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Abstract. Organizational creativity has always been the focus of enterprise and
organization research. With the increasingly complex market environment, the
realization of organizational creativity has become very important. Since there is
no systematic review on the factors affecting organizational creativity, this paper
constructs the framework of antecedent variables affecting organizational creativ-
ity from five aspects by reviewing previous research. In terms of leadership style,
different leadership styles will bring different effects. Transformational leadership
tends to promote organizational creativity from the organizational level, while
transactional leadership tends to promote organizational creativity from the indi-
vidual level. Dual leadership combines these two styles. In the organizational
climate, different climate styles will have different effects. Innovation climate and
learning climate tend to promote organizational creativity from the aspect of think-
ing, and planned organizational climate tends to affect organizational creativity
from the aspect of technology and equipment. In terms of organizational culture,
organizational culture mainly affects organizational creativity from the individual
level. In terms of resources and skills, sufficient resources and reasonable skill
arrangement will improve the efficiency of organizational creativity. In terms of
organizational structure, the organizational structure will promote knowledge shar-
ing and cultivate a good organizational climate, so as to promote organizational
creativity.
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1 Introduction

With the economic globalization, the market environment has become more and more
complex. Only relying on existing technology and knowledge can not support the long-
term sustainable development of the organization. In order to meet the needs of organi-
zations for competitive advantage, organizations must be more creative. Organizational
creativity is a key stage in the innovation process and is considered to be the source of
competitive advantage [1]. Itis defined as applying the knowledge and methods of behav-
ioral science, combining people’s growth and development hopes with organizational
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Fig. 1. Antecedents of organizational creativity

goals, and adjusting and changing organizational structure and management methods
to make it adapt to the changes of external environment and internal conditions of the
organization which will improve the efficiency of organizational activities [2].

At present, there are many studies on the factors affecting organizational creativity,
further research has proved that informational leadership and proper organization cli-
mate have a positive impact on the organizational innervation [3]. Organizational culture
encourages innovative thinking [4]. The organizational structure of democracy will pro-
mote the communication between employees and even different departments, and lead
to the divergence of innovative thinking [5]. However, these studies on organizational
creativity factors are too scattered. The disadvantage is that the previous literature has
not systematically reviewed and studied the antecedent variables of organizational cre-
ativity. Therefore, this paper will propose an analytical framework for the antecedent
variables of organizational creativity to gain insight into the lack of research in this field
and pave the way for enriching the research and development in this field.

According to the theory presented by Andriopoulos in 2001, this research assumed
that there are mainly 5 factors that will affect the organization creativity: Organization
climate, leadership style, Organization culture, Resources and Skills and Organization
structure [4]. For organization climate, recent research has proved that there are mainly
three types: Learning, Planned and Creativity [3]. For leadership style, recent research
has proved that there are mainly three types: Transformational leadership, Transnational
leadership and Dual leadership [3, 6]. And for organization structure, there are mainly 2
types: Formal and Centralized. Therefore, this essay will study the impact of the above
different factors on organizational creation to form a systematic framework. This report
could be divided into five parts: introduction, definition of organization creativity, anal-
ysis on the framework of antecedent variables of organizational creativity, conclusions
and references (Fig. 1).

2 Definition of Organization Creativity

Initially, organizational creativity research concentrated on the outcomes of creativity,
resulting in a narrow and broad sense. For limit scene, it is described that the product
is the result of innovation, and organizational creativity means that the organization
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can design new products and put them on the market, gain profit. For broad sense, it is
described that organization product is not only the new product, but also a new idea or
a new action that the organization will carry [7].

According to the theory presented by Pu in 2014, the two-stage model of organiza-
tional innovation is one of the most highly recognized models [7]. The model divides
the process of organizational innovation into initiation and execution stages. The initia-
tion phase includes all activities that facilitate decision adoption, including: perceiving
problems, gathering information, forming attitudes needed for innovation, evaluation,
access to resources, etc. In the implementation stage, the organization’s innovation activ-
ities are adjusted and initially applied, and the activities that can promote organizational
innovation will continue to be adopted and implemented until they become a regular
feature of the organization.

