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Abstract  For sustainable management under uncertainty, organizations should explore factors influencing
organizational creativity. This research examined affective commitment as the factor expected to increase
organizational creativity. Clarifying the relationship between affective commitment and organizational creativity, we
consider training motivation as a moderator. The participants in this empirical study were 472 employees and 64
firms' CEO to confirm hypotheses that training motivation make strengthen the positive relationship between affective
commitment and organizational creativity. Results showed that organizational creativity was associated with affective
commitment. Moreover, there was a moderating effect of training motivation on the relationship between
organizational commitment and organizational creativity. This study attempted to avoid common method bias by
using different sources such as CEO's response and employees' response. The implications for future research are
discussed, including exploring the mechanism of organizational creativity and practice.
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Table 1. Results of factor analysis

Component
Items Affective Learning Organizational Reliability
Commitment | Motivation Creativity
We would be very happy to spend the rest of our career with this organization. .840 415 137
We really feel as if this organization’s problems are our own .868 370 184
We could feel like emotionally attached to this organization. .893 369 119 965
This organization has a great deal of personal meaning for us. .863 341 180
We feel a strong sense of belonging to my organization. 773 402 158
We have a better chance of passing this training than others 352 .848 173
If we have trouble during training, We will try harder. 384 792 187 934
We volunteered for this training as soon as we could. 336 .898 .019
Even if we fail, this training will be a valuable experience. 332 887 -.034
The knowledge and experience that we gain in this training may advance our career. 484 766 .083
We create new ideas for different issues. 175 .026 .893 7
We search out new working methods, techniques, or instruments. .108 .084 939
We generate original solutions for problems. 133 107 919
Eigen Value 7.934 2.364 1.079
Pct of Var(%) 61.033 18.184 8.302 i
Cum of Var(%) 61.033 79.217 87.518
Table 2. Results of correlation analysis
Mean SD 1 2 3 4 5
1. Tenure 15.33 8.99
2. Number of Employee 127.52 103.99 -074
3. Industry 1.36 787 -.181 -.189
4. Affective Commitment 4.82 .843 .004 -.064 293"
5. Learning Motivation 5.45 687 021 -.060 213 751"
6. Organizational Creativity 5.07 1.00 .094 .201 -.107 329" 229
p<.05, “p<.01, n=64, A+ 1: H] A % 2: A%
Table 3. Results of hierarchical regression analysis
Organizational Creativity
Variables
Modell(B) Model2(B) Model3(B) Model4(B)
Tenure 124 .105 .106 .067
Number of Employee(log) 117 .170 171 167
Industry -135 -171 -.171 -219
Affective Commitment 398" 386" -1.739"
Learning Motivation .017 -1.620°
Affective Commitment x 3581"
Learning Motivation
F 785 27517 2151 2.701"
R2 .051 204 204 283
F change 785 8.261 .007 4.541
R2 change .051 153" .000 079"

T p<.10, "p<.05, “p<.01, n=64
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