and job stress. Canadian Journal of Administrative
Sciences. 2015, 32:128-138. 10.1002/cjas.1314

2. Agarwal P, Farndale E: High‐performance work systems and creativity implementation: the role of psychological capital and
psychological safety. Human Resource Management Journal. 2017, 27:440-458. 10.1111/1748-8583.12148

3. Aldabbas H, Pinnington A, Lahrech A, Blaique L: Extrinsic rewards for employee creativity? The role of perceived organisational
support, work engagement and intrinsic motivation. International Journal of Innovation Science. 2025, 17:237-260. 10.1108/ijis-
08-2022-0165

4. Alessandri G, Consiglio C, Luthans F, Borgogni L: Testing a dynamic model of the impact of psychological capital on work
engagement and job performance. Career Development International. 2018, 23:33-47. 10.1108/cdi-11-2016-0210

5. Al-Husseini S: Examining the impact of top management support on employee creativity through the mediating role of
knowledge management and absorptive capacity. International Journal of Innovation Science. 2024, 16:658-682. 10.1108/ijis-01-
2023-0017

6. Amabile TM, Khaire M: Creativity and the role of the leader. Journal of the Management Training Institute. 2008, 36:48-51.

7. Avey JB, Luthans F, Jensen SM: Psychological capital: A positive resource for combating employee stress and turnover. Human
Resource Management. 2009, 48:677-693. 10.1002/hrm.20294

8. Avey JB, Patera JL, West BJ: The implications of positive psychological capital on employee absenteeism. Journal of Leadership &
Organizational Studies. 2006, 13:42-60. 10.1177/10717919070130020401

9. Avey JB, Reichard RJ, Luthans F, Mhatre KH: Meta‐analysis of the impact of positive psychological capital on employee attitudes,
behaviors, and performance. Human Resource Development Quarterly. 2011, 22:127-152. 10.1002/hrdq.20070

10. Azizah SN, Xiang Y, Hui Z: Employee wellbeing and work productivity: the role of psychological capital. Journal Markcount
Finance. 2025, 3:62-73.

11. Bandura A: Self-efficacy: Toward a unifying theory of behavioral change. Psychological Review. 1977, 84:191-215. 10.1037/0033-
295x.84.2.191

12. Battal F: A systematic review on psychological capital and psychological well-being (1993-2023). Turkish Psychological Counseling
and Guidance Journal. 2025, 15:299-312. 10.17066/tpdrd.1484585

13. Blau PM: Exchange and Power in Social Life. Journal of the Academy of Marketing Science (ed): John Wiley & Sons, Incorporated,
New York; 1964.

14. Bauer TN, Bodner T, Erdogan B, Truxillo DM, Tucker JS: Newcomer adjustment during organizational socialization: A meta-analytic
review of antecedents, outcomes, and methods. Journal of Applied Psychology. 2007, 92:707-721.

15. Cai W, Lysova EI, Bossink BAG, Khapova SN, Wang W: Psychological capital and self‐reported employee creativity: The moderating
role of supervisor support and job characteristics. Creativity and Innovation Management. 2019, 28:30-41. 10.1111/caim.12277

16. Carmeli A, Schaubroeck J: The influence of leaders' and other referents' normative expectations on individual involvement in
creative work. The Leadership Quarterly. 2007, 18:35-48. 10.1016/j.leaqua.2006.11.001

How to cite this article:
Biswakarma G, Gautam S (September 01, 2026) Unleashing Employee Creative Performance Behavior: Direct Influence of
Psychological Capital and the Mediating Role of Organizational Support in Service Sector Employees. Cureus J Bus Econ 3
: es44404-026-00255-1. DOI https://doi.org/10.7759/s44404-026-00255-1 Page 26 of 31

Unleashing Employee Creative Performance Behavior: Direct Influence of Psychological Capital and the Mediating Role of
Organizational Support in Service Sector Employees

https://dx.doi.org/10.1002/cjas.1314
https://dx.doi.org/10.1002/cjas.1314
https://dx.doi.org/10.1111/1748-8583.12148
https://dx.doi.org/10.1111/1748-8583.12148
https://dx.doi.org/10.1111/1748-8583.12148
https://dx.doi.org/10.1108/ijis-08-2022-0165
https://dx.doi.org/10.1108/ijis-08-2022-0165
https://dx.doi.org/10.1108/ijis-08-2022-0165
https://dx.doi.org/10.1108/ijis-08-2022-0165
https://dx.doi.org/10.1108/cdi-11-2016-0210
https://dx.doi.org/10.1108/cdi-11-2016-0210
https://dx.doi.org/10.1108/cdi-11-2016-0210
https://dx.doi.org/10.1108/ijis-01-2023-0017
https://dx.doi.org/10.1108/ijis-01-2023-0017
https://dx.doi.org/10.1108/ijis-01-2023-0017
https://dx.doi.org/10.1108/ijis-01-2023-0017
https://hbr.org/2008/10/creativity-and-the-role-of-the-leader
https://dx.doi.org/10.1002/hrm.20294
https://dx.doi.org/10.1002/hrm.20294
https://dx.doi.org/10.1177/10717919070130020401
https://dx.doi.org/10.1177/10717919070130020401
https://dx.doi.org/10.1002/hrdq.20070
https://dx.doi.org/10.1002/hrdq.20070
https://dx.doi.org/10.1002/hrdq.20070
https://www.researchgate.net/publication/404920821_Employee_Wellbeing_and_Work_Productivity_The_Role_of_Psychological_Capital
https://dx.doi.org/10.1037/0033-295x.84.2.191
https://dx.doi.org/10.1037/0033-295x.84.2.191
https://dx.doi.org/10.1037/0033-295x.84.2.191
https://dx.doi.org/10.17066/tpdrd.1484585
https://dx.doi.org/10.17066/tpdrd.1484585
http://scirp.org/reference/referencespapers?referenceid=611884
https://doi.org/10.1037/0021-9010.92.3.707
https://doi.org/10.1037/0021-9010.92.3.707
https://dx.doi.org/10.1111/caim.12277
https://dx.doi.org/10.1111/caim.12277
https://dx.doi.org/10.1111/caim.12277
https://dx.doi.org/10.1016/j.leaqua.2006.11.001
https://dx.doi.org/10.1016/j.leaqua.2006.11.001
https://dx.doi.org/10.1016/j.leaqua.2006.11.001