Based on the two-stage model, different experts give their own understandings. Ama-
bile & Pratt defined organizational innovation as a working process, which uses relevant
knowledge and information to create or innovate activities [8]. Drucker believed that
organizational innovation is a systematic, organized and rational work, which includes
all methods that can change existing resources and have the potential to create wealth
[9]. Obstfeld also regarded organizational innovation as a process, which requires peo-
ple to create new social connections with their ideas and resources with the purpose
to produce new alliances [10]. Regardless of paying attention to the results of innova-
tion or emphasizing the process of innovation, the viewpoint of defining organizational
innovation from a certain point of view is not comprehensive enough. On the basis of
previous studies, Damanpour (2010) integrated the above two views, namely, the view
of result and the view of process, to define organizational innovation. He believes that
organizational innovation refers to the emergence, development and implementation of
new ideas or behaviors, including the output of new products or services, the application
of new production technologies, the adoption of new management systems or structures,
the implementation of new plans or projects, etc. [11]. This definition not only considers
the results of organizational innovation, but also covers the process of organizational
innovation, and also includes management innovation in the scope of organizational
innovation. It is very comprehensive and accepted by many scholars and applied in
research.

In this essay, based on the above explanation, organizational creativity is defined as a
process that it apply the knowledge and technology to adjust the organizational structure
or management mode to the changes of external environment and internal conditions
with a purpose to improve the efficiency of the organization.

3 Analysis on the Framework of Antecedent Variables
of Organizational Creativity

3.1 Leadership Style

There are many kinds of leadership styles. This part mainly studies transformational
leadership, transactional leadership, and dual leadership, explores their impact on
organizational creativity from organizational and individual factors.
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3.1.1 Transformation Leadership

Definition The term transformational leadership first appeared in Rebel Leadership by
Downtown (1973); then political sociologist Burns introduced the concept of transfor-
mational leadership in his monograph Leadership. He believes that transformational
leadership is a process in which leaders and members mutually enhance their ethics and
motivation to a higher level [12]. In this process, the leadership attaches great impor-
tance to improve member intrinsic motivation, give subordinates higher value and ideal,
to arouse subordinate consciousness, hope subordinates beyond the original work expec-
tations, the demand level to a higher level, to assist subordinates to achieve their higher
level of internal demand, make subordinates willing to beyond personal interests to
realize organizational interests. This article will define a transformative leadership: for
leaders to personal personality charm and noble morality to stimulate employees inter-
nal motivation and demand, to explain them clear organization vision, personalized care
for them, and pay attention to their various levels of demand, prompting employees to
organizational interests first, to achieve organizational goals.

Impact on Organizational Creativity from Organization Part Promote the formation of
innovative and learning organizational climate. Transformational leadership can help
employees learn from past experiences and lessons, and formulate long-term learning
and development plans, which is conducive to the shaping of learning organization
climate; At the same time, transformational leadership style focuses on the long-term
development of the organization, depicts the vision of the organization and stimulates
the potential of employees which will create an innovative climate in the organization,
and then it encourages employees to solve problems in innovative ways. However, the
generation of planned organizational climate depends on the full preparation before task
execution, which is ignored by the transformational leadership style that focuses on
vision establishment. So it is difficult for transformational leadership to crate a planned
organizational climate.

Promote knowledge sharing. Prior study has proved that knowledge sharing is an
important factor in promoting team innovation [16]. In transformational leaders, leaders
will encourage team members to think differently and collide with different ideas to
promote breakthrough innovation. At the same time, knowledge sharing will also help
team members expand their information database and promote the proposal of innovative
solutions.

Impact on Organizational Creativity from Individual Part Improve personal innovation
ability. Recent study has proved that the transformational leadership style focuses on
the organization’s long-term goals, stimulates the potential of its members, and helps
employees make original breakthrough innovation [3].

Improve the effectiveness of personal innovation. Recent has proved that Transfor-
mational leadership style Leaders are often inspiring and creative and are good at bring-
ing intellectual challenges to their employees [13]. When Leaders have such inspiring
characteristics that many employees will value innovation in the workplace and try to
become more creative which will improve the effectiveness of organizational creativity.

