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Abstract 
The current study aimed to measure the impact of organizational culture on managerial 

creativity by measuring the moderation effect of organizational commitment, as the current 

study was applied to small and medium enterprise organizations on a convenience  sample of 

(193) workers in the field, and the study model variables were measured by distributing a 

questionnaire prepared from previous studies, and the degree of validity and credibility was 

tested for it, and the results of the questionnaires were statistically analyzed using SPSS26 

and AMOS25 programs. The results of the study concluded that there is a statistically 

significant effect of organizational culture on administrative creativity; organizational 

commitment moderates the relationship between organizational culture and administrative 

creativity. 
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1. Introduction 
Today, the world is witnessing changes in various fields, which prompted organizations to 

take the necessary methods and reasons to maintain their survival. It is considered one of the 

most important of these reasons for the interest in human resources because it is the main 

driver of other resources. One of the most important factors that help the organization achieve 

adaptation is its reliance on an organizational culture with a solid and developed base 

according to the circumstances. When the culture is aligned with the needs of the external 

environment and the organization’s strategy, the high commitment of employees is achieved 

and this is reflected in organizational performance, which makes its position strong towards 

competitors. (Daft, 2015) 

The issue of organizational culture receives great attention as one of the main determinants of 

the success or failure of organizations, assuming that there is a correlation between the 

success of the institution and its focus on values and concepts that drive employees to 

commitment, hard work, and creativity, participation in decision-making, maintaining quality 

and improving production, achieving a competitive advantage. And the rapid response 

appropriate to the needs of customers and parties dealing with the work environment of the 

organization. 

Organizations today, of all kinds, practice the managerial process through planning, 

organizing, directing and controlling, and the human element remains the main driver for 

performing these functions. (Khair El-Din and Khanshour, 2019) 

With regard to managerial creativity, organizations currently give great attention to the work 

environment, because they believe that the human element is the main driver in the 

production, development and continuity process, as an organization that does not know 

creativity is considered a sterile and unequal management in the performance of its tasks. 

Therefore, an appropriate work environment must be provided by organizations in order to 

Achieving administrative creativity of all kinds. (Radwan and Al-Akour, 2016). 

SME's are among the economic sectors that occupy the first positions in all countries of the 

world. SME's are suitable for people with low incomes, as they are very suitable for them. 

The idea of small projects captures the minds of most young people. 

Many countries may rely in their development and economic development on the 

establishment of small and medium enterprises that help the individual in society to live a 

decent life. Small enterprises work to expand the economic and intellectual system and 

distribute products, goods and all other industries in various parts of the country. 

SME's may be more developed and creative than large projects because their owners rely on 

self-development and not just working with capital, and this point is the success of any project 

that is established on the ground, young people and women can be exploited in these projects 

to help them and help their opinion and economy. 

Because it is considered easy to implement and start, SME's branch into several branches and 

many projects, and all of them start with a simple capital and a small number of workers. 

Small and medium projects may work to advance the economy of countries, get rid of 

unemployment and many job opportunities for young people. 

Therefore, the recent study aimed to investigate the impact of organizational culture on 

managerial creativity by measuring the moderation effect of organizational commitment, as 

the current study was applied to small and medium enterprise organizations. 

This study will be a scientific addition due to the lack of studies that dealt with the 

relationship between organizational culture and managerial creativity, as most studies dealt 
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with the relationship of organizational culture with the job performance of employees. It will 

also be the first study to be applied in the field of small and medium enterprises. 

Organizational culture is a system of meanings, symbols, beliefs, rituals and practices that 

develop and stabilize over time, and become a special feature of the organization as it creates 

a general understanding among individuals working in the organization about its 

characteristics and behavior (Al-Qaryouti, 2013). 

The organizational culture consists of the following dimensions: 

Innovation: is the degree to which employees are encouraged to be innovative in the 

organization (Roobin & judge. 2013 

Team orientation: The degree to which work activities are organized to work as a team instead 

of individually. (Roobin & judge.2013 

Outcome Orientation: The degree to which management focuses on outputs or results, based 

on the techniques and processes used to achieve them. (Roobin & judge.2013 

People orientation: the degree to which the results of administrative decisions are affected by 

the employees within the organization. (Roobin & judge.2013) 

econd: Administrative Creativity: 

(Radwan and Al-Akour, 2016) defines it as finding one of the basic ingredients for the 

existence of any organization when change or development occurs and achieving the expected 

results from its presence in society, as many view creativity management as a very important 

and vital competition factor. 

 

1.1. Third: Organizational Commitment: 

The concept of organizational commitment has emerged, and despite the great interest in the 

phenomenon of commitment in general by many studies and research, it was not able to 

provide a clear concept of its overlap with some other psychological and behavioral concepts. 

