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Abstract
R&D engineers are viewed as the vital source of creativity and innovation for the companies to improve its
business values, in particular in the original design manufacturer (ODM) companies. In order to promote R&D
engineers’ creativity within the organization, organizational learning is viewed to be well shaped to enhance
creativity of the engineers. Therefore, this study aims to determine the effect of perceived organizational learning
towards the research and development (R&D) engineers’ creativity in the ODM companies in Malaysia. The
perceived organizational learning was conceptualized into four dimensions of managerial commitment, systems
perspective, openness and experimentation, and knowledge transfer and integration. Structural Equation
Modeling (SEM) was employed to test the model using SMART-PLS version 2.0 package, drawing on a sample
of 140 R&D engineers working in the ODM companies in Malaysia. Data analysis revealed that, all four
dimensions of organizational learning contribute the significant impact on R&D engineers’ creativity. The results
offer a number of suggestions to ODM firms in Malaysia. Specifically, organization can establish a platform to
enable its R&D engineers to acquire, exchange and apply knowledge within the team or even organization. In
doing so, the employees can utilise the knowledge to create new solutions, improve efficiency and solve issues
encountered in the organization and this definitely will increase the R&D engineers’ creativity.
Keywords: creativity, organizational learning, research and development, operations costs, Malaysia
1. Introduction
In ODM industry, talent usually refers to the R&D engineers. The ODM firms are very much depended on R&D
engineers, who are viewed as the source of creativity and innovation for the firms to improve its business values
and to sustain the firm’s position in this ever changing and highly competitive market. In the 10th Malaysia Plan
(10MP), Talent Corporation (TC) is setup by Malaysia Prime Minister for the purpose to attract, nurture and
retain talent required for Malaysia to achieve high income economy (Economic Planning Unit, 2010), which is in
line with the Economic Transformation Program (ETP) and to bring Malaysia’s growth path back to the
trajectory towards Vision 2020 (Performance Management and Delivery Unit (PEMANDU, 2011). One of the
challenges that Malaysia wishes to overcome is to establish a scientific and progressive society that is innovative
and forward-looking.
TC is progressively developing collaborative initiative among industries by rolling out various R&D projects at
several ODM firms (Performance Management and Delivery Unit (PEMANDU, 2012a). These ODM firms
comprise of semiconductors, solar, light emitting diode (LED) and industrial electronic, which are the important
contributors to Malaysian economy, approximates to provide incremental Gross National Income (GNI) of 11.53
billion and creates 36,900 jobs by 2020 (Performance Management and Delivery Unit (PEMANDU, 2012b).
This denotes that Malaysia is highly demand for the R&D engineers to work in the ODM industries for the near
future.
From the national perspective, Malaysia’s GERD of RM9.4 billion shows an increment of threefold compared to
2006 at RM3.6 billion. From the global perspective, Malaysia’s GERD/GDP ratio of 1.07 in 2011 was
considered low compared to other Asia Pacific countries like Singapore, China, Korea and Japan which
accounted for 2.3, 1.8, 3.7 and 3.3 respectively (Agency for Science, Technology and Research Singapore, 2012).
Besides, the Global Innovation Index published by Cornell University, INSEAD, WIPO (2014) indicated that
Malaysia’s score values of 45.60 (100 is the best) was lower compared to compared to China (46.57), Singapore
(59.24), Korea (55.27), and Japan (52.41). Nonetheless, this indicates that Malaysia still has room to catch up its
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R&D and innovation performance with these countries.
In order to promote R&D engineers’ creativity within the organization, organizational learning is viewed to be
well shaped to enhance creativity of the engineers, namely managerial commitment, systems perspective,
openness and experimentation, and knowledge transfer and integration (Jerez-Gomez, Céspedes-Lorente, &
Valle-Cabrera 2005; Senge, Kleiner, Roberts, Ross, Roth, & Smith, 1999). Thus, this study aims to explore the
influence of organizational learning that might help to increase the R&D engineers’ creativity level.
2. Literature Review
2.1 Craetivity
Creativity can be viewed from various dimensions. Earlier research by Donnelly (1994) viewed creativity as the
ability to see and transform materials and objects into new and original forms. Lately, Nettle (2002) viewed the
creative as gifts of the person with a schizotypal personality. Yet, Batey and Furnham (2006) termed creativity as
the capacity to suggest many different uses for an object. Generally, creativity can be defined as the generation of
new, original and useful idea (Berg, Taatila, & Volkmann, 2012). Practical application of creativity can be
considered as an innovation (Escriba-Esteve & Montoro-Sanchez, 2012). Therefore, the spark of creativity which
will generate the ideas leading to the birth of innovation should be acclaimed in the organization.
