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Abstract The purpose of this study was to investigate the effect of worker's innovative organizational
culture on organizational commitment in companies. The research data were used from the fourth year
(2011) to the seventh year (2017) of the HCCP (Human Capital Corporate Panel), and 207 companies
were subject to the final analysis except for missing values. To statistically validate the research model,
we utilize the SPSS 26.0 and AMOS 21.0 programs to perform Latent Growth Modeling analysis. The
results of the study are as follows. First, both the innovative organizational culture and organizational
commitment of companies have been shown to continue to decline over time. Second, the initial value
of innovative organizational culture has been shown to have a significant impact on the initial value of
organizational commitment. On the other hand, the initial value of innovative organizational culture has
no significant effect on the rate of change in organizational commitment. Third, the rate of change in
innovative organizational culture has been shown to have a significant impact on the rate of change in
organizational commitment. Based on these findings, we present practical measures to enhance the
importance of innovative organizational culture along with its implications.
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Fig. 1. Research model
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Table 1. Variables and Content

Variables Content

Our company encourages change and new
attempts.

Innovative
organizational
culture

Our company is properly compensated for
innovation.

In our company creative people are treated
more than sincere people.

| feel like the problem of this company is
my problem.

Organizational

B If | decide to leave this company | will
commitment

lose too much of my life.

This company is worth my loyalty.

3.4.3 SHH

BARSEE APAT £4& B HCCP dlof
oA A4 ARSI 22 EQ0] FFE A=
W2 qAEE (DB 2595, Q7144 3)
S Zosint 2&A0E AE ZEAT
SHT A AZI(RR)E SFT dolA A dA=EE
ot 2t 71 AR BH-E Wol FYoraL, 71dt
e A9 ol w4709 2829991 ©]st, 30091
oA 99921, 1,00091914 1,99921, 2,00091 o]4hHo&
Fotoirt. AFTE2 A5k Tt B, U,
A7FA, ARHHRQl ko] et 47h 3}, 74 AH:)
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3E AAIZEGA A4 22 Esfet 2259 7
Zto] 27|kt Wskeo] Y nAE AoE 4ot
Fom, Z W k9] TEA A LA

= %
ZARE =

41 7 #ao| 71857
R L REESEL DT EE AR
A F7)o] T S stetshy] o) 2 A48
W50l i BEEAE ool 2o| st
WA, 95 HRghe AR, SAd 2A RS
2011 H 3.329004 20179 B 3.2397H4] A&

Hog Zrastyon, RAEQL 20114 Hat 3.398
oA 201749 B+ 3.3012 FAF 2AE3}ke} npzt
MR I 50| A&EFoE syt HEx9
71890 =t x5 AurEd, QP -.57794 575,
HT -068°4 1.7982 uElt West, Finch, &
Curran(1995)°] AAGH = < +3, H= ( £89] 7|&S
&5t BT FHEEE T2 Qo] IPIFLY
B0 At rt44].

Table 2. Key variables descriptive statistics

type Mean S.D. skewness | kurtosis

2011 | 3.329 .393 575 1.798

Innovative 2013 | 3.321 337 025 309
organizational

culture 2015 | 3.286 .366 -.010 647

2017 | 3.239 .348 -.084 -.002

2011 | 3.398 321 .696 1.057

Organizational | 2013 | 3.391 281 .075 -.068

commitment | 2015 | 3.341 314 249 580

2017 | 3.301 .306 -577 1.075

42 M= 24

B ool 8 SAHETY AFE BAS A
A3l Table 3.3 2t} Cronbach’s egte] 2zt 414
FAESH= 876, 2AEYL 7488 UEH AFE
FA7E lckal weskeict.