Enhance personal psychological empowerment. Psychological empowerment is a
positive psychological orientation, and employees want them to shape their work roles
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and background, and believe that they are capable of doing it [14]. Research study has
also proved that Psychological empowerment will regulate the relationship between
transformational leaders and innovation—helping individuals feel confident that they
are able to innovate, so that they can work actively or even independently [15].

3.1.2 Transnational Leadership

Definition First proposed by American Burns in 1978. Is defined as the relationship
between the leader and subordinates is defined as the exchange relationship, based on this
relationship, leaders through clear role and task requirements, using reward performance,
appreciation achievement and other situation rewards and error management exception
management, to guide or motivate subordinates toward established goals.

Based on Burns’s research, many scholars also give their insights: Sergiovanni
believed that transactional leaders will meet the immediate needs of their subordinates
to achieve their work goals, while their subordinates will work hard to achieve their
main needs. In other words, both leaders and subordinates will agree with each other
and negotiate each in order to achieve their own goals [18]. Williams et al. suggested that
transactional leaders will give feedback on appropriate rewards and punishments based
on the performance and effort of trading [19]. Robbins pointed out that transactional
leaders will clarify their roles and clarify their work requirements, so as to point out the
goals and direction of their work, so as to guide and motivate their subordinates to work
hard to achieve and exceed the goals [20]. In conclusion, in this article, transactional
leadership is defined as leaders encouraging employees to complete tasks through some
or similar rewards.

Impact on Organizational Creativity from Organization Part Promote the formation of
culture climate of learning and planned. Recent study has proved that by understanding
and solving the needs of employees and clarifying the role positioning of organizational
employees, employees can complete work tasks more smoothly which will create a learn-
ing and planned organizational climate [3]. Therefore, through transactional leadership,
in a learning organizational climate, employees will continue to learn to seek more inno-
vation opportunities. And due to the planned organizational climate, employees will be
prepared to cope with the technological change brought about by innovation.

Promote the formation of culture study. Recent study has proved that organizational
creativity depends on organizational learning since active learning not only provides new
knowledge and information for the group, but also helps to improve and optimize the
ability [17]. When leaders take innovation as their organizational goal, the organization
will continuously acquire and develop innovative knowledge, transfer knowledge and
create new knowledge through various ways and eventually to enhance the organization’s
own innovation.

Impact on Organizational Creativity from Individual Part Improve the effectiveness
of personal innovation. The outstanding feature of transactional leadership is that it
attaches great importance to performance, and the evaluation of performance is based on
a strict reward and punishment system. Therefore, in organizational creativity behavior,
transactional leadership is conducive to promote employees to continuously complete
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innovative tasks which will improve the effective ability of personal innovation, rather
than stop.

Promote the trust between individual. The reward system established by the transac-
tional leadership style will require employees to cooperate and communicate to complete
a given task. Employees can maintain a higher trust relationship, which is conducive to
reducing the degree of conservatism of knowledge and experience among employees
without worrying about the threat of other people’s ability growth to their own status
and income. This will help to form a benign competitive relationship, which is more con-
ducive to communication and knowledge sharing, and promote knowledge integration
and new ideas, then promote the organizational creativity.

3.1.3 Dual Leadership Style

Definition Dual leadership means that it is a organic unity of transformational leader-
ship and transactional leadership, using the reward system of transactional leadership
to improve the effectiveness of innovation, while using transformational leadership to
emphasize the importance of having an overall sense of mission, urge subordinates to
actively put forward new ideas and promote creativity.

Reasons for Applying Dual Leadership Style First, it should be recognized that different
leadership styles will lead to different organizational creativity output. Transformative
leadership style is more conducive to producing novel and effective innovative ideas but
its effectiveness is difficult to guarantee, which may cause practical application, market
positioning and other problems, while transactional leadership style is conducive to
forming more practical creativity in line with market demand, so that enterprises can
achieve more effective innovation results but sometimes innovation will be ignored
during the normal activity. Secondly, Recent research has proved that compared with a
single leadership style, a balanced leadership style helps to coordinate the current and
future development of the enterprise, and the organic combination of the two will make
the enterprise to obtain a higher creative output [6].

