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Abstract:

In today's increasingly fierce competition, the continuous creativity of employees
is the main way to solve the uncertainty of enterprises. How to improve the
creativity of employees is the survival way of sustainable development of
enterprises. Many organizations and business managers have realized the
importance of empowering leadership to promote employee creativity, but there
are few empirical studies on the impact of empowering leadership on employee
creativity. Therefore, based on the theory of behavior exchange and organizational
competence, This paper studies the influence of leadership empowerment on
employee creativity, constructs the influence model of leadership empowerment IJSB
on employee creativity, and deeply explores the mechanism of leadership Pﬁﬁfﬁg ;; ﬁpr?iggi
empowerment on employee creativity, so as to provide important support for DOI: 10_5281/23,10(1521712917
theoretical support and management practice. In this study, 489 valid

questionnaires were obtained by means of questionnaire. Descriptive analysis,

reliability and validity analysis, confirmatory factor analysis, correlation analysis,

were used. The results show that: Leadership empowerment has a significant

positive impact on organizational commitment; leadership empowerment has a

significant positive impact on knowledge sharing among employees; organizational

commitment has a significant positive impact on employee creativity; knowledge

sharing among employees has a significant positive impact on employee creativity.

This study reveals the influence of organizational commitment and empowerment

on employee creativity through the specific context of knowledge sharing. It

enriches and improves the relevant research and theory in the fields of leadership

empowerment, organizational commitment, knowledge sharing, responsible

personality and employee creativity. Finally, the paper gives some specific

measures and suggestions on how to improve employee creativity, which provides

theoretical support for academics and practitioners.

Keywords: leadership empowerment, organizational commitment, knowledge sharing,
conscientious personality characteristics, employee creativity.
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Introduction

Background of Study

In today's economic globalization and increasingly fierce competition, enterprises are facing
domestic and foreign problems, coupled with mass entrepreneurship, innovation and other
national strategic background, more and more scholars and practitioners realize that
innovation can bring vigor and vitality to enterprises. Zhejiang is one of the most innovative
regions in China. The innovation ability of an organization is based on the innovation of all
employees. Employee creativity is the key to the sustainable innovation of an organization
(Tu et al., 2016; Shaly, Gilson and Blum, 2000), and the survival way for an organization to
solve internal and external problems (Smabile et al, 1996). In the existing enterprises,
especially in Zhejiang, there are many enterprises with internal centralization. Although the
organizational structure of some Internet enterprises is designed to be flat, such as Alibaba
and Netease, it also fails to solve the problem of power concentration of top management.
This phenomenon causes the employees cannot give full play to their initiative and
enthusiasm, and then the employees' creativity cannot be stimulated. Therefore, how to
stimulate the employees' creativity is a thorny problem that many scholars and practitioners
need to solve urgently.

Because organizational leaders are most familiar with organizational mechanism and
environment, organizational leadership is the most important factor to stimulate employees'
creativity (Sun and Lu, 2016; Shalley and Gilson, 2004). Some scholars pay attention to the
influence of leader style on employee creativity, such as transformational leadership (Hu et
al, 2012; Wang and Rode, 2010; Cai et al., 2013; Liu and Zou, 2013), empowering leadership
(Zhang and Bartol, 2010; Forrester, 2000; Ahearne et al, 2005; Zhang and Zhou, 2014),
ethical leadership (Walumbwa et al, 2011; Mayer et al, 2012; Wang and Ye, 2015), humble
leadership (Lei et al., 2015; Tang, Long and Zhou, 2015), pro social leaders (Li, Zhang and
Wang, 2019) have a positive impact on employees' creativity. Furthermore, more and more
scholars are aware of the important role of leadership empowerment (Konczak, Stanley and
Trusty, 2000; Zhang and Wang, 2009; Li and Mei, 2018). However, there is little literature on
the mechanism of leadership empowerment affecting employee creativity.