17. Carver CS, Scheier MF: The hopeful optimist. Psychological Inquiry. 2002, 13:288-290.

18. Chughtai MS, Syed F, Naseer S, Chinchilla N: Role of adaptive leadership in learning organizations to boost organizational
innovations with change self-efficacy. Current Psychology. 2024, 43:27262-27281. 10.1007/s12144-023-04669-z

19. Cizrelioğulları MN, Babayiğit MV: Effects of high-performance work system on job satisfaction: The mediating role of psychological
capital in the hotel employees of North Cyprus. Journal of Tourism and Services. 2022, 13:43-70. 10.29036/jots.v13i24.284

20. Dev S, Ejoke UP, Abraham J, Madukwe AU: Psychological capital as a catalyst: Unlocking job satisfaction, embeddedness, and
performance among international faculty. Cogent Education. 2025, 12:

21. Diamantopoulos A, Siguaw JA: Formative versus reflective indicators in organizational measure development: A comparison and
empirical illustration. British Journal of Management. 2006, 17:263-282. 10.1111/j.1467-8551.2006.00500.x

22. Dirks KT, Ferrin DL: Trust in leadership: Meta-analytic findings and implications for research and practice. The Journal of Applied
Psychology. 2002, 87:611-628. 10.1037/0021-9010.87.4.611

23. Eisenberger R, Stinglhamber F: Perceived Organizational Support: Fostering Enthusiastic and Productive Employees. American
Psychological Association, 2011. 10.1037/12318-000

24. Eisenberger R, Cummings J, Armeli S, Lynch P: Perceived organizational support, discretionary treatment, and job satisfaction. The
Journal of Applied Psychology. 1997, 82:812-820. 10.1037/0021-9010.82.5.812

25. Eisenberger R, Huntington R, Hutchison S, Sowa D: Perceived organizational support. The Journal of Applied Psychology. 1986,
71:500-507. 10.1037/0021-9010.71.3.500

26. Fazal-e-Hasan SM, Ahmadi H, Sekhon H, Mortimer G, Sadiq M, Kharouf H, Abid M: The role of green innovation and hope in
employee retention. Business Strategy and the Environment. 2023, 32:220-239. 10.1002/bse.3126

27. Flinkman M, Coco K, Rudman A, Leino-Kilpi H: Registered nurses' psychological capital: A scoping review. International Journal of
Nursing Practice. 2023, 29:e13183. 10.1111/ijn.13183

28. Ford CM: A theory of individual creative action in multiple social domains. The Academy of Management Review. 1996, 21:1112-
1142. 10.2307/259166

29. Gao Q, Wu C, Wang L, Zhao X: The entrepreneur’s psychological capital, creative innovation behavior, and enterprise performance.
Frontiers in Psychology. 2020, 11:1651. 10.3389/fpsyg.2020.01651

30. George JM, Zhou J: When openness to experience and conscientiousness are related to creative behavior: An interactional
approach.. The Journal of Applied Psychology. 2001, 86:513-524. 10.1037//0021-9010.86.3.513

31. Gilson LL: Why be creative: A review of the practical outcomes associated with creativity at the individual, group, and
organizational levels. Handbook of Organizational Creativity. Psychology Press, 2008. 303-322. 10.4324/9781003573326-16

32. Glaveanu VP, Hanchett Hanson M, Baer J, et al.: Advancing creativity theory and research: A socio‐cultural manifesto. The Journal of
Creative Behavior. 2019, 54:741-745. 10.1002/jocb.395

33. Golbraikh A, Tropsha A: Beware of q2!. Journal of Molecular Graphics and Modelling. 2002, 20:269-276. 10.1016/s1093-
3263(01)00123-1

34. Gomes da Costa M, Pinto LH, Martins H, Vieira DA: Developing psychological capital and emotional intelligence in higher
education: A field experiment with economics and management students. The International Journal of Management Education.
2021, 19:100516. 10.1016/j.ijme.2021.100516

35. Gonçalves L, Brandão F: The relation between leader’s humility and team creativity: The mediating effect of psychological safety
and psychological capital. International Journal of Organizational Analysis. 2017, 25:687-702. 10.1108/ijoa-06-2016-1036

36. Clapp-Smith R, Vogelgesang GR, Avey JB: Authentic Leadership and Positive Psychological Capital: The Mediating Role of Trust at
the Group Level of Analysis: The Mediating Role of Trust at the Group Level of Analysis. Journal of Leadership & Organizational
Studies. 2009, 15:227-240. 10.1177/154805180832659

37. Gong Y, Huang JC, Farh JL: Employee learning orientation, transformational leadership, and employee creativity: The mediating
role of employee creative self-efficacy. Academy of Management Journal. 2009, 52:765-778. 10.5465/amj.2009.43670890

38. Grözinger AC, Wolff S, Ruf PJ, Audretsch DB, Moog P: The impact of SME leader's psychological capital on strategic responses
during crisis. BRQ Business Research Quarterly. 2025, 28:265-287. 10.1177/23409444231184481

How to cite this article:
Biswakarma G, Gautam S (September 01, 2026) Unleashing Employee Creative Performance Behavior: Direct Influence of
Psychological Capital and the Mediating Role of Organizational Support in Service Sector Employees. Cureus J Bus Econ 3
: es44404-026-00255-1. DOI https://doi.org/10.7759/s44404-026-00255-1 Page 27 of 31

