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Abstract. The research is grounded in social exchange theory and focuses on
employees within enterprises in China. Employing methodologies such as relia-
bility and validity analysis, confirmatory factor analysis, and multilevel linear
regression, this study investigates the impact mechanisms of various employee-
organizational relationship (EOR) models and psychological contracts on em-
ployee creativity. The findings reveal that investment-oriented EOR significant-
ly enhances employee creativity. Additionally, the psychological contract
serves a mediating role in the relationship between employee-organizational re-
lationships and employee creativity, with relational psychological contracts ex-
hibiting a notable positive influence on employee creativity.

Keywords: employee creativity, employee-organizational relationship, psycho-
logical contract

1 Introduction

At present, Chinese enterprises are confronted with unprecedented challenges and
opportunities. On the international front, Western countries—particularly the United
States—are increasingly cautious about China's rise. They are employing various
measures to suppress China's related industries and technologies in an effort to hinder
the development of its high-tech sectors. For example, they have enacted the "Holding
Foreign Companies Accountable Act," which restricts Chinese enterprises from rais-
ing capital in the U.S., and have added numerous Chinese companies to the "Entity
List," thereby prohibiting these firms from purchasing American products. Many of
these companies operate within currently popular technological fields, such as
Huawei and Hikvision. Domestically, under a national strategy aimed at strengthening
strategic scientific and technological capabilities while enhancing independent control
over industrial and supply chains—and achieving carbon peaking and carbon neutrali-
ty goals—the existing industrial structure and energy framework are undergoing sig-
nificant adjustments and optimizations. Enhancing independent innovation capabili-
ties has become an essential pathway for enterprises seeking to improve their core
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competitiveness. As is widely recognized, creativity serves as both the source and
foundation of innovation. To bolster organizational innovation capabilities, it is im-
perative to foster employees' creativity [1]. The innovation that drives enterprise
growth originates from employee creativity; thus, organizations must expand their
expectations beyond merely requiring employees to possess necessary knowledge and
skills or meet basic job requirements. Instead, there is a growing need for employees
who can contribute creative solutions that keep enterprises dynamic and competi-
tive.What type of employment model can more effectively enhance employees' work
motivation, mobilize their enthusiasm and initiative, stimulate their creative thinking
and activities, and ultimately improve their independent innovation capabilities is a
pressing issue that enterprises must address. Existing research primarily focuses on
team creativity from an organizational perspective. For instance, Jia et al. examined
the relationship between employee organizational relationships and team creativity
through the lens of social structure theory [2]. However, there is a relative scarcity of
studies investigating how employee organizational relationships impact individual
creativity.

Consequently, this study targets enterprise employees as its subjects and adopts an
employee-centric perspective to explore the connection between employee organiza-
tional relationships and individual creativity. The aim is to verify whether these or-
ganizational relationships can foster employees' individual creativity, thereby enhanc-
ing and enriching both the theories surrounding employee organizational relationships
and those related to creativity.

2 Theoretical Analysis and Research Hypotheses

2.1  The Impact of Employee-Organization Relationship on Employee
Creativity

Creativity is defined as the generation of novel, practical, and valuable ideas, while
innovation refers to the implementation of these new ideas. Innovation activities are
derived from creativity, with the outcome of creativity manifesting as innovation [1,
3]. For individuals, creativity enables them to effectively navigate and resolve com-
plex problems encountered in the workplace [4]. For organizations, fostering creativi-
ty is essential for survival and competitiveness; it serves as a driving force behind
prosperity and development [5]. Consequently, investigating how to effectively stimu-
late individual creativity and understanding the internal mechanisms that facilitate
creative thinking or engagement in creative activities represent significant research
topics within organizational management. Employee creativity is primarily examined
at an individual level. In this domain, most studies treat employee creativity as a de-
pendent variable by exploring various factors that influence it. Early research predom-
inantly concentrated on individual characteristics—such as personality traits,
knowledge and skills, and motivation—to determine their impact on creativity. More
recently, there has been a growing emphasis on environmental factors affecting em-
ployee creativity along with examining the interactions between individuals and their
environments.
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Employee-organization relationship management is a fundamental approach for en-
terprises to effectively manage their workforce. The employee-organization relation-
ship (EOR) model is not merely a predetermined exogenous variable; rather, its selec-
tion and development are intricately linked to the specific characteristics of an enter-
prise's human resource management practices. This process reflects the enterprise's
strategic choices based on the significance and capacity of its human resource man-
agement. Consequently, we assert that the choice of an EOR model represents an
active decision by the enterprise and serves as an indicator of its managerial capabili-
ties. Investigating how various EOR models influence creativity holds substantial
importance for enhancing organizational management capabilities and fostering inno-
vation. Ng & Feldman identified that the mutual investment type of EOR positively
impacts organizational innovation capability through human capital, while underin-
vestment types interact with human capital in ways that also affect this capability [6].
Furthermore, Jia et al. demonstrated that communication density mediates the rela-
tionship between mutual investment types of EOR and team creativity, with mutual
investment exerting the most significant effect [2]. Currently, there exists a paucity of
research focusing on how employee-organization relationships impact team creativity,
with even fewer studies addressing their influence on individual employee creativity.
In summary, it appears that the mutual investment type of EOR may exert a particu-
larly strong influence on individual employee creativity.

Based on this discussion, we propose the following hypothesis:

H1: Compared to other types of EOR, the mutual investment type has a more pro-
nounced positive impact on employee creativity.

2.2 The Mediating Role of Psychological Contract

The relationship between employees and organizations fundamentally constitutes a
social exchange that adheres to the principles of equity and reciprocity. The process
of establishing a psychological contract involves the organization offering various
incentives and expectations to employees, thereby achieving a balance between em-
ployee contributions and rewards as perceived by the employees themselves. Employ-
ees' beliefs regarding mutual responsibilities with the organization are grounded in
their subjective interpretations of the organization's commitments, which may not
necessarily be acknowledged by the organization or its representatives [7]. Although
psychological contracts are implicit and lack legal protection, they exert significant
motivational influence; when such contracts are breached, it can lead to a crisis of
trust among employees towards the organization, potentially jeopardizing its normal
development [8]. Consequently, it is evident that psychological contracts can shape
employee behavior and attitudes, subsequently impacting organizational growth. In
research concerning employee-organization relationships, most studies focus on how
these relationships affect organizational performance, individual performance, organi-
zational commitment, perceived fairness, perceived trust, etc., through economic ex-
changes and social exchanges [9-11]. However, there has been insufficient attention
given to how employee-organization relationships—through employees’ psychologi-
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cal perceptions—form an understanding of mutual responsibilities and obligations
that ultimately influences their behaviors and attitudes.

Based on this, the present study investigates the mediating role of psychological
contracts in the relationship between employees and organizations concerning em-
ployee creativity. Scholars have extensively researched how to stimulate employee
creativity. According to Amabile's component theory of creativity, intrinsic motiva-
tion is a fundamental element in fostering individual creativity and serves as a crucial
mechanism through which external factors influence it [3]. Deci & Ryan (2000) cate-
gorized motivation into intrinsic and extrinsic types. Intrinsic motivation refers to an
individual's engagement in work driven by genuine interest, while extrinsic motiva-
tion pertains to participation motivated by economic rewards or high evaluations [12].
The internalization process of extrinsic motivation alongside a strong level of intrinsic
motivation can invigorate individuals, enabling them to adeptly navigate complex
situations or persistently engage in tasks that may be uninteresting yet essential. This
dynamic fosters cognitive flexibility or persistence during motivational information
processing, thereby enhancing individual creativity [13]. Individual creative behavior
is influenced not only by personal factors such as intrinsic motivation but also signifi-
cantly shaped by the surrounding environment [14]. The impact of external environ-
mental factors and the gradual internalization of extrinsic motivations encourage em-
ployees to cultivate stronger intrinsic motivations over time, thus promoting sustained
creativity among them. When individuals encounter organizational reward systems
within their work environments, they engage in value attribution processes. Based on
these value judgments, individuals are capable of exerting heightened levels of crea-
tivity [14]. In summary, the incentives and expectations that organizations provide to
their employees may significantly influence individual creativity through the per-
ceived fulfillment of psychological contracts. Therefore, we propose the following
hypothesis:

H2: The psychological contract will serve as a mediating factor in the relationship
between employees and organizations, impacting employee creativity.