Leadership empowerment refers to empowering, trusting and participating in decision-
making (Ahearne, Mathieu, and Rapp, 2005). At present, there is little research on leadership
empowerment, mainly from the perspective of organizational identity (Yuan, Ding and Li,
2014), working passion (Farmer, Tierney and Kung, 2003), work efficiency (Koberg et al,,
1999), Job satisfaction (Laschinger et al, 2004; Li et al, 2006), emotional commitment
(Finegan and Laschinger, 2001; Kuokkanen, Leino and Katajisto, 2003) and job burnout
(Spreitzer, Janasz and Quinn, 1999). There is little research on the influence of leadership
empowerment on employee creativity. In addition, employee creativity is the product of
complex personal and situational factors (Woodma, Sawyer and Griffin, 1993), so more
personal and situational factors should be considered (Tang, Li and Li, 2012). In this paper,
due diligence personality is regarded as a personal factor and selected as a moderating
variable. The reason is that due diligence personality is beneficial to improving employees'
job performance (Zhang and Long, 2016). However, we still don't know how due diligence
personality affects creativity. Therefore, this paper studies the influence of leadership
empowerment on employee creativity from the perspective of employee due diligence
personality. Taking enterprises in Zhejiang Province as an example, this paper empirically
analyzes the influence mechanism of leadership empowerment on employee creativity, so as
to provide theoretical guidance for academics and practitioners.
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Problem Statement

Innovation is the soul of sustainable survival of an enterprise, and employee creativity is an
important embodiment of organizational innovation (Sun and Lu, 2016). Many scholars
realize that leadership style has a positive impact on creativity. For example, transformational
leadership (Hu et al, 2012; Wang and Rode, 2010; Cai et al., 2013; Liu and Zou, 2013),
empowering leadership (Zhang and Bartol, 2010; Forrester, 2000; Ahearne et al.,, 2005; Zhang
and Zhou, 2014), ethical Leadership (Walumbwa et al, 2011; Mayer et al, 2012; Wang and Ye,
2015), humble Leadership (Lei et al, 2015; Tang, Long and Zhou, 2015), and pro social
leadership (Li, Zhang and Wang, 2019). At present, the literature still focuses on the
important role of empowering leadership, but ignores the key role of empowering leadership
in organizations (Tang, Li and Li, 2012). The difference between empowering leadership and
empowering leadership lies in "Empowering”, that is to say, in addition to empowering
employees, employees are also allowed to take responsibility and make decisions
independently (Konczak, Stanley and Trusty, 2000). This "Empowering" can greatly stimulate
the potential of employees and bring immeasurable benefits to the organization (Luo et al,
2017). Therefore, this paper takes Zhejiang enterprises as an example to study whether
leadership empowerment affects employee creativity? How does empowerment further
influence employee creativity? Do employees with different personality characteristics show
the same results, that is, in the context of conscientious personality characteristics, how does
leadership empowerment affect organizational commitment and then employee creativity?
How does leadership empowerment affect knowledge sharing among employees and then
employee creativity? These questions will be the main content of this paper.

Research Questions

Based on the influence of leadership empowerment on employee creativity, this study seeks
the mechanism of the influence of leadership empowerment on employee creativity, in order
to open the "black box" between leadership empowerment and employee creativity, and
introduces organizational commitment and knowledge sharing within the organization as
mediating variables between leadership empowerment and employee creativity. In addition,
considering that employees' personal factors also have an impact on their creativity
(Woodma, Sawyer and Griffin, 1993; Tang, Li and Li, 2012), this paper takes employees'
conscientiousness personality as a moderator to verify whether it has an impact on the
relationship between leadership empowerment and employees' creativity.

To sum up, this paper mainly studies five questions: (1) How does leadership empowerment
affect organizational commitment, and then how does organizational commitment affect
employee creativity? In other words, does organizational commitment mediate between
leadership empowerment and employee creativity? (2) How does leadership empowerment
affect knowledge sharing within an organization, and then how does knowledge sharing
within an organization affect employee creativity? In other words, does knowledge sharing
play a mediating role between leadership empowerment and employee creativity?

Research Objectives

Firstly, through literature search, this paper reviews the relevant literature on leadership
empowerment, responsible personality, organizational commitment, knowledge sharing
within the organization and employee creativity, analyzes and summarizes the shortcomings
of existing research, puts forward the research model of this paper, and uses spss21.0 and
amos21.0 to test the research model. Finally, according to the test results, this paper analyzes
the influence of leadership empowerment on employee creativity, and from the research
results, puts forward some management suggestions on how to cultivate employee creativity.
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To sum up, this study can be divided into two objectives

(1) Based on the literature review, analyzes the impact of employee empowerment on
organizational commitment and organizational commitment.