Unleashing Employee Creative Performance Behavior: Direct Influence of Psychological Capital and the Mediating Role of
Organizational Support in Service Sector Employees

https://psycnet.apa.org/record/2003-01827-004
https://dx.doi.org/10.1007/s12144-023-04669-z
https://dx.doi.org/10.1007/s12144-023-04669-z
https://dx.doi.org/10.1007/s12144-023-04669-z
https://dx.doi.org/10.29036/jots.v13i24.284
https://dx.doi.org/10.29036/jots.v13i24.284
https://dx.doi.org/10.29036/jots.v13i24.284
https://doi.org/10.1080/2331186X.2025.2555739
https://doi.org/10.1080/2331186X.2025.2555739
https://dx.doi.org/10.1111/j.1467-8551.2006.00500.x
https://dx.doi.org/10.1111/j.1467-8551.2006.00500.x
https://dx.doi.org/10.1111/j.1467-8551.2006.00500.x
https://dx.doi.org/10.1037/0021-9010.87.4.611
https://dx.doi.org/10.1037/0021-9010.87.4.611
https://dx.doi.org/10.1037/12318-000
https://dx.doi.org/10.1037/12318-000
https://dx.doi.org/10.1037/0021-9010.82.5.812
https://dx.doi.org/10.1037/0021-9010.82.5.812
https://dx.doi.org/10.1037/0021-9010.71.3.500
https://dx.doi.org/10.1037/0021-9010.71.3.500
https://dx.doi.org/10.1002/bse.3126
https://dx.doi.org/10.1002/bse.3126
https://dx.doi.org/10.1002/bse.3126
https://dx.doi.org/10.1111/ijn.13183
https://dx.doi.org/10.1111/ijn.13183
https://dx.doi.org/10.2307/259166
https://dx.doi.org/10.2307/259166
https://dx.doi.org/10.3389/fpsyg.2020.01651
https://dx.doi.org/10.3389/fpsyg.2020.01651
https://dx.doi.org/10.1037//0021-9010.86.3.513
https://dx.doi.org/10.1037//0021-9010.86.3.513
https://dx.doi.org/10.1037//0021-9010.86.3.513
https://dx.doi.org/10.4324/9781003573326-16
https://dx.doi.org/10.4324/9781003573326-16
https://dx.doi.org/10.4324/9781003573326-16
https://dx.doi.org/10.1002/jocb.395
https://dx.doi.org/10.1002/jocb.395
https://dx.doi.org/10.1016/s1093-3263(01)00123-1
https://dx.doi.org/10.1016/s1093-3263(01)00123-1
https://dx.doi.org/10.1016/s1093-3263(01)00123-1
https://dx.doi.org/10.1016/j.ijme.2021.100516
https://dx.doi.org/10.1016/j.ijme.2021.100516
https://dx.doi.org/10.1016/j.ijme.2021.100516
https://dx.doi.org/10.1108/ijoa-06-2016-1036
https://dx.doi.org/10.1108/ijoa-06-2016-1036
https://dx.doi.org/10.1108/ijoa-06-2016-1036
https://dx.doi.org/10.1177/154805180832659
https://dx.doi.org/10.1177/154805180832659
https://dx.doi.org/10.1177/154805180832659
https://dx.doi.org/10.5465/amj.2009.43670890
https://dx.doi.org/10.5465/amj.2009.43670890
https://dx.doi.org/10.5465/amj.2009.43670890
https://dx.doi.org/10.1177/23409444231184481
https://dx.doi.org/10.1177/23409444231184481
https://dx.doi.org/10.1177/23409444231184481


39. Gül G: Positive psychological capital and organizational commitment in organizations: conceptual study. Public Administration
and Law Review. 2025, 2:126-136.

40. Gumusluoglu L, Ilsev A: Transformational leadership, creativity, and organizational innovation. Journal of Business Research. 2009,
62:461-473. 10.1016/j.jbusres.2007.07.032

41. Gupta V, Singh S: Psychological capital as a mediator of the relationship between leadership and creative performance behaviors:
empirical evidence from the Indian R&D sector. The International Journal of Human Resource Management. 2014, 25:1373-1394.
10.1080/09585192.2013.870311

42. Hair JF: Next-generation prediction metrics for composite-based PLS-SEM. Industrial Management & Data Systems. 2021, 121:5-
11. 10.1108/imds-08-2020-0505

43. Hair JF, Hult GTM, Ringle CM, Sarstedt M: A Primer on Partial Least Squares Structural Equation Modeling (PLS-SEM). Sage, 2022.

44. Hémonnet-Goujot A, Ivens BS, Pardo C: Network creativity: A conceptual lens for inter- and intra-organizational creative processes.
Industrial Marketing Management. 2022, 102:503-513. 10.1016/j.indmarman.2022.02.002

45. Herrman H, Stewart DE, Diaz-Granados N, Berger EL, Jackson B, Yuen T: What is resilience?. The Canadian Journal of Psychiatry.
2011, 56:258-265. 10.1177/070674371105600504

46. Henseler J, Ringle CM, Sarstedt M: A new criterion for assessing discriminant validity in variance-based structural equation
modeling. Journal of the Academy of Marketing Science. 2015, 43:115-135. 10.1007/ s11747-014-0403-8

47. Hirst G, Van Knippenberg D, Zhou J: A cross-level perspective on employee creativity: Goal orientation, team learning behavior,
and individual creativity. Academy of Management Journal. 2009, 52:280-293. 10.5465/amj.2009.37308035

48. Ho HCY, Chan YC: Flourishing in the workplace: A one-year prospective study on the effects of perceived organizational support
and psychological capital. International Journal of Environmental Research and Public Health. 2022, 19:922.
10.3390/ijerph19020922

49. Hobfoll SE: Social and psychological resources and adaptation. Review of General Psychology. 2002, 6:307-324. 10.1037/1089-
2680.6.4.307

50. Holmgreen L, Tirone V, Gerhart J, Hobfoll SE: Conservation of resources theory: Resource caravans and passageways in health
contexts. The Handbook of Stress and Health: A Guide to Research and Practice. Cooper CL, Quick JC (ed): John Wiley & Sons, Ltd,
Hoboken (NJ); 2017. 443-457. 10.1002/9781118993811.ch27

51. House D: The top five profit drains and how to plug them. The Journal of Business Strategy. 2003, 24:32-35.
10.1108/02756660310508173

52. Huang SS, Yu Z, Shao Y, Yu M, Li Z: Relative effects of human capital, social capital and psychological capital on hotel employees'
job performance. International Journal of Contemporary Hospitality Management. 2021, 33:490-512. 10.1108/ijchm-07-2020-0650

53. Hui Q, Cao X, Lou L, He H: Empirical research on the influence of organizational support on psychological capital. American Journal
of Industrial and Business Management. 2014, 4:182-189. 10.4236/ajibm.2014.44025

54. Ibrahim A, Al-refaei AAA, Alshuhumi S, Al-Hidabi D, Ateeq A: The effect of entrepreneurial leadership on Employee’s creativity and
sustainable innovation performance in education sector: a literature review. Business Development via AI and Digitalization. 2024,
2:143-154. 10.1007/978-3-031-62102-4_82

55. Jabid AW, Amarullah D, Soleman MM, Sabuhari R, Zulkifli: From empowering leaders to innovative work behavior of SME
employees: the mediating role of psychological well-being and psychological capital. Cogent Business & Management. 2025,
12:10.1080/23311975.2025.2492401

56. Janssen O: Job demands, perceptions of effort‐reward fairness and innovative work behaviour. Journal of Occupational and
Organizational Psychology. 2000, 73:287-302. 10.1348/096317900167038

57. Kaviya A, Arumugam V, Vasudevan A, Razak A : Analysing the impact of work environment on job motivation and quality control
practices and its effect on production output in the leather industry. Scientific Reports. 2025, 15:

58. Kaur N, Bhullar PS: Understanding the role of demographics in shaping psychological capital, perceived organizational support
and employee engagement in banking sector. International Journal of Environmental Sciences. 2025, 11:70-78.

59. Khinvasara T, Ness S, Shankar A: Leveraging AI for enhanced quality assurance in medical device manufacturing. Asian Journal of
Research in Computer Science. 2024, 17:13-35. 10.9734/ajrcos/2024/v17i6454

How to cite this article:
Biswakarma G, Gautam S (September 01, 2026) Unleashing Employee Creative Performance Behavior: Direct Influence of
Psychological Capital and the Mediating Role of Organizational Support in Service Sector Employees. Cureus J Bus Econ 3
: es44404-026-00255-1. DOI https://doi.org/10.7759/s44404-026-00255-1 Page 28 of 31

Unleashing Employee Creative Performance Behavior: Direct Influence of Psychological Capital and the Mediating Role of
Organizational Support in Service Sector Employees

https://www.researchgate.net/publication/393213244_POSITIVE_PSYCHOLOGICAL_CAPITAL_AND_ORGANIZATIONAL_COMMITMENT_IN_ORGANIZATIONS_CONCEPTUAL_STUDY
https://dx.doi.org/10.1016/j.jbusres.2007.07.032
https://dx.doi.org/10.1016/j.jbusres.2007.07.032
https://dx.doi.org/10.1080/09585192.2013.870311
https://dx.doi.org/10.1080/09585192.2013.870311
https://dx.doi.org/10.1080/09585192.2013.870311
https://dx.doi.org/10.1108/imds-08-2020-0505
https://dx.doi.org/10.1108/imds-08-2020-0505
https://uk.sagepub.com/en-gb/eur/a-primer-on-partial-least-squares-structural-equation-modeling-pls-sem/book270548
https://dx.doi.org/10.1016/j.indmarman.2022.02.002
https://dx.doi.org/10.1016/j.indmarman.2022.02.002
https://dx.doi.org/10.1177/070674371105600504
https://dx.doi.org/10.1177/070674371105600504
https://dx.doi.org/10.1007/%20s11747-014-0403-8
https://dx.doi.org/10.1007/%20s11747-014-0403-8
https://dx.doi.org/10.1007/%20s11747-014-0403-8
https://dx.doi.org/10.5465/amj.2009.37308035
https://dx.doi.org/10.5465/amj.2009.37308035
https://dx.doi.org/10.5465/amj.2009.37308035
https://dx.doi.org/10.3390/ijerph19020922
https://dx.doi.org/10.3390/ijerph19020922
https://dx.doi.org/10.3390/ijerph19020922
https://dx.doi.org/10.1037/1089-2680.6.4.307
https://dx.doi.org/10.1037/1089-2680.6.4.307
https://dx.doi.org/10.1037/1089-2680.6.4.307
https://dx.doi.org/10.1002/9781118993811.ch27
https://dx.doi.org/10.1002/9781118993811.ch27
https://dx.doi.org/10.1002/9781118993811.ch27
https://dx.doi.org/10.1108/02756660310508173
https://dx.doi.org/10.1108/02756660310508173
https://dx.doi.org/10.1108/ijchm-07-2020-0650
https://dx.doi.org/10.1108/ijchm-07-2020-0650
https://dx.doi.org/10.1108/ijchm-07-2020-0650
https://dx.doi.org/10.4236/ajibm.2014.44025
https://dx.doi.org/10.4236/ajibm.2014.44025
https://dx.doi.org/10.1007/978-3-031-62102-4_82
https://dx.doi.org/10.1007/978-3-031-62102-4_82
https://dx.doi.org/10.1007/978-3-031-62102-4_82
https://dx.doi.org/10.1080/23311975.2025.2492401
https://dx.doi.org/10.1080/23311975.2025.2492401
https://dx.doi.org/10.1080/23311975.2025.2492401
https://dx.doi.org/10.1348/096317900167038
https://dx.doi.org/10.1348/096317900167038
https://doi.org/10.1038/s41598-025-08694-9
https://doi.org/10.1038/s41598-025-08694-9
https://theaspd.com/index.php/ijes/article/view/4022
https://theaspd.com/index.php/ijes/article/view/4022
https://dx.doi.org/10.9734/ajrcos/2024/v17i6454
https://dx.doi.org/10.9734/ajrcos/2024/v17i6454