In organizations and taking actions consistent and compatible with the preservation of 

survival, Baker called it the concept of commitment, and this was the first attempt to develop 

a definition of organizational commitment. (Rasmi and El-Sayed, 2018) 

Commitment was defined from a psychological perspective as the psychological link that 

links the individual to the organization, which leads him to integrate into work and adopt the 

values of the organization, which affects its productivity and effectiveness. Studies have 

confirmed that commitment contributes significantly to achieving the goals of organizations 

and accomplishing work efficiently through their integration into work, in addition to that the 

longer the period of stay of workers, the greater their experience and ability to work, and thus 

increases the productivity of the organization and leads to the development of social relations 

inside and outside work. Dimensions of organizational commitment Many studies have 

tended to determine the dimensions of organizational commitment and to determine the nature 

of its impact on organizational and behavioral variables. Most studies have agreed that there 

are three dimensions of organizational commitment in organizations, which are: 

A- Affective Commitment: This dimension is affected by the degree of the individual’s 

awareness of the distinguishing characteristics of science, which are the degree of 

independence and diversity of skills required, the proximity of supervisors and their guidance, 

and the degree of the employee’s sense of allowing him to effectively participate in decision-

making in the organizational environment in which he works, in addition to nutrition. 

feedback obtained from supervision. 
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B - Normative Commitment It means the individual's sense of obligation to remain in the 

organization, and this feeling often enhances the organization's good support for its 

employees and allowing them to participate and positive interaction, not only in work 

implementation procedures but also contribute to setting goals, planning and drawing up 

general policies for the organization. With a high moral connection, and the owners of this 

orientation are the conscientious employees who work according to the requirements of 

conscience and the public interest. 

C- Continous Commitment: It means what the workers achieve in terms of investment value if 

they continue to work in the region in exchange for what they will lose from joining other 

work entities, and that workers who have a high level of continuous commitment remain in 

service because they are in need and not from a desire to stay (Rasmi and El-Sayed, 2018)  

From a surveying of previous studies, most of the Arab and foreign studies focused on 

measuring the impact of organizational culture on the job performance of employees, such as 

the study (Babeh and Qawamid, 2016; Sami, 2013, Abu Samoura, 2014) and the lack of 

studies that focused on administrative creativity. 

 There are some studies that focused on measuring the impact of organizational culture on 

administrative creativity, but they are not many to the knowledge of the researcher. (Al-

Bayoumi and Awad, 2018; Al-Ajami, 2020, Dura et al., 2018). 

 Most studies of Arabic studies have been applied in Iraq, Jordan, and Egypt. However, 

there is a dearth of studies that have been applied in Egypt. 

 Most of the studies that dealt with the impact of organizational culture on administrative 

creativity have been applied in service sectors such as: telecommunications, the banking 

sector, government organizations, and the health sector. 

 Most studies agreed that there is an impact of organizational culture on administrative 

creativity. 

All previous studies agreed that there is an impact of organizational culture on organizational 

commitment 

Therefore, the current study aims to measure the impact of organizational culture on 

administrative creativity through the modified effect of organizational commitment to 

application on the small and medium enterprises sector in the Arab Republic of Egypt. So 

based on the analysis of the previous studies the research hypothesis and model will be as 

follow: 

H1 : “ there is a significant effect of organizational culture on managerial creativity in small 

and medium enterprise organizations. ” 

H1.a: There is a significant effect of the innovation dimension on managerial creativity in 

small and medium enterprise organizations 

H1.b : There is a significant effect of the dimension of orientation towards the work team on 

managerial creativity in small and medium enterprise organizations. 

H1.c : There is a significant effect of the dimension of orientation towards results on 

managerial creativity in small and medium enterprise organizations. 

H1.d : There is a significant effect of the dimension of orientation towards individuals on 

managerial creativity in small and medium enterprise organizations.  

H2 : “ Organizational commitment moderates the relationship between organizational culture 

and managerial creativity. ”  
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2. Methods 
This study presents the results of a quantitative research being applied at SME's sector with 

the aim of determining the impact of organizational culture on administrative creativity 

through the modified effect of organizational commitment. The study population was limited 

to companies operating in small and medium enterprises in Egypt. Data was collected by 

conducting a personal interview with employees in small and medium enterprise 

organizations. 

The researcher took a convenience sample of employees working in small and medium 

enterprises at different administrative levels. Based on the foregoing, (230) questionnaires 

were distributed and (210) questionnaires were retrieved, or (59.2%), and (17) questionnaires 

were excluded, or (11.2%) from the original distributor. 