(2) Review the relevant literature on leadership empowerment, knowledge sharing within
the organization and employee creativity, analyzes and summarizes the research deficiencies
of the relevant literature, puts forward the hypothesis that leadership empowerment has an
impact on knowledge sharing within the organization, and then affects employee creativity,
and uses statistical analysis method for data analysis, obtains the empirical results and puts
forward management enlightenment and suggestions.

Literature Review

Employee Creativity

It is generally believed that the origin of creativity came from Galton's genetic genius in 1869,
and the substantial research was put forward by Guilford, a famous American psychologist in
the 1950s. Since the follow-up development, creativity has become a hot research issue in
management and psychology.

Because creativity is composed of knowledge, intelligence, ability and other complex factors,
there is no consistent definition of creativity in academic circles (Huang, Lin and Wang,
2005). Some scholars believe that creativity is the psychological process of problem solving,
the ability to produce ideas, discover problems and create new things. Some scholars believe
that creativity is to create a subversive product, which can make users more satisfied than the
previous products; some scholars believe that creativity is a personality trait. Therefore,
scholars define creativity from the perspective of creative process, creative results and
personality traits of creators. We can classify previous scholars' definitions of creativity into
three categories: process definition (Lumsden, 1999; Leonard and Swap, 1999; Hirst,
Knippenberg and Zhou, 2009; Ambile et al., 1996); personality definition (Guilford, 1950; Jia
and Lin, 2004; Feldhusen, 1995; Dredehl, 2000), and the results definition (Barron, 1955;
Bruner, 1969; Amabile, 1982; Zhou and George, 2001). The details are shown in Table 2-1.

Table 2-1 Definition of creativity

Type Scholar Content

Creativity is the ability to surpass the original experience and
habits and form new ideas, things or products, which are
recognized by the public.
Creativity is the process for employees to achieve goals, solve
problems and challenges.

Lumsden(1999), Leonard &
Process Swap(1999), Hirst,
definition Knippenberg & Zhou(2009),
Ambile et al.(1996)

Employee creativity refers to the valuable and novel ideas put

forward by employees in their work.

Creativity is an individual's unique ability, and creative
Guilford(1950), Jia & Lin personality is the key to the study of creativity.

Sz;isnoi;ilrllty (2014), Feldhusen (1995), Creativity is the intellectual quality that individuals use their
Drevdehl (2000) own resources and knowledge to form valuable products.
Creativity is influenced by knowledge, skills, personality and
intelligence. Creativity is the psychological quality of using the
above factors to produce novel and valuable products.
Creativity is the ability to produce new things or products,
Barron(1955), Bruner(1969), which can be recognized by the public and used for a long time,
Result . .
definition Amabile(1982), Zhou & rare and of practical value.

George(2001) Creativity is a valuable view on new products, new ideas, new
understanding, new methods, new management processes, etc.

Source: Author
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Leadership Empowerment

Although more and more enterprises design their own organizational structure as flat, it
cannot solve the problems that employees have to report everything to the leaders, and
employees are lazy and cannot give full play to their potential. It is this phenomenon that
many scholars and practitioners realize the importance of stimulating the ability of
employees. Leadership empowerment is a kind of leadership style to stimulate employees'
ability (Conger and Kanungo, 1988). More and more scholars began to study leadership
empowerment.

In the early research, leadership empowerment means leadership decentralization. However,
with the continuous improvement of the research on the content of leadership
empowerment, leadership empowerment includes not only decentralization, but also
participation in decision-making and other important activities (Conger and Kanungo, 1988).
At present, foreign scholars have done more research on the empowerment of leadership
(Zhang and Bartol, 2010), while domestic research on the empowerment of leadership is
relatively less, so it is urgent to do research on the empowerment of leadership in order to
make up for the vacancy of domestic research on the empowerment of leadership.