3 Research Methods and Design

3.1 Sample and Data Collection

This study utilized a questionnaire survey method, targeting employees from various
provinces in China. A total of 2,566 questionnaires were distributed and collected
online in February 2021, resulting in 510 valid responses. The samples were catego-
rized based on the personal characteristics of the respondents. In terms of gender,
females represented the largest proportion at 57.65%. Regarding educational attain-
ment, individuals with a bachelor's degree constituted the highest percentage at
74.71%. Concerning years of service, over 30% of participants reported having be-
tween four to six years of experience. In terms of departmental distribution, the R&D
department accounted for the highest proportion at 30.00%. With respect to annual
salary, 42.75% of respondents earned an annual income ranging from ¥110,000 to
¥200,000; this was followed by 36.86% who earned between ¥50,000 and ¥100,000.
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Such demographic distribution may introduce several biases: (1)Gender Bias:** The
higher proportion of female respondents may influence the results, as research sug-
gests that women tend to perceive psychological contracts in terms of relational inter-
actions. Future studies should aim for a more balanced gender ratio. (2)Departmental
Bias: Employees in the R&D department typically engage in more innovative tasks
and may exhibit greater creativity compared to those in other departments (such as
administrative or production sectors). Consequently, caution is warranted when gen-
eralizing conclusions to non-R&D positions. (3)Self-Selection Bias: Online surveys
depend on voluntary participation, which can result in a sample skewed towards indi-
viduals who are more attuned to organizational relationships or possess higher educa-
tional qualifications (74.71% hold a bachelor's degree or above). It is advisable for
future studies to employ stratified sampling methods or incorporate mixed data
sources (such as offline interviews) to enhance representativeness.

3.2  Variable Measurement

In this study, employee-organization relationship (EOR) is identified as the core inde-
pendent variable; psychological contract serves as the mediating variable; and em-
ployee creativity is designated as the dependent variable—comprising one core inde-
pendent variable, one dependent variable, and one mediating variable. The psycholog-
ical contract consists of both transactional and relational components. EOR was as-
sessed using a scale developed by Jia et al. [2], which includes 27 items across four
dimensions that describe varying degrees of EOR engagement. The Psychological
Contract was measured utilizing a scale created by Martin & Matthew [15], encom-
passing two dimensions with a total of 17 items. Employee Creativity was evaluated
based on a scale established by Tierney, Farmer & Graen [16], consisting of nine
questions.

4 Data Analysis

4.1 Descriptive Statistical Results of Each Variable

A descriptive statistical analysis of the research variables and their corresponding
measurement items was conducted using SPSS 22.0 software, calculating the means
and standard deviations for each item and variable. The primary independent variable,
employee-organization relationship, comprised a questionnaire consisting of ques-
tions 1 to 27, yielding an average score of 3.76. Among the various developmental
incentives—material incentives, role-based expectations, and extra-role expecta-
tions—the average score for role-based expectations was notably high at 4.47, sug-
gesting that perceptions of the employee-organization relationship are predominantly
influenced by role-based expectations. Employee creativity was assessed through a
questionnaire containing questions 1 to 9, resulting in an average score of 3.53. The
psychological contract consisted of questions numbered from 1 to 17 with an average
value of 3.26; conversely, relational contracts achieved a higher mean score of 3.73,
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indicating that perceptions regarding psychological contracts are primarily derived
from relational contracts.

4.2  Reliability Analysis

This study assessed the consistency and stability of the survey instrument's measure-
ment results utilizing Cronbach's alpha coefficient as a reliability metric. Generally
accepted standards suggest that a Cronbach's alpha value exceeding 0.9 indicates
excellent scale reliability while values above 0.6 are deemed acceptable thresholds for
reliability assessment. Our findings reveal that the alpha coefficients for developmen-
tal incentives (0.857), material incentives (0.744), intra-role expectations (0.798),
extra-role expectations (0.687), relational contracts (0.822), transactional contracts
(0.754), and employee creativity (0 .869) demonstrate satisfactory levels of reliability
across all measured constructs.