The sample of the study consisted of the characteristics of the study sample. It is clear that 

0.59% of the sample are males and 0.41% females, for the qualification variable, a highly 

qualified holders of 55.40%, while 44.60% for postgraduate studies. For the variable age 

group (less than 30 years) by 31.50% the category ( from 30 to less than 35) by 9.80%. 

Category (from 35 to less than 40) at a rate of 8.70%, category (from 40 to less than 45) at a 

rate of 19.60%, 45 years and over, at a rate of 30.40%. With regard to the job level at the 

senior management level (9.80%), the manager level Management (23.90%), department head 

(13.00%), employee (53.30%), with regard to the level of experience, 48.90% of the sample 

have more than 15 years of experience, followed by 28.30% who have less than 5 years of 

experience.   

For the purpose of this study, a questionnaire has been adopted from (Qarqash and Al-Omari, 

2018)Organizational Culture, Managerial innovation(Sheikh and Abu Hajal, 2018) 

Organizational commitment (Zawaida and Abu Qala, 2018). The questionnaire was close-

ended questions and respondents were asked to rank their agreement with the statements 

indicated through 5-Likert scale to measure the Study variables.  

To answer the study questions and test its hypotheses, the Statistical Package of Social 

Sciences (SPSS28) was used, in addition to using the AMOS26 program. 

Organizational 

Culture  

 

Managerial 

Innovation 

H1 

 Innovation 

 Teamwork oriented 

 Result oriented  

 Individual oriented  

H2 

H1.2 

H1.3 

H1.4 

H1.1 

Organizational Commitment  

Continuous commitment  

Normative commitment 

Emotional commitment 
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3. Results 
3.1. The hypotheses were tested as follows :  

-The first main hypothesis  “ : there is a significant effect of organizational culture on 

managerial innovation in small and medium enterprise organizations . ” Sub-hypotheses 

include  :  

The first sub-hypothesis : There is a statistically significant effect of the innovation dimension 

on managerial creativity in small and medium enterprise organizations .   
 

Table (1): Regression analysis of innovation on managerial creativity 

variable B 

std. Error 

Valuable β 
value 

(t) 
P-value standard 

error 

(Constant) 0.419 0.307   1.365 0.176 

innovation 0.804 0.074 0.753 10,844 0 

 R² 0.566 

*at the level of significance α≤0.001 

 

It is also evident from the statistical results presented in Table (1), and from the observing to 

the values of the (t) test that the innovation dimension has a positive effect on the managerial 

creativity   , where the calculated (t) values reached 10.844), which are significant values at the 

level of significance (0.001 .) ≥ α   ,) and also found that the innovation dimension predicts about 

65.6% as an impact factor of changes in the level of managerial creativity, which proves the 

validity and acceptance of the first sub-hypothesis .       

The second sub-hypothesis: There is a significant effect of the dimension of orientation 

towards the work team on the managerial creativity of small and medium enterprise 

organizations. 
 

Table (2): Regression analysis of teamwork orientation on managerial creativity  

variable B 

std. Er

ror 
Valuabl

e β 

valu

e (t) 

P-

value 
 

standard 

error 

(Constant) 0.237 0.241   0.985 0.327 

Orientation to 

the work team 
0.858 0.059 0.839 14,656 0 

 R² 0.705 

*at the level of significance α≤0.001 

 

It is also evident from the statistical results presented in Table (2), and from the observing  (t) 

test value that after the orientation towards the work team has a positive impact on the 

managerial creativity   , where the calculated (t) values reached 14,656, which are significant 

values at the level of Significance (0.001  ≥ α   ,) as it was found that after going towards the 

work team, it predicts about 70.5% as an impact factor of the changes occurring in the level of 
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the level of managerial creativity, which proves the validity and acceptance of the second sub-

hypothesis. 

The third sub-hypothesis: There is a significant effect of the dimension of orientation towards 

results on managerial creativity in small and medium enterprise organizations. 
 

Table (3): Regression analysis of results-orientation on managerial creativity   

variable B 

std. Er

ror 
Valuabl

e β 

valu

e (t) 

P-

value 
 

standard 

error 

(Constant) 0.351 0.299   1.172 0.244 

Results 

Orientation 
0.821 0.072 0.768 11.37 0 

 R² 0.59 

*at the level of significance α≤0.001 

 

It is also evident from the statistical results presented in Table (3), and from the follow-up to 

the values of the (t) test that after the orientation towards results has a positive impact on 

managerial creativity, where the calculated (T) values reached 11.37, which are significant 

values at the level of significance (0.001  ≥ α   ,) and found that after the orientation towards 

results, it predicts about 59% as an impact factor of the changes occurring in the level of 

managerial creativity, which proves the validity and acceptance of the third sub-hypothesis .    