On the concept of empowerment of leadership, different scholars have different definitions of
empowerment of leadership, but they all embody "leadership devolves power and endows
employees with vitality". Some scholars believe that leadership empowerment is to empower
employees, stimulate their enthusiasm, and enable them to achieve their work goals
(Konczak, Stanley and Trusty, 2000; Zhang and Bartol, 2010); others believe that leadership
empowerment is to empower employees with all the resources they need in their work, so
that they can achieve the company's business goals (Matthews, Diaz and Cole, 2003). Arnold
et al. (2000) believe that leadership empowerment is to give employees more power to
improve their sense of self-efficacy (Geng, 2011). In addition, some scholars define leadership
empowerment from two aspects: decentralization and resource sharing. They believe that
leadership empowerment is to delegate more rights and share more resources to meet the
daily work needs of employees (Ford and Fotler, 1995).

To sum up, based on the research of the above scholars, this study believes that leadership
empowerment is an activity that gives employees sufficient trust, power and resources, and
gives employees the opportunity to participate in major decision-making, so that they can
motivate employees' attitude and behavior.

Methodology

Questionnaire design

Questionnaire survey method has the characteristics of flexibility, convenience, high
efficiency and low cost, which is favored by the majority of scholars. As the relevant data of
this study is difficult to obtain on the open platform, this study adopts the method of
questionnaire survey to collect data, so as to obtain reliable first-hand data more efficiently.
The data collection of this study is divided into two stages, namely, the questionnaire about
employees' understanding of the basic information of the enterprise and the questionnaire
about employees' basic understanding of leadership style. The specific questionnaire design
process is as follows:

(1) Basic information design. According to the content of this study, the basic information of
the respondents will be included in the questionnaire items, such as gender, age, education
background, working years and unit. In order to obtain the information with high accuracy,
the respondents were selected to fill in the questionnaire.
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(2) The items of each variable were compiled. Read a large number of domestic and foreign
literature about leadership empowerment, responsible personality, organizational
commitment, knowledge sharing and employee creativity. According to the specific situation
to be studied in this study, the concepts of leadership empowerment, responsible personality,
organizational commitment, knowledge sharing within the organization and employee
creativity are defined, and then a large number of literature on the main variables are combed
to find the maturity scale of each variable. For the foreign instrument, first find the
translation of domestic literature, and finally select the most suitable translation as the
measurement item of the variable. If the existing translation can not be found, the supervisor
and experts of organizational behavior will be entrusted to help translate this item, and
finally the translation will be adopted after repeated checking.

(3) Form the initial questionnaire. In terms of the items, variable dimensions, language
semantics, questionnaire structure, etc. involved in the questionnaire, the suggestions of
experts and professors are solicited and modified according to their opinions to form a
questionnaire on the relationship between leadership empowerment and employee
creativity.

(4) Prediction and finalization of the questionnaire. Through face-to-face interviews,
telephone calls, e-mails and electronic questionnaires, 30 employees were invited to conduct
a pre-test. It was found that there were unclear and ambiguous items in the questionnaire.
Then exploratory factor analysis was conducted on these small batch of questionnaire data to
remove some items with poor reliability and validity. Finally, the final questionnaire was
determined.

Population/Sampling/Unit of Analysis

A total of 560 subjects were interviewed and 489 valid questionnaires were collected. The
effective rate was 87.32%. From the efficiency of the sample, the validity of the questionnaire
collected in this study is high, indicating that the sample questionnaire is more reliable, which
also provides support for the reliability and trustworthiness of the data analysis below.

First of all, descriptive analysis of the basic information of the interviewees. This study uses
SPSS 21.0 to make statistical analysis of the basic information of the interviewees. The basic
information of the interviewees, such as gender, age and education background, is shown in
Table 3-6. From the perspective of gender composition, most of the interviewees were men,
accounting for 64.0% of the total sample, while women accounted for 36.0%, which was
generally balanced and in line with China's national conditions. From the perspective of age
composition, 26-35 years old accounted for the most, accounting for 51.7%, followed by 36-
45 years old, accounting for 25.2%, followed by 46-55 years old, accounting for 10.2%, and
finally under 25 years old and over 55 years old accounted for 9.8% and 3.1% respectively.
According to the degree of the interviewees, the overall situation is relatively balanced, with
undergraduate degree accounting for 52.1%, junior college degree accounting for 26.8%,
master degree or above accounting for 14.1%, and senior high school or below accounting for
7.0%. From the educational background of the interviewees, it shows that the "post-80s" and
"post-90s" are the main force of the labor market. Through the analysis of the basic
information of the interviewees, such as gender, age and education background, it can be
concluded that the interviewees are generally reasonable, each region has coverage, and the
collected questionnaire has a certain representativeness, which provides certain support for
the follow-up reliability and validity analysis, confirmatory factor analysis, correlation
analysis, structural equation model analysis, hypothesis test and multi-level linear regression
analysis.
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Table 3-2 Statistical table of basic information of sample enterprises (N=489)