4.3  Confirmatory Factor Analysis

As is shown in Table 1, the four-factor confirmatory factor analysis of the employee-
organization relationship reveals that the goodness-of-fit indicators are as follows: >
=771.689, DF = 289, y*/df = 2.67, RMSEA = 0.057, GFI = 0.892, NFI = 0.852, CFI =
0.901; all of these values meet or exceed the acceptable fit standards for the model.
Furthermore, the Composite Reliability (CR) values are all greater than 0.7, and the
factor loadings of the latent variables exceed 0.5, indicating that the measurement
scales employed in this study demonstrate strong internal consistency and that the
measurement indicators for the latent variables possess good reliability.

In addition, as displayed in Table 2, a two-factor confirmatory factor analysis con-
cerning psychological contracts (specifically relational contracts) and employee crea-
tivity shows that its goodness-of-fit indicators are as follows: x> = 632.058, DF = 395,
y?/df = 2.35, RMSEA = 0.051, GFI = 0.904, NFI = 0.872, CFI = 0.921; again all val-
ues have reached or surpassed acceptable fit standards for this model as well. Moreo-
ver, CR values remain above the threshold of 0.7 while factor loadings for latent vari-
ables also exceed a value of 0.5—further confirming that both measurement scales
utilized in this research exhibit robust internal consistency and reliable measurement
indicators for their respective latent constructs.

Table 1. Confirmatory factor analysis results of the employee-organization relationship

Factor name Measurement item Normalized factor loading S.E. CR AVE
al .703
a2 747 .076
a3 .703 .076

Developmental incentives
a4 .667 .071 .86 469
a5 .658 .08
a6 .699 .072

a9 .608 .067
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all .641
Material incentives al2 .66 1
75 43
al3 .74 .096
al4 571 .098
al6 739
al7 616 .06
alg .629 .066
In-role expectations
a20 .589 .063 .807 4
a22 .505 .089
a23 .662 .069
a24 .532 .068
a25 616
Extra-role expectations
a26 7 .102 .669 404
a27 .584 .099

Table 2. Confirmatory factor analysis results of relational contracts and employee creativity

. Normalized factor
Factor name Measurement item . S.E. CR AVE
loading

dl 716

d2 704 .083

d3 .614 .077
Employee creativi- | d 5 .597 .068

871 459

ty dé .646 .08

d7 .695 .078

ds8 753 .084

do .683 .091

. Normalized factor
Factor name Measurement item . S.E. CR AVE
loading

b3 .654

b5 .582 .067

b8 .681 .073
Relational contract

b 10 .658 .085 .826 405

b13 .664 .097

b 16 557 .091

b 17 .648 .077

4.4  Multilevel Linear Regression Analysis

Table 3. Regression analysis table of EOR, employee creativity

Variables Employee creativity
M1 M2 M3

Control variables
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Gender -.106 -.097 -.075
Working years .027 .048 .025
Working department -.076* -.061%* -.059%
Annual salary 223%* 159%* 4%
Independent variable

Under-investment .048

Variables Employee creativity
Over-investment -.698%*

Quasi-transaction contract

Mutual investment .64 1%*
R2 112 227 27

F 12.690%** 29.628*** 37.294%**

Annotate. N=510; *P<0.05, **p<0.01, ***P<0.001

a)Main Effect Test: The relationship between various factors was analyzed using
SPSS linear regression. Table 3 below presents the results of the regression analysis
concerning the relationship between employee-organization relationships (EOR) and
employee creativity. As indicated in the table, after controlling for variables such as
gender, years of service, department, and annual salary, underinvestment in EOR does
not have a significant impact on employee creativity (M1: B = 0.048, P > 0.05). Con-
versely, overinvestment in EOR has a significant negative effect on employee creativ-
ity (M2: B =-0.698, P < 0.01), while mutual investment in EOR demonstrates a sig-
nificant positive influence on employee creativity (M3: f = 0.641, P < 0.01). There-
fore, Hypothesis H1 is supported by these findings.