Fourth sub-hypothesis: There is a significant effect of the dimension of orientation towards 

individuals on managerial creativity in small and medium enterprise organizations .  

 
Table (4): Regression analysis of orientation towards individuals on managerial creativity  

variable B 

std. Er

ror 
Valuabl

e β 

valu

e (t) 

P-

value 
 

standard 

error 

(Constant) 0.573 0.207   2.768 0.007 

Orientation 

towards individuals 
0.83 0.054 0.853 15,504 0 

 R² 0.728 

*at the level of significance α≤0.001 

 
It is also evident from the statistical results presented in Table (4), and from the follow-up to 

the values of the (t) test that after the orientation towards individuals has a positive impact on 

managerial creativity   , where the calculated (T) values reached 15.504, which are significant 

values at the level of significance (0.001  ≥ α   ,) and found that the orientation towards 

individuals predicts about .728% as an effect factor of changes in the level of managerial 

creativity, which proves the validity and acceptance of the fourth sub-hypothesis .        
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It is noticed from the previous presentation to test the sub-hypotheses that the first main 

hypothesis was accepted : There is a significant effect of organizational culture on managerial 

creativity in small and medium enterprise organizations 

The second main hypothesis : “ Organizational commitment moderates the relationship 

between organizational culture and managerial creativity . ”  

 
Table (5): Multiple regression analysis of the impact of the organizational commitment variable as a 

modified variable on the relationship between organizational culture and managerial creativity     

variable 

std. Err

or 
Valuable 

β 

value 

(t) 
R 2 

P-

value 
 

standard 

error 

organizational 

culture 
0.085 0.798 9.434 0.761 0 

organizational 

culture * 

organizational 

commitment  

0.088 0.247 2.799 0.78 0 

*at the level of significance α≤0.05 

 
As it can be seen from Table (17-4) that the value of the impact factor for organizational 

culture is(0.761)  R2= ,) which reflects the impact of organizational culture on the level of 

managerial creativity  . And when we observe the limit of significance, we find that   P-

Value That is, it is less than 0.05% and when we test the role of organizational commitment as 

an adjusting variable, we find that the value of the impact factor increased to .78. (  

R2= ) Which means that the organizational commitment affects the relationship between 

organizational culture and the level of managerial innovation, and the two variables together 

Atenbia incident change in the level of creativity by managerial (%78)  Which confirms the 

validity of the second main hypothesis  .  

 

4. Discussion  
From the previous analysis the first main hypothesis to study the existence of a significant 

effect of organizational culture on administrative creativity in small and medium enterprise 

organizations. There is a positive, statistically significant effect between the previous 

variables and administrative creativity, as the values of the regression coefficient are greater 

than zero. 

Based on the previous results, it can be seen that the first main hypothesis is acceptable. This 

result is consistent with several previous studies that were mentioned before in the chapter of 

previous studies in accepting the first hypothesis, where the current study agreed with these 

studies in the source of data collection, and where these studies used the questionnaire method 

and this method is the same that the researcher used in the current research. Despite that, there 

are differences between the current research and previous studies in terms of the field of 

application. In terms of results, the current study agrees with previous studies, such as: Study 
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(Al-Shtiwi, 2012; Muhammad and Abdel-Moneim, 2013; Al-Abdalat, 2015; Al-Akour and 

Munther, 2016; Al-Agamy, 2020) 

Test the second main hypothesis to study the impact of organizational commitment on the 

relationship between organizational culture and administrative creativity. 

The results of the multiple regression model test showed: There is a significant and 

statistically significant effect of organizational commitment as a modified variable (emotional 

commitment - continuity commitment - normative commitment) on the relationship between 

organizational culture and managerial creativity. 

Based on the previous results, it can be noted that the second main hypothesis is completely 

acceptable. 

In light of the results of the study, the researcher makes several suggestions and 

recommendations, which are as follows: 

Interest in developing organizational culture practices and placing them in the organization's 

vision and strategy 

• Continuing to develop the administrative creativity of employees, encouraging and 

motivating them. 

In dealing with the subject of this study, the researcher faced some difficulties, which were as 

follows: 

• The complete lack of response of the sample in answering the questionnaire and the 

difficulty in collecting the questionnaire due to the conditions of the Covid-19 pandemic. 

• Restricting the researcher to the time limit for completing the search 

Future research points: 

• The researcher recommends the necessity of conducting future studies on the impact of 

leadership styles on administrative creativity. 

• The current study is also conducted on other sectors in the country, such as health, 

education, and service facilities to generalize the results of the study. 
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