60. Kim W, Hyun YS: The impact of personal resources on turnover intention: The mediating effects of work engagement. European
Journal of Training and Development. 2017, 41:705-721. 10.1108/ejtd-05-2017-0048

61. Küçükaydın MA: Modeling the relationship between academic self-efficacy, metacognitive thinking skills, career plan, and
academic motivation. Quality & Quantity. 2024, 58:1113-1130. 10.1007/s11135-023-01691-y

62. Kurtessis JN, Eisenberger R, Ford MT, Buffardi LC, Stewart KA, Adis CS: Perceived organizational support: A meta-analytic
evaluation of organizational support theory. Journal of Management. 2017, 43:1854-1884. 10.1177/0149206315575554

63. Layne CM, Beck C, Rimmasch H, Southwick J, Moreno M, Hobfoll S: Promoting "resilient" posttraumatic adjustment in childhood
and beyond: "unpacking" life events, adjustment trajectories, resources, and interventions. Treating Traumatized Children: Risk,
Resilience and Recovery. Brom D, Pat-Horenczyk R, Ford JD (ed): Routledge, London; 2009. 13-47.

64. Liu L, Hu S, Wang L, Sui G, Ma L: Positive resources for combating depressive symptoms among Chinese male correctional officers:
perceived organizational support and psychological capital. BMC Psychiatry. 2013, 13:89. 10.1186/1471-244x-13-89

65. Liu L, Wen F, Xu X, Wang L: Effective resources for improving mental health among Chinese underground coal miners: Perceived
organizational support and psychological capital. Journal of Occupational Health. 2015, 57:58-68. 10.1539/joh.14-0082-oa

66. Long W, Liu D, Zhang W: Resilient leadership and SME performance in times of crisis: The mediating roles of temporal
psychological capital and innovative behavior. Sustainability. 2025, 17:7920. 10.3390/su17177920

67. Luthans F: Positive organizational behavior: Developing and managing psychological strengths. Academy of Management
Executive. 2002, 16:57-72. 10.5465/ame.2002.6640181

68. Luthans F: The need for and meaning of positive organizational behavior. Journal of Organizational Behavior. 2002, 23:695-706.
10.1002/job.165

69. Luthans F, Luthans KW, Luthans BC: Positive psychological capital: beyond human and social capital. Business Horizons. 2004,
47:45-50. 10.1016/j.bushor.2003.11.007

70. Luthans F, Youssef CM, Avolio BJ: Psychological Capital: Developing the Human Competitive Edge. Oxford University Press, Oxford,
UK; 2007.

71. Luthans F, Youssef-Morgan CM, Avolio BJ: Psychological Capital and Beyond. Oxford University Press, Oxford, UK; 2015.

72. Luthans F, Avolio BJ, Avey JB, Norman SM: Positive psychological capital: Measurement and relationship with performance and
satisfaction. Personnel Psychology. 2007, 60:541-572. 10.1111/j.1744-6570.2007.00083.x

73. Mejia C, D'Ippolito B, Kajikawa Y: Major and recent trends in creativity research: An overview of the field with the aid of
computational methods. Creativity and Innovation Management. 2021, 30:475-497. 10.1111/caim.12453

74. Michael LAH, Hou ST, Fan HL: Creative self-efficacy and innovative behavior in a service setting: Optimism as a moderator. The
Journal of Creative Behavior. 2011, 45:258-272.

75. Mishra P, Bhatnagar J, Gupta R: Role of psychological capital in the relationship between work-to-family enrichment, family-to-
work enrichment and innovative work behavior. 2013.

76. Moon TH: Relationships among mother's thinking style, parenting self-efficacy, and children's social competence. Korean Journal
of Child Studies. 2002, 23:49-63.

77. Mualimin J, Setyadi D, Zainurossalamia S, Kuleh J, Aziz A: Role of psychological capital in moderating the influence of employee
engagement and creativity on the performance of nursing staff at class A regional hospitals in East Kalimantan Province,
Indonesia. Journal of Management World. 2025, 2025:759-765. 10.53935/jomw.v2024i4.795

78. Mumford MD, Hester KS, Robledo IC: Chapter 1 - Creativity in organizations: Importance and approaches. Handbook of
Organizational Creativity. 2012, 3-16. 10.1016/b978-0-12-374714-3.00001-x

79. Mutonyi BR, Fredheim R, Slåtten T: The role of psychological safety and psychological capital in linking leadership curiosity to
employee creative performance. Cogent Social Sciences. 2025, 11:2458060. 10.1080/23311886.2025.2458060

80. Nengrum W, Baskara A, Fajri A: Perceived organizational support on employee creativity: The mediating role work engagement as
a mediator. Ekombis Review: Jurnal Ilmiah Ekonomi dan Bisnis. 2025, 13:3065-3076. 10.37676/ekombis.v13i3

81. Ojha M, Kandpal V, Singh A: Examining the mediating role of employee creativity: a study of how knowledge management
influences and employee performance works in higher education institutions. Future Business Journal. 2025, 11:81.
10.1186/s43093-025-00480-3

How to cite this article:
Biswakarma G, Gautam S (September 01, 2026) Unleashing Employee Creative Performance Behavior: Direct Influence of
Psychological Capital and the Mediating Role of Organizational Support in Service Sector Employees. Cureus J Bus Econ 3
: es44404-026-00255-1. DOI https://doi.org/10.7759/s44404-026-00255-1 Page 29 of 31

Unleashing Employee Creative Performance Behavior: Direct Influence of Psychological Capital and the Mediating Role of
Organizational Support in Service Sector Employees

https://dx.doi.org/10.1108/ejtd-05-2017-0048
https://dx.doi.org/10.1108/ejtd-05-2017-0048
https://dx.doi.org/10.1007/s11135-023-01691-y
https://dx.doi.org/10.1007/s11135-023-01691-y
https://dx.doi.org/10.1007/s11135-023-01691-y
https://dx.doi.org/10.1177/0149206315575554
https://dx.doi.org/10.1177/0149206315575554
https://dx.doi.org/10.1177/0149206315575554
https://psycnet.apa.org/record/2008-07817-002
https://psycnet.apa.org/record/2008-07817-002
https://dx.doi.org/10.1186/1471-244x-13-89
https://dx.doi.org/10.1186/1471-244x-13-89
https://dx.doi.org/10.1186/1471-244x-13-89
https://dx.doi.org/10.1539/joh.14-0082-oa
https://dx.doi.org/10.1539/joh.14-0082-oa
https://dx.doi.org/10.1539/joh.14-0082-oa
https://dx.doi.org/10.3390/su17177920
https://dx.doi.org/10.3390/su17177920
https://dx.doi.org/10.3390/su17177920
https://dx.doi.org/10.5465/ame.2002.6640181
https://dx.doi.org/10.5465/ame.2002.6640181
https://dx.doi.org/10.1002/job.165
https://dx.doi.org/10.1002/job.165
https://dx.doi.org/10.1016/j.bushor.2003.11.007
https://dx.doi.org/10.1016/j.bushor.2003.11.007
https://academic.oup.com/book/26255
https://global.oup.com/academic/product/psychological-capital-and-beyond-9780199316472?cc=np&lang=en&
https://dx.doi.org/10.1111/j.1744-6570.2007.00083.x
https://dx.doi.org/10.1111/j.1744-6570.2007.00083.x
https://dx.doi.org/10.1111/j.1744-6570.2007.00083.x
https://dx.doi.org/10.1111/caim.12453
https://dx.doi.org/10.1111/caim.12453
https://dx.doi.org/10.1111/caim.12453
https://www.researchgate.net/publication/259176562_Creative_Self-Efficacy_and_Innovative_Behavior_in_a_Service_Setting_Optimism_as_a_Moderator
https://www.researchgate.net/publication/261395281_Role_of_psychological_capital_in_the_relationship_between_work-to-family_enrichment_family-to-work_enrichment_and_innovative_work_behavior
https://www.researchgate.net/publication/261395281_Role_of_psychological_capital_in_the_relationship_between_work-to-family_enrichment_family-to-work_enrichment_and_innovative_work_behavior
https://koreascience.kr/article/JAKO200226661729037.page
https://dx.doi.org/10.53935/jomw.v2024i4.795
https://dx.doi.org/10.53935/jomw.v2024i4.795
https://dx.doi.org/10.53935/jomw.v2024i4.795
https://dx.doi.org/10.53935/jomw.v2024i4.795
https://dx.doi.org/10.1016/b978-0-12-374714-3.00001-x
https://dx.doi.org/10.1016/b978-0-12-374714-3.00001-x
https://dx.doi.org/10.1080/23311886.2025.2458060
https://dx.doi.org/10.1080/23311886.2025.2458060
https://dx.doi.org/10.1080/23311886.2025.2458060
https://dx.doi.org/10.37676/ekombis.v13i3
https://dx.doi.org/10.37676/ekombis.v13i3
https://dx.doi.org/10.37676/ekombis.v13i3
https://dx.doi.org/10.1186/s43093-025-00480-3
https://dx.doi.org/10.1186/s43093-025-00480-3
https://dx.doi.org/10.1186/s43093-025-00480-3


82. Ozturk A, Karatepe OM: Frontline hotel employees' psychological capital, trust in organization, and their effects on nonattendance
intentions, absenteeism, and creative performance. Journal of Hospitality Marketing & Management. 2019, 28:217-239.
10.1080/19368623.2018.1509250

83. Peterson C, Chang EC: Optimism and flourishing. Flourishing: Positive Psychology and the Life Well-Lived. Keyes CLM, Haidt J (ed):
American Psychological Association, 2003. 55-79. 10.1037/10594-003

84. Peterson C, Seligman ME: Character Strengths and Virtues: A Handbook and Classification. Oxford University Press, 2004.

85. Probst TM, Gailey NJ, Jiang L, Bohle SL: Psychological capital: Buffering the longitudinal curvilinear effects of job insecurity on
performance. Safety Science. 2017, 100:74-82. 10.1016/j.ssci.2017.02.002

86. Rangachari P, Woods JL: Preserving organizational resilience, patient safety, and staff retention during COVID-19 requires a holistic
consideration of the psychological safety of healthcare workers. International Journal of Environmental Research and Public
Health. 2020, 17:4267. 10.3390/ijerph17124267

87. Rego A, Marques C, Leal S, Sousa F, Pina e Cunha M: Psychological capital and performance of Portuguese civil servants: exploring
neutralizers in the context of an appraisal system. The International Journal of Human Resource Management. 2010, 21:1531-
1552. 10.1080/09585192.2010.488459

88. Rego A, Owens B, Leal S, Melo AI, Pina e Cunha MPE, Gonçalves L, Ribeiro P: How leader humility helps teams to be humbler,
psychologically stronger, and more effective: A moderated mediation model. The Leadership Quarterly. 2017, 28:639-658.
10.1016/j.leaqua.2017.02.002

89. Rego A, Sousa F, Marques C, Pina e Cunha M: Authentic leadership promoting employees' psychological capital and creativity.
Journal of Business Research. 2012, 65:429-437. 10.1016/j.jbusres.2011.10.003

90. Rego A, Sousa F, Marques C, Pina e Cunha M: Hope and positive affect mediating the authentic leadership and creativity
relationship. Journal of Business Research. 2014, 67:200-210. 10.1016/j.jbusres.2012.10.003

91. Ren Y, Li G, Pu D, et al.: The relationship between perceived organizational support and burnout in newly graduated nurses from
southwest China: the chain mediating roles of psychological capital and work engagement. BMC Nursing. 2024, 23:719.
10.1186/s12912-024-02386-x

92. Saleh MSM, Abdelwahid AEEA, Elsabahy HE, Eltahan AA, Ata AA: Visionary leadership: the mediating role of organizational support
on nurse interns' creativity and organizational effectiveness. BMC Nursing. 2025, 24:400. 10.1186/s12912-025-02951-y

93. Saumina RM, Musnadi S, Putra TRI: The effect of managerial coaching behaviour, organizational commitment, and employee
psychological capital on job satisfaction and employee performance in regional office of DJKN Aceh. International Journal of
Scientific and Management Research. 2020, 3:94-106.