Index Items No. Of people Percentage
Gender Male 313 64.0%
Female 176 36.0%
Under 25 years old 48 9.8%
26-35 years old 253 51.7%
Age 36-45 years old 123 25.2%
46-55 years old 50 10.2%
Above 55 years old 15 3.1%
High school and below 34 7.0%
i 0
Education level Junior College 131 26.8%
Bachelor degree 255 52.1%
Master degree and above 69 14.1%

Source: Author

Secondly, descriptive analysis is made on the basic information of the respondents’
enterprises. This study uses SPSS 21.0 to make statistical analysis on the basic information of
the respondents' enterprises. The enterprise years, property rights, industries and scale of
the sample enterprises are shown in Table 3-7. In the composition of enterprise years, 10-20
years accounted for the most, accounting for 39.1%, followed by 5-10 years, accounting for
20%, 3-5 years, accounting for 16.8%, followed by more than 20 years, accounting for 15.3%,
and finally less than 3 years, accounting for 8.8%. This shows that most of the interviewees
are from long-standing companies, which is different from the background of Zhejiang
enterprises. Zhejiang is a province full of innovation and vitality. Theoretically, Zhejiang has
more small and medium-sized enterprises, but this sampling survey accounts for less, which
may be due to the influence of the author's social network. In the composition of enterprise
property rights, the proportion of private enterprises is relatively large, accounting for
68.7%. It can be seen that most of Zhejiang enterprises are private enterprises, which is
basically the same as the background of Zhejiang enterprises. The second is state-owned or
state-owned holding enterprises, accounting for 19.8%, the third is foreign-funded
enterprises, accounting for 8.6%, and the last is other enterprises, accounting for 2.9%. In the
industry structure of enterprises, the proportion of information technology service
enterprises is the highest, up to 35.0%, followed by the manufacturing industry, accounting
for 29.9%, which indicates that Zhejiang enterprises mainly focus on information technology
services and manufacturing industry, which is basically the same as the background of
Zhejiang enterprises. The third is transportation and wholesale and retail, accounting for
8.0% and 6.1% respectively. Then came other industries and recreation, accounting for 9.2%
and 4.1% respectively, followed by education, construction, finance, agriculture, forestry,
animal husbandry and fishery, accounting for 2.9%, 2.0%, 1.8% and 1.0% respectively. In the
composition of enterprise scale, enterprises with more than 1000 employees accounted for
the highest proportion, accounting for 44.8%, followed by enterprises with 20-200
employees, accounting for 18.6%, enterprises with 300-500 employees and 500-1000
employees, accounting for 15.3%, and enterprises with less than 20 employees, accounting
for 6.7%. From the analysis of the composition of enterprise scale, we can see that most of the
respondents come from large companies, but the enterprises in Zhejiang Province are mainly
small and medium-sized enterprises. This result may be due to the influence of the author's
social network. From the analysis of the sample enterprises' enterprise years, property right
nature, industry and scale, it can be concluded that the visiting enterprises are generally
reasonable. Each region has coverage, and the collected questionnaire has a certain
representativeness, which provides certain support for the follow-up reliability and validity

7
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analysis, confirmatory factor analysis, correlation analysis, structural equation model
analysis, hypothesis testing and multi-level linear regression analysis.

Validity and Reliability Test

Reliability test

Reliability test refers to the reliability of the data measured by the scale, which represents the
consistency and stability of the data. The important standard of reliability test is cronbachs'
value, so this study uses cronbachs' a value as the method of reliability test. The results show
that cronbachs' a value above 0.8 indicates good reliability, a value between 0.7 and 0.8
indicates good reliability, a value between 0.6 and 0.7 indicates acceptable reliability, and «
value below 0.6 indicates poor reliability, so the internal structure of the scale needs to be
modified. This study uses spss21.0 to measure the reliability level of sample data, and the
specific measurement results are shown in Table 3-8. The cronbachs' a value of leadership
empowerment variable is 0.889, that of organizational commitment variable is 0.922, that of
knowledge sharing variable is 0.932, and that of conscientiousness personality variable is
0.861. The cronbachs' a value of employee creativity variable is 0.908, the cronbachs' a
values of all variables and their corresponding dimensions are greater than 0.8, and the
overall reliability of the questionnaire reaches 0.980, indicating that the data of this study has
a high level of reliability. High reliability level is the premise of high-efficiency level. Only after
the high-level reliability of questionnaire is verified can the validity level of sample data be
verified.

Table 3-3 Reliability test of sample

[tem Number Cronbachs’a Ref. range
LE 12 0.889

oC 15 0.922

KS 5 0.932 0.7

CP 6 0.861

EC 13 0.908

Total 51 0.980

Source: Author

Validity test

Validity test is to measure the accuracy of the data obtained by the scale, that is, the results
obtained by the measurement tools can reflect the degree of the content investigated. The
higher the validity is, the more consistent the results are with the content to be investigated.
When the facet is composed of multiple items, we need to test whether these items can
explain the facet well. In this study, confirmatory factor analysis is used to test the
convergence validity and discriminant validity of the variables involved in this study.
Confirmatory factor analysis (CFA) is the basis of structural equation modeling. It is
reasonable to conduct structural equation analysis only when the measurement results can
accurately reflect the measured planes.

Findings

Profile of Respondents

A total of 560 subjects were interviewed and 489 valid questionnaires were collected. The
effective rate was 87.32%. From the efficiency of the sample, the questionnaire collected in
this study is more effective, which indicates that the sample questionnaire is more reliable
and also confirms that the research results are highly reliable.
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First, the basic information of the respondents was analyzed. From the perspective of gender
composition, the overall balance was still balanced, with the majority of men interviewed,
accounting for 64.0% of the total samples and 36.0% of the female. From the perspective of
age composition, 26-35 years old accounted for the most, accounting for 51.7%, followed by
36-45 years old, accounting for 25.2%, followed by 46-55 years old, accounting for 10.2%,
and finally under 25 years old and over 55 years old accounted for 9.8% and 3.1%
respectively. According to the degree of the interviewees, the overall situation is relatively
balanced, with undergraduate degree accounting for 52.1%, junior college degree accounting
for 26.8%, master degree or above accounting for 14.1%, and senior high school or below
accounting for 7.0%. Through the analysis of the basic situation of the interviewee, such as
gender, age, education background, we can get that the interviewee is generally reasonable,
each area has coverage, and the collected questionnaire has a certain representativeness,
which provides some support for the subsequent reliability and validity analysis,
confirmatory factor analysis, correlation analysis, hypothesis test and regression analysis.

Secondly, the basic information of the enterprise in which the interviewee is located is
analyzed. In the composition of enterprise years, 10-20 years accounted for the most,
accounting for 39.1%, followed by 5-10 years, accounting for 20%, 3-5 years, accounting for
16.8%, followed by more than 20 years, accounting for 15.3%, and finally less than 3 years,
accounting for 8.8%. In the property right structure of enterprises, the proportion of private
enterprises is relatively large, accounting for 68.7%. It can be seen that most of Zhejiang
enterprises are mainly private enterprises, followed by state-owned or state-owned holding
enterprises, accounting for 19.8%, and foreign-funded enterprises, accounting for 8.6%, and
the last 2.9% of other enterprises. Among the industry components of the enterprises, the
proportion of information technology services is the highest, up to 35.0%, followed by
manufacturing, accounting for 29.9%. It shows that Zhejiang enterprises mainly focus on
information technology services and manufacturing, and then transportation and wholesale
and retail industries, accounting for 8.0% and 6.1% respectively. Then there are other and
recreational industries, each accounting for 9.2% and 4.1%, and finally education,
construction, finance and agriculture, forestry, animal husbandry and fishery, accounting for
2.9%, 2.0%, 1.8% and 1.0% respectively. Among the enterprises, the proportion of
enterprises with more than 1000 employees is the highest, accounting for 44.8%, which
indicates that most of the respondents are from large companies. Secondly, 20-200
enterprises, accounting for 18.6%, and enterprises with 300-500 and 500-1000 people,
accounting for 15.3%, and finally enterprises with less than 20 people, accounting for 6.7%.
From the analysis of the enterprise years, property rights, industry and scale of sample
enterprises, it can be concluded that the visiting enterprises are generally reasonable, each
area has coverage, and the collected questionnaires are representative, which provides some
support for the subsequent reliability and validity analysis, confirmatory factor analysis,
correlation analysis, hypothesis test and regression analysis.