3.2 Organization Climate

3.2.1 Definition

From the prior studies, it can be seen that experts usually use two versions to describe
the organization climate. One view holds that organizational innovation climate is an
“objective fact”, which is independent of the perception and understanding of organiza-
tional members; Another view, which is generally agreed by most scholars, holds that
the organizational innovation climate is the theoretical framework of organizational level
analysis and the shared cognition of organizational members on the innovation working
environment of their organization. Specifically, it exists within the organization and can
be unanimously recognized and experienced by organizational members and affect their
innovation behavior.

According to the theory presented by Pu in 2014, organization climate was described
as the factors that organization members can feel in the workplace which can help
them produce more ideas related to innovation and implement more various innovation
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activities with the purpose of imperceptibly improving the innovation ability of the
organization [7].

3.2.2 Impacts on Organizational Creativity

With regard to the research results in the field of cognitive style, the organizational
climate can be divided into three types: learning, planning and creation [21]. Different
organizational climate will lead to different creative results.

Learning Organization Climate In the learning organization climate, organization mem-
bers are full of rationality in their work, believe in past facts and data, and conduct
objective analysis and research. Organization members tend to carefully understand all
relevant details of the task, analyze and study it, find out the regularity, and explore
a clear and reasonable solution to a complex problem. When new ideas appear, they
usually search past knowledge and experience, look for similar situations, and test their
creativity through a logical and systematic method, so their creativity is usually very
high.

Planned Organization Climate The planning climate pays more attention to the task
structure, logic and perfect preparation in advance. In the planned organization climate,
employees pay more attention to organizational practices, so in the organizational plan-
ning climate, employees are likely to be bound by tradition and pay more attention
to the systematization of tasks. Even if new ideas are generated in the work process,
they will not be applied immediately. However, once the theme of the task is defined as
innovation, then employees in an organizational planning climate will attach importance
to the preparation before innovation, respond to technological change, and ensure the
effectiveness of innovation [3].

Creative Organizational Climate The creation of a creative organizational climate can
effectively inspire people of the company to explore more options for completing tasks
[3]. They enjoy challenging established organizational procedures and standards. They
frequently conduct experiments to validate their creative ideas, and they view issues as
chances and challenges. Their thoughts are dynamic and open-minded, which makes it
easier to come up with new ones. Employees in a creative organizational environment
can not only support the production of novel ideas, but also test those ideas through
experiments, ensuring that creativity is successful.

3.3 Organization Culture

3.3.1 Definition

In this article, according to the research presented by Moon in 2012, organizational
culture is defined as it is an emerging strategic system composed of common values and
norms, which defines the appropriate attitudes and behaviors of organizational members
in interpersonal relationships [22].
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3.3.2 Impact on Organization Creativity

The impacts are mainly due to three aspects:

Self Efficacy Creative self-efficacy refers to the individual’s belief in his ability to com-
plete creative tasks, which belongs to the individual’s subjective feeling of his own inno-
vation ability. It emphasizes the individual’s confidence in his ability to create and inno-
vate, not just the ability of creation and innovation [23]. Recent research has found that
organizational culture has an impact on employees’ innovative behavior and employees’
creative self-efficacy, and different types of organizational culture have different effects
on employees’ creative self-efficacy and employees’ innovative behavior [24]. Among
them, the highly aggregated organizational culture has the most significant impact on
employees’ creative self-efficacy. The reason may be that when the internal integra-
tion and external adaptation are high, the internal is employee oriented, emphasizes
employees’ dedication, encourages employees’ democratic participation, and externally
pays attention to social responsibility and innovation. Therefore, it is reflected in a
kind of support for employees and encouragement of innovation, which is conducive to
strengthening employees’ creative self-efficacy.

Social Interaction Recent researched has proved that Socialization is critical for knowl-
edge creation in an organization since it promotes information sharing not just between
members of the same team or department, but also between people who operate in differ-
ent locations [25, 26]. Luckily, according the research presented by Kevin & Manjul in
[27], organizational culture has a positive impact on organizational innovation through
social activities [27].