In order to improve creativity in organization, three aspects are required, namely expertise, creative thinking
skills, and intrinsic and extrinsic motivation (Amabile, Schatzel, Moneta, & Kramer, 2004). These three aspects
depend greatly on the organization itself, for example providing sufficient training and exposure to increase the
expertise of the individual. This will then in turn to increase individual’s creative thinking skills that can be
amplified with both intrinsic and extrinsic motivation (Amabile et al., 2004).
Creative individual will produce useful ideas leading to improved organizational products, practices or
procedures (Shalley & Gilson, 2004). Nonetheless, if the ideas are not processed to have an ultimate conclusion,
they will be remained as the random thought and interesting observation. In order to best capture creative ideas,
the individual’s new ideas need to be acquired, transferred and stored into knowledge bank where it can be
converted into innovation. This is particularly vital for organization especially ODM firms that need to survive in
the midst of rapid scientific and technological advancement.
In ODM industries, R&D organization always focuses on the development of creative work that needs to be
tackled regularly to improve knowledge, thus allowing it to be used for conceiving new products. R&D activities
cover the areas such as the basic research, strategic research, applied research and also experimental research and
development. This activities naturally requires huge sums of investment in time and capital as well as the
committed talents (Asmawi & Mohan, 2010). R&D engineers are usually the company’s elite talent and their
ultimate job responsibility is to generate creative ideas that contribute to the development of innovations. The
endurance of the company is very much depended on its R&D engineers’ ability to continually improve and
revolutionize the new products. Therefore, R&D engineers are required to be equipped not only with the core
engineering competency and common sense, but also need to possess exploratory abilities, creativity and
consciousness of global market situation (Chen, Sandhu, & Jain, 2009).
2.2 Perceived Organizational Learning
Over recent years, organizational learning has turned into an emerging topic from different perspectives. Some
studies viewed it from mental approach, sociological approach and also from the view of organizational theory.
The learning has been considered, from a tactical view, to have significant value to the firm through R&D
innovations. This approach allows the blooming of new concept of organization learning, that move away the old
method of resolving issues with the management.
Organizational learning is a lively practice based on knowledge, which suggest shifting among the different
levels of action, from the individual level to the group level, and then to the organizational level and back again
(Jerez-Gomez et al., 2005). This activity comes from the knowledge acquisition from the individuals and
progresses with the exchange and integration of the knowledge until a corpus of collective knowledge is created
and retained in the organizational processes and culture (Egan, Yang, & Bartlett, 2004). This collective
knowledge has the influence on the information acquired and how it is processed and distributed.
In order to develop the effective organizational learning capability, it requires four conditions. First, the
management must provide strong support to organizational learning. Manager should lead the project, thus
making clear of his commitment and his attempt to get all the personnel onboard (Jamal, 2011). Second, the
management needs to facilitate an atmosphere of openness that would give the perspective of the firm to be seen
as a system in which each element is free to make its own contribution so as to obtain a satisfactory result (De
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Geus, 1988; Senge et al., 1999). If a shared vision is lacking, the individual action will not contribute towards
organizational learning (Small & Irvine, 2006). Third, the management needs to continuously grow the
organizational knowledge, based on the transfer and integration of knowledge from individually (Nonaka &
Peltokorpi, 2006). Creating a corpus of organizational knowledge, in the routines and processes of the work itself,
is crucial for guaranteeing the organization’s continuous learning (Daft & Weick, 1984). Last but not the least,
simply adapting to the changes within the established framework does not due to difference in economy and
market would render the universal model inadequate to cope with its current competitive environment (Chiva,
Alegre, & Lapiedra, 2007). The firm must try to go beyond an adaptive learning and focus on the learning level
that needed to build up the organizational system in force. If necessary, be bold to make changes for more
innovative and flexible alternatives, generative learning (Senge et al., 1999); a learning that requires an open
mentality towards new ideas and a great deal of experimentation (Jerez-Gomez et al., 2005).