The Relationship between Leadership Empowerment and Organizational Commitment

In this study, correlation analysis is used to compare the correlation types among the
variables of the model, so as to preliminarily test the theoretical model and the reasonable
type of research hypothesis, and lay the foundation for the next hypothesis test. The specific
verification results are shown in table 4-1 below. The results show that the correlation
between each variable reaches the significant level of 0.01. Among them, leadership
empowerment (LE) and organizational commitment (OC) (r = 0.494, P < 0.01), leadership
empowerment (LE) and knowledge sharing (KS) (r = 0.489, P < 0.01), leadership
empowerment (LE) and responsible personality (CP) (r = 0.310, P < 0.01). The results
showed that leadership empowerment (LE) and creativity (EMC) (r = 0.480, P < 0.01),

9
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organizational commitment (OC) and knowledge sharing (KS) (r = 0.741, P < 0.01),
organizational commitment (OC) and responsible personality (CP) (r = 0.348, P < 0.01),
organizational commitment (OC) and creativity (EMC) (r = 0.411, P < 0.01). Knowledge
sharing (KS) and responsible personality (CP) (r = 0.401, P < 0.01), knowledge sharing (KS)
and creativity (EMC) (r = 0.425, P < 0.01), responsible personality (CP) and creativity (EMC)
(r=0.249, P < 0.01). The results provide preliminary support for the following hypothesis.

Table 4-4 Correlation coefficient of each variable

Variable LE ocC KS CP EMC

LE 1

0C 0.494** 1

KS 0.489** 0.741** 1

CP 0.310** 0.348** 0.401** 1

EMC 0.480** 0.411** 0.425** 0.249** 1

Mean 3.6704 3.983 4.0143 3.8553 41164
SD 0.41812 0.54647 0.60696 0.72475 0.54304

Note: the results are from spss21.0, * P < 0.05, ** P < 0.01, ** P < 0.001 (two-tailed).
Source: Author

Based on the above verification factor analysis and correlation analysis, amos21.0 is used to
establish the structural equation model to verify the correctness of the main effect model and
the main effect model hypothesis. The results of specific measurement model fit of this study
are shown in Table 4-2, RMSEA is 0.043, less than 0.1, CFl is 0.902, more than 0.9, IFI is 0.902,
more than 0.9, TLI is 0.896, very close to 0.9, x2 / DF is 1.896, between 1-3. The results show
that the fitness index of each model has reached the standard of fitness, which shows that the
model of this study fits well and is reasonable.

Table 4-5 Fitness of structural equation model

Index Result Standard

RMSEA 0.043 <0.05 (Excellent) , 0.05-0.08 (Good) , 0.08-0.10 (General)
CFI 0.902 >0.80

IFI 0.902 >0.80

TLI 0.896 >0.80

x2 / DF 1.897 <1 (over fit), 1-3 (good fit), 3-5 (general fit), > 5 (poor fit)

Source: Author

After the model fitness test, this study further evaluated the model parameters through
amos21.0 to verify the research hypothesis. The specific verification results are shown in
Table 4-3 and Figure 4-2. Table 4-3 shows the standardized path coefficient, non-
standardized path coefficient, standard deviation and t value of each path of this research
model. Figure 4-2 shows the standardized path coefficient, significance level and t value of
this research model.