Knowledge Sharing According to the study presented by Danvanport & Prusak in [28],
in addition to technical qualities, organizational culture is a critical component in the
successful sharing and transfer of knowledge in businesses [28]. Recent research has
also proved that organizational culture has a positive impact on knowledge sharing,
which helps team members expand their information database and promote proposals
for innovative solutions [29].

3.4 Resource and SKkills
3.4.1 Definition

Based on previous research, the definition of resources and skills of this article are defined
as the time, money, equipment, training, etc. needed to improve employees’ innovation.

3.4.2 Impact on Organization Creativity

Improve the spread and the production of organization creativity. Recent research has
proved that employees’ perceptions of resource adequacy may affect their beliefs about
the intrinsic value of the projects they undertake [30]. Therefore, by providing sufficient
training time and money, employees will greatly increase their knowledge reserve and
stimulate the divergence of innovative thinking. At the same time, sufficient equipment
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will also support employees to complete various experiments and improve the generation
of innovation.

Improve the effectiveness of organization creativity. Recent research has proved that
on the basis of skills and interests, matching individuals with work tasks will maximize
the sense of positive challenge in work, so as to improve employees’ creative ability
[31]. Therefore, reasonable arrangement of personal skills and tasks will maximize the
exertion of resources and improve the effectiveness of organizational innovation.

3.5 Organization Structure

3.5.1 Definition

Based on previous research, the definition of organization structure of this article are
defined as a formal arrangement of work roles and mechanisms for controlling and
managing work behaviors across organizational boundaries. And also according to the
research presented by Zhang in 2015, there are mainly two forms: Formal and centralized.

3.5.2 Impact on Organization Creativity

Recent study has proved that organizational structure mainly affects organizational
creativity from two aspects: knowledge sharing and organizational climate.

Improve Knowledge Sharing Knowledge is the basis of enterprise innovation. Recent
research has proved that organizational structure is an important carrier of enterprise
knowledge, which can affect the cost of knowledge transfer by providing organizational
scenes, so as to affect the formal or informal communication of organizational employ-
ees, and finally affect knowledge transfer [32]. In the formal organizational structure, the
communication between different departments will not be limited. Through communi-
cation, employees can stimulate their innovative thinking and stimulate the generation of
organizational innovation. Although, there are more communications in the centralized
structure, too much communication may lead to casual communication, scattered and
messy topics and insufficient effective communication, which may lead to confusion
and contradiction and unable to effectively implement creativity.

Develop Positive Organization Climate Recent research has proved that the organiza-
tional innovation climate of an enterprise is affected by the organizational structure of
the enterprise [32]. The existence of the organizational structure not only determines the
transformation of innovation ideas into innovative products and the realization of enter-
prise objectives, but also constructs a unique cultural climate of the enterprise and affects
the innovation working environment of the enterprise. From the above study of organi-
zation, it can be seen that different climate will lead to different creativity results. The
formal organizational structure is conducive to the formation of planning and learning
climate, while the decentralized organizational structure is conducive to the formation
of innovative climate.
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4 Conclusion

Organizational creativity will be affected by leadership style, organizational climate,
organizational culture, resources and skills and organizational structure. In the leadership
style, different leadership styles will bring different effects. Transformational leadership
tends to promote organizational innovation from the organizational level, while transac-
tional leadership tends to promote organizational innovation from the individual level.
Dual leadership combines these two styles and flexibly transforms appropriate leader-
ship styles in different environments. In the organizational climate, different climate
styles will bring different effects. Creative climate and learning climate tend to promote
organizational creativity from the aspect of thinking, and planned organizational climate
tends to affect organizational creativity from the aspect of technology and equipment.
In terms of organizational culture, organizational culture mainly affects organizational
creativity from two aspects: improving self-efficacy and social interaction. In terms of
resources and skills, sufficient resources and reasonable skill arrangement will promote
the efficiency of organizational creativity. In terms of organizational structure, organi-
zational structure will promote knowledge sharing and cultivate a good organizational
climate, so as to promote organizational creativity.
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