94. Shaheen S, Bukhari I, Adil A: Moderating role of psychological capital between perceived organizational support and
organizational citizenship behavior and its dimensions. International Journal of Research Studies in Psychology. 2016,
5:10.5861/ijrsp.2016.1375

95. Shalley CE, Gilson LL, Blum TC: Interactive effects of growth need strength, work context, and job complexity on self-reported
creative performance. Academy of Management Journal. 2009, 52:489-505. 10.5465/amj.2009.41330806

96. Sihag P: The mediating role of perceived organizational support on psychological capital - employee engagement relationship: a
study of Indian IT industry. Journal of Indian Business Research. 2021, 13:154-186. 10.1108/jibr-01-2019-0014

97. Snyder CR, Rand KL, Sigmon DR: Hope theory: A member of the positive psychology family. Handbook of Positive Psychology.
Snyder CR, Lopez SJ (ed): Oxford Academic, New York, NY; 2002. 10.1093/oso/9780195135336.003.0019

98. Stajkovic AD, Luthans F: Social cognitive theory and self-efficacy: Going beyond traditional motivational and behavioral
approaches. Organizational Dynamics. 1998, 26:62-74. 10.1016/s0090-2616(98)90006-7

99. Sujatha M, Mukherjee U, Singh N, Bamel U: Improving creativity among SME employees: exploring the role of organization-based
self-esteem and psychological capital. Employee Relations: The International Journal. 2023, 45:944-965. 10.1108/er-04-2022-0188

100. Sweetman D, Luthans F, Avey JB, Luthans BC: Relationship between positive psychological capital and creative performance.
Canadian Journal of Administrative Sciences. 2011, 28:4-13. 10.1002/cjas.175

101. Taştan SB: Psychological capital: A positive psychological resource and its relationship with creative performance behavior.
Anadolu Üniversitesi Sosyal Bilimler Dergisi. 2016, 16:101-118. 10.18037/ausbd.389199

How to cite this article:
Biswakarma G, Gautam S (September 01, 2026) Unleashing Employee Creative Performance Behavior: Direct Influence of
Psychological Capital and the Mediating Role of Organizational Support in Service Sector Employees. Cureus J Bus Econ 3
: es44404-026-00255-1. DOI https://doi.org/10.7759/s44404-026-00255-1 Page 30 of 31

Unleashing Employee Creative Performance Behavior: Direct Influence of Psychological Capital and the Mediating Role of
Organizational Support in Service Sector Employees

https://dx.doi.org/10.1080/19368623.2018.1509250
https://dx.doi.org/10.1080/19368623.2018.1509250
https://dx.doi.org/10.1080/19368623.2018.1509250
https://dx.doi.org/10.1037/10594-003
https://dx.doi.org/10.1037/10594-003
https://global.oup.com/academic/product/character-strengths-and-virtues-9780195167016?cc=np&lang=en&
https://dx.doi.org/10.1016/j.ssci.2017.02.002
https://dx.doi.org/10.1016/j.ssci.2017.02.002
https://dx.doi.org/10.1016/j.ssci.2017.02.002
https://dx.doi.org/10.3390/ijerph17124267
https://dx.doi.org/10.3390/ijerph17124267
https://dx.doi.org/10.3390/ijerph17124267
https://dx.doi.org/10.1080/09585192.2010.488459
https://dx.doi.org/10.1080/09585192.2010.488459
https://dx.doi.org/10.1080/09585192.2010.488459
https://dx.doi.org/10.1016/j.leaqua.2017.02.002
https://dx.doi.org/10.1016/j.leaqua.2017.02.002
https://dx.doi.org/10.1016/j.leaqua.2017.02.002
https://dx.doi.org/10.1016/j.jbusres.2011.10.003
https://dx.doi.org/10.1016/j.jbusres.2011.10.003
https://dx.doi.org/10.1016/j.jbusres.2012.10.003
https://dx.doi.org/10.1016/j.jbusres.2012.10.003
https://dx.doi.org/10.1016/j.jbusres.2012.10.003
https://dx.doi.org/10.1186/s12912-024-02386-x
https://dx.doi.org/10.1186/s12912-024-02386-x
https://dx.doi.org/10.1186/s12912-024-02386-x
https://dx.doi.org/10.1186/s12912-025-02951-y
https://dx.doi.org/10.1186/s12912-025-02951-y
https://dx.doi.org/10.1186/s12912-025-02951-y
https://ijsmr.in/doc/ijsmr_01_6888_98.pdf
https://ijsmr.in/doc/ijsmr_01_6888_98.pdf
https://dx.doi.org/10.5861/ijrsp.2016.1375
https://dx.doi.org/10.5861/ijrsp.2016.1375
https://dx.doi.org/10.5861/ijrsp.2016.1375
https://dx.doi.org/10.5465/amj.2009.41330806
https://dx.doi.org/10.5465/amj.2009.41330806
https://dx.doi.org/10.5465/amj.2009.41330806
https://dx.doi.org/10.1108/jibr-01-2019-0014
https://dx.doi.org/10.1108/jibr-01-2019-0014
https://dx.doi.org/10.1108/jibr-01-2019-0014
https://dx.doi.org/10.1093/oso/9780195135336.003.0019
https://dx.doi.org/10.1093/oso/9780195135336.003.0019
https://dx.doi.org/10.1016/s0090-2616(98)90006-7
https://dx.doi.org/10.1016/s0090-2616(98)90006-7
https://dx.doi.org/10.1016/s0090-2616(98)90006-7
https://dx.doi.org/10.1108/er-04-2022-0188
https://dx.doi.org/10.1108/er-04-2022-0188
https://dx.doi.org/10.1108/er-04-2022-0188
https://dx.doi.org/10.1002/cjas.175
https://dx.doi.org/10.1002/cjas.175
https://dx.doi.org/10.18037/ausbd.389199
https://dx.doi.org/10.18037/ausbd.389199


102. Tharushika KRDS, Sellar T, Arulrajah AA: How does transformational leadership influence employees’ creativity? Examining the
mediating role of perceived organizational support. Sri Lankan Journal of Human Resource Management. 2025, 15:

103. Tierney P, Farmer SM: Creative self-efficacy: Its potential antecedents and relationship to creative performance. Academy of
Management Journal. 2002, 45:1137-1148. 10.2307/3069429

104. Turgut M, Aykan E, Haskebapci FH: The impact of entrepreneurial leadership on employee performance: mediating role of
creativity and moderating role of organizational support in Kayseri SMEs. Pressacademia. 2025, 12:1-14.
10.17261/pressacademia.2025.1970

105. van Knippenberg D, Hirst G: A motivational lens model of person × situation interactions in employee creativity. Journal of
Applied Psychology. 2020, 105:1129-1144. 10.1037/apl0000486

106. Watt JD, Piotrowski C: Creativity Research in a Business Context: Implications for Assessment. SIS Journal of Projective Psychology
& Mental Health. 2025, 32:8-13.

107. Xu Q, Hou Z, Zhang C, Yu F, Guan J, Liu X: Human capital, social capital, psychological capital, and job performance: Based on
fuzzy-set qualitative comparative analysis. Frontiers in Psychology. 2022, 13:938875. 10.3389/fpsyg.2022.938875

108. Yam L, Raybould M, Gordon R: Employment stability and retention in the hospitality industry: Exploring the role of job
embeddedness. Journal of Human Resources in Hospitality & Tourism. 2018, 17:445-464. 10.1080/15332845.2018.1449560

109. Yang MH, Yang HW, Yeh CT, Mui WC: The impacts of perceived organizational support and psychological capital on sport burnout
of junior high school physical education students. Life Science Journal. 2013, 10:1946-1956.

110. Yang W, Lee PC: Retaining hospitality talent during COVID-19: the joint impacts of employee resilience, work social support and
proactive personality on career change intentions. International Journal of Contemporary Hospitality Management. 2023,
35:3389-3409. 10.1108/ijchm-07-2020-0761

111. Zaeni N, Maryadi M, Salim M, Kitta S: The relationship between employee motivation, creativity and performance. Paradoks :
Jurnal Ilmu Ekonomi. 2024, 7:466-480. 10.57178/paradoks.v7i4.991

112. Zhang JY, Du RN, Wang ZR, et al.: The relationship between perceived organizational support and insomnia in psychiatric nurses in
China: the mediating role of psychological capital. BMC Nursing. 2025, 24:915.

How to cite this article:
Biswakarma G, Gautam S (September 01, 2026) Unleashing Employee Creative Performance Behavior: Direct Influence of
Psychological Capital and the Mediating Role of Organizational Support in Service Sector Employees. Cureus J Bus Econ 3
: es44404-026-00255-1. DOI https://doi.org/10.7759/s44404-026-00255-1 Page 31 of 31

Unleashing Employee Creative Performance Behavior: Direct Influence of Psychological Capital and the Mediating Role of
Organizational Support in Service Sector Employees

https://journals.sjp.ac.lk/index.php/sljhrm/article/view/7847
https://journals.sjp.ac.lk/index.php/sljhrm/article/view/7847
https://dx.doi.org/10.2307/3069429
https://dx.doi.org/10.2307/3069429
https://dx.doi.org/10.17261/pressacademia.2025.1970
https://dx.doi.org/10.17261/pressacademia.2025.1970
https://dx.doi.org/10.17261/pressacademia.2025.1970
https://dx.doi.org/10.1037/apl0000486
https://dx.doi.org/10.1037/apl0000486
https://www.proquest.com/openview/b3bb7c3b3117b8e31f69cedc988596fa/1.pdf?pq-origsite=gscholar&cbl=29082
https://dx.doi.org/10.3389/fpsyg.2022.938875
https://dx.doi.org/10.3389/fpsyg.2022.938875
https://dx.doi.org/10.3389/fpsyg.2022.938875
https://dx.doi.org/10.1080/15332845.2018.1449560
https://dx.doi.org/10.1080/15332845.2018.1449560
https://dx.doi.org/10.1080/15332845.2018.1449560
https://www.researchgate.net/publication/289196643_The_impacts_of_perceived_organizational_support_and_psychological_capital_on_sport_burnout_of_junior_high_school_physical_education_students
https://www.researchgate.net/publication/289196643_The_impacts_of_perceived_organizational_support_and_psychological_capital_on_sport_burnout_of_junior_high_school_physical_education_students
https://dx.doi.org/10.1108/ijchm-07-2020-0761
https://dx.doi.org/10.1108/ijchm-07-2020-0761
https://dx.doi.org/10.1108/ijchm-07-2020-0761
https://dx.doi.org/10.57178/paradoks.v7i4.991
https://dx.doi.org/10.57178/paradoks.v7i4.991
https://pmc.ncbi.nlm.nih.gov/articles/PMC12261721/
https://pmc.ncbi.nlm.nih.gov/articles/PMC12261721/