This study constructs a multiple mediating model of the influence of leadership
empowerment on employee creativity, and explores the mediating mechanism and boundary
conditions. The results are shown in Table 4-21. Through the research, we find that:
Leadership empowerment has a significant positive impact on organizational commitment;
leadership empowerment has a significant positive impact on knowledge sharing within the
organization; organizational commitment has a significant positive impact on employee

10



1JSB Volume: 5, Issue: 8 Year: 2021 Page: 1-19

creativity. Organizational commitment has a significant positive impact on knowledge sharing
within the organization; organizational commitment plays a significant intermediary role
between leadership empowerment and employee creativity; and knowledge sharing within
the organization has a significant positive impact on employee creativity. Knowledge sharing
within the organization plays a significant intermediary role between leadership
empowerment and employee creativity. Due diligence personality has a significant positive
effect on the regulation of leadership empowerment and organizational commitment, while
due diligence personality has a significant positive role in regulating the leadership
empowerment and knowledge sharing within the organization. All the hypotheses involved in
this study have been verified by data analysis, which provides reliable theoretical support for
the suggestions and Enlightenment in the future.

Discussion and Conclusion

Based on the relevant research background, this paper takes Zhejiang enterprises as an
example to study the influence of leadership empowerment on employee creativity. Taking
organizational commitment and knowledge sharing as mediating variables, this paper puts
forward several questions, namely, what are the pre internal factors of organizational
commitment? What are the pre internal factors of knowledge sharing within an organization?
In Zhejiang, an active land of innovation and entrepreneurship, will organizational
commitment affect employee creativity? Does knowledge sharing within an organization
affect employee creativity? When employees are conscientious, does empowerment affect
organizational commitment? When employees are conscientious personality characteristics,
will the empowerment of leadership affect the knowledge sharing among employees in the
organization? To solve these six problems, this study proposes the relationship between
leadership empowerment, organizational commitment, knowledge sharing,
conscientiousness and employee creativity. In order to verify the true and false nature of the
relationship between models, this study used questionnaires to collect data from 489
enterprises in Zhejiang province. According to the data collected, descriptive statistics
analysis, reliability and validity test of related variables, correlation among variables,
structural equation modeling and hypothesis testing were conducted. Finally, the results are
shown in Table 5-1: Leadership empowerment is conducive to organizational commitment;
leadership empowerment is conducive to knowledge sharing among employees within the
organization; organizational commitment has a significant positive impact on knowledge
sharing among employees; organizational commitment has a significant positive impact on
employee creativity; knowledge sharing among employees has a significant positive impact
on employee creativity; conscientiousness personality has a positive moderating effect on the
relationship between leadership empowerment and organizational commitment;
Conscientiousness Personality has a significant positive moderating effect on the relationship
between leadership empowerment and knowledge sharing among employees.

According to the above conclusions, leadership empowerment can directly or indirectly affect
employee creativity. For example, leadership empowerment indirectly affects employees'
creativity through organizational commitment and knowledge sharing, and in the context of
employees' conscientious personality, conscientious personality can positively regulate the
impact of leadership empowerment on organizational commitment, and conscientious
personality can positively regulate the impact of leadership empowerment on knowledge
sharing within the organization. These conclusions have some implications for academic
research and management practice.

With the increasingly fierce market competition, employee creativity is becoming more and
more important in the sustainable development of enterprises. Based on behavioral exchange

11



1JSB Volume: 5, Issue: 8 Year: 2021 Page: 1-19

theory and organizational competence theory, this paper studies the influence of leadership
empowerment on employee creativity by introducing organizational commitment and
knowledge sharing as mediating variables in the context of conscientious personality. The
results show that leadership empowerment has a positive impact on employee creativity
through organizational commitment, and leadership empowerment has a positive impact on
employee creativity through knowledge sharing within the organization. The higher the
Conscientiousness Personality, the deeper the impact of leadership empowerment on
organizational commitment. The more conscientious the employees are, the deeper the
influence of leadership empowerment on knowledge sharing is.

The generation of employee creativity not only includes novel and valuable ideas, but also
involves the cognitive process and behavioral process of creative thinking. Research on the
impact of employee creativity should consider its results and process. Organizational
commitment and knowledge sharing within the organization reflect leaders' attention to
employee creativity in both results and process. In this paper, organizational commitment
and knowledge sharing within the organization are included in the research framework to
more comprehensively reveal the important role of organizational commitment and
knowledge sharing within the organization in the process of employee creativity promotion,
so as to attract more research attention to the process of creativity generation, and also help
to guide the empowerment practice in different situations.
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