Table 4 presents the results of the regression analysis examining the relationship
between psychological contracts and employee creativity. As indicated in the table,
after controlling for variables such as gender, years of service, department, and annual
salary, it is evident that relational contract types exert a significant positive influence
on employee creativity (M1: p=0.573, P <0.001).

Table 4. Regression analysis table of psychological contract and employee creativity

Variables Employee creativity

M1 M2
Control variables
Gender -.077 -.085
Working years .005 .04
Working department -.061** -.065%*
Annual salary 25%** 191Hx*
Independent variable
Relational contract Ry
Transactional contract - 205%**
R2 .36 .194
F 56.603*** 24.32] ***

Annotate. N=510; *P<0.05, **p<0.01, ***P<0.001
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Table 5. Summary of test results of mediation

c la*b
la*b c’
Item Total a b Mediation Test results
(95% BootCI)  |Direct effect
effect effect

[Employee-organizational

relationship => relational|
L760%* 1920%*  |325%% (299 .128-.285 461 %* Partial mediation
lcontract => employee|

lcreativity

b)Mediation Effect Test: In the table 5, "c" denotes the regression coefficient of the
independent variable on the dependent variable in the absence of a mediator variable
M within the model, representing the total effect. "a" signifies the regression coeffi-
cient of the independent variable on the mediator variable M, while "b" indicates the
regression coefficient of mediator variable M on the dependent variable. The product
"a*b" reflects both "a" and "b," thereby illustrating the mediating effect. The term
"95% BootCI" refers to the 95% confidence interval derived from Bootstrap sam-
pling; if this interval does not encompass zero, it suggests statistical significance.
Lastly, "c" represents the regression coefficient of the independent variable on the
dependent variable when a mediator variable M is included in the model, indicating
what is known as direct effect. Based on these results presented in the table above, we
can conclude that Hypothesis H2 is supported.

5 Conclusions

In conclusion, this study focused on employees of enterprises in China as the research
subjects. Utilizing Tusi's inducement-contribution model, it analyzed the mechanisms
through which employee-organization relationships (EOR) influence employees' atti-
tudes and behaviors. The research explored how different EOR patterns affect em-
ployee creativity, specifically examining the impact of organizational returns and
perceived expected contributions on individual creativity. Additionally, it expanded
upon the effects of EOR while analyzing the mediating role of psychological con-
tracts. The following conclusions can be drawn: The mutual investment type of EOR
has a significant positive effect on employees' creativity, demonstrating the greatest
influence among various types. Furthermore, psychological contracts serve as a medi-
ator in the relationship between EOR and employee creativity; notably, relational
psychological contracts have a substantial positive impact on this aspect. This finding
underscores the importance of emotional exchanges within these relationships. These
insights provide valuable references for enterprises seeking to adopt appropriate EOR
models under varying circumstances to enhance organizational effectiveness. Moreo-
ver, they offer new strategies for stimulating employee creativity, thereby bolstering
overall competitiveness within organizations. Based on the research findings, enter-
prises can enhance employee creativity through the following human resource poli-
cies: (1) Establish a mutual investment employment relationship (EOR): Implement
long-term career development initiatives, such as Huawei's "Genius Youth Program,"
and provide technical training along with innovation resources. Create a two-way
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feedback mechanism, including regular employee satisfaction surveys and manage-
ment-level dialogues, to improve the transparency of the psychological contract. (2)
Foster a relational psychological contract: Strengthen employees' emotional attach-
ment through non-monetary incentives, such as public recognition and flexible work-
ing hours. Promote cross-departmental collaboration and knowledge sharing by initi-
ating projects like an "innovation incubator" that encourages employees to inde-
pendently propose ideas. (3) Avoid the pitfalls of over-investment: Strike a balance
between work intensity and welfare support to ensure sustainable employee commit-
ment to innovation.
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