Table 3. Reliability

Variables Cronbach’'s a
Innovative organizational culture .876
Organizational commitment 748

4.3 HMEHE A 24

B Aol BT SRS AUV Table 49
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Table 4. Correlation by variable

variable 10C(4th) I0C(5th) 10C(6th) 10C(7th) 0C(4th) 0OC(5th) 0C(6th) OC(7th)

10C(4th) -

10C(5th) 516%* -

10C(6th) .360** A467%* -

10C(7th) A457%* 452%* 541%* -

OC(4th) .601** .346** 347%* .360** -

OC(5th) 311%* .638** .364%* .338** A457%* -

OC(6th) .168* 257 493** .393** .337%* A481%* -

OC(7th) 191%* .315%* 419%* .534** .326%* 499%* .603** -
I0C: Innovative Organizational Culture, OC: Organizational Commitment
*) X.05, *) .01, ***) X.001
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Fig. 2. Comparison of unconditional and linear model
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Table 5. Model fit of unconditional model

Type P df | CFI | TLI | RMSEA
Unconditional | 3¢ sggeex | 11 | g82 | 036 | 105
model
10C
Linear model 16.5601* 8 959 | .969 073
Unconditional | g g75xex | 19 | 782 | 881 | 144
model
oC
Linear model 14.977* 8 966 | .975 .066
*) {05, **) p{.01, ***) p(.001

)

z 2 3.340(p<.001), Hs}
-.015(p<.001)= E% 1@2:?-. ol &

A 22 F3le Al7to] Aol wet Ak AoE
UrEpstTh g BAbe] Qlojals 2715t .077(p<.001),
H3l8 001(p<.05)% BAF R 9514 Uehd=d],
ol 7199 F4lH 2HESLO] 27| £ HIE
Zpol7} &A= AL ou|sic)t, gAIA ZZE5H9]
27|37} WshEo] FEARS -.004(p(.05)Z, 418 =7
270l &2 7I9YSE ®¥gkeo] ¥ J47]

Mo 1o 4N &

i rlo o R

g

Table 6. Initial value and rate of change in the
unconditional model

Mean Variance
Type - - C.V.
Estimete S.E. Estimete SE.
Icept |3.340%** | .025 077%** .013
10C -.004*

Slope | -.015***| .005 .001* .000

Icept | 3.409*** | .020 .0B7*** .008
ocC -.003*

olu|glct,
-.003(p<.05)&, o]=
FE AZEY

24899 2 waihel gt
24299 27]3t0] B2 719

S50 we gase AS Sl

r_\.L
)
l-u
oftl
A
© o
=2
X
I

274 13 A% 84 A3 1°=118.051(p¢.001),
CFI=.922, TLI=.897, RMSEA=.094& #3}5 EA5}7]0|
Agtsitty woker &= 9tk Q9 W4 7t =AY A2
A% Table 73} 2t} A1 21 &30 27|13
ZAEYY 2713kl Fogt I Ulil (B 188, p
(01), 2= WsREl= ol
Aoz YepthB=.018). &, 22 U *33—01 “‘«1
YAAF E3He 1A AL TE 2
Ao g Ueor, 270 44 iﬂfw} HLEME}L
SO & 2FEY HIE Ued=

Aol Az

A ohJett 2 T 4 Yotk W, P41 24
Boto WSS 2XBY MR 49T 3T
H Al 202 UeRTHB=988, pL001). A2, AIZHe)
550 et H4H 2L} FATSE 2HBYo]
AT Aol A & 4 9

Table 7. Path coefficient of the research model

Sl =017 | 004 .007*** .000
e Path between hypothesi Unstandardized SE
I0C: Innovative Organizational Culture, variables Vpotnesis coefficient o
OC: Organizational Commitment 10C lcept
) K05, %) (01, ) K001 ~ 0C lcept L 188 064
_Joo(jc'c,sﬁgée H2 018 042
ZAEYY] 2713k B2 3.409(p<.001), HIE&S
I0C Slope xx
-017(p<.00 DR YEton, n% BAH02 {9 ~ 0C Slope H3 988 218
8]’5&‘4’ = 3‘_1—.]%?38 A]Z}O] X]ld'oﬂ E}E'Jr %‘_/::’5}5313}. IOC: Innovative Organizational Culture,
- = OC: Organizational Commitment
ZAERYY AR 27IgE .051(p<.001), WIE
*) X.05, *) .01, ***) .001

001(p(.00DE BEF S9lslgsd|, ol 7|99 %7
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