Based on the above mentioned discussion, we concluded that organizational learning shall comprises of four
dimensions, namely management commitment, system perspective, openness and experimental, and knowledge
transfer and integration. Manageral commitment refers to the organization responsibility to enable its employees
comprehend the value of learning and share actively in the firm’s success (Chen, Silverthorne, & Hung, 2006;
Jerez-Gomez et al., 2005). System perspective refers to the organization ability to bringing the organization’s
employees collectively with the same identity (Senge et al., 1999). Openness and experimentation is regarded as
the mood of openness that salutes the coming of raw views and points of thought, both inside and outside while
experimentation allows for generative learning agreeing self-knowledge to be perpetually transformed,
broadened, and revisited (Senge et al., 1999). Knowledge transfer and integration is viewed as the simultaneous
occurrence of both processes rather than successively. The source of these two processes is from the knowledge
absorptive capacity perspective from organization to individual and vice versa (Camisón & Forés, 2010; Rhodes,
Lok, Hung, & Fang, 2008).
2.3 The Relationship between Perceive Organizational Learning and R&D Engineers’ Creativity
Organizational learning has been widely acknowledged that is positively influence on innovation
(Garcia-Morales, et al., 2007). There are numerous studies that relate organizational learning to innovation at
organization level (Akgun, Byrne, Lynn, & Keskin, 2007; Alegre & Chiva, 2008; Garcia-Morales,
Lloréns-Montes, & Verdú-Jover, 2007; Liao & Wu, 2010). However, not much research have been studied the
relationship between organizational learning with innovativeness at individual level (Chang, Yeh, Chen, & Hsiao,
2011). Organizational learning is a process which consists of group of individuals that learn through interaction
with its surrounding environment (Sinkula, 1994), which actually serves as primary driver for creativity. This
means that organizational learning will enable individuals in the organization to continuously create new idea
and new products. Since organizational learning has been identified as having four dimensions: management
commitment, system perspective, openness and experimentation, and knowledge transfer and integration, our
main hypothesis is as follow,
H1: Perceived organizational learning (management commitment, system perspective, openness and
experimentation, and knowledge transfer and integration) has positive influence on the R&D engineers’
creativity.
The managerial commitment is vital to drive the process of change, taking the responsibility for creating an
organization that is able to regenerate itself and face up to new challenges (Lin, 2008). Management who is
committed will be able to develop and facilitate leadership management and managerial support for the
innovation process and to motivate employee in creating and building knowledge in an organization
(Ussahawanitchakit, 2008). This means that managerial commitment will motivate the R&D engineer to be
creative in contributing the new idea and knowledge to develop new product and new process. The
aforementioned discussion has led to our first sub-hypothesis as below.
H1a: Perceived managerial commitment has positive influence on the R&D engineers’ creativity
The organization can be seen as a system that is made up of different parts, each with its own function but act in
a coordinated manner (Senge et al., 1999). In order to viewing the firm as a system requires recognizing the
importance of each relationships based on the exchange of information and services (Voltmer, Rosta, Siegrist, &
Aasland, 2012) and the development of shared mental models of organizational learning (Senge et al., 1999). Via
the shared mental model, the R&D engineers’ capabilities to create, disseminate, and apply knowledge which is
critical factors in determining the R&D engineers creatively can be greatly enhanced. This system perspective
allows the R&D engineers’ creativity includes generating new (novel or adopted) ideas and solutions, developing
new product and new method, and producing an applicable prototype or model for the use of the organization
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(Hwang & Kandampully, 2012). In line with discussion, our second sub-hypothesis is conjectured as below.
H1b: Perceived system perspective has positive influence on the R&D engineers’ creativity
The openness to new ideas are coming from within the organization or from outside of the organization. The
favors experimentation which is an essential aspect for learning to be sustained as it implies the continuous
search for innovative and flexible solutions to current and future problems (Jerez-Gomez et al., 2005).
Experimentation ultimately requires the organization to have a culture that allows the taking of controlled risks,
based on the supporting fact even in failure, one can still learn from one’s mistakes (Jerez-Gomez et al., 2005).
Based on Senge et al. (1999), in order to have conducive learning environment or double loop learning, it
requires a climate of openness that allows acceptance of new ideas and points of view, thus allowing individual
knowledge to be constantly renewed, widened, and improved, and thus increase the individual creativity. When
organization has a climate of openness and experimentation in accepting new ideas and points of view in both
internal and external aspects, this will increase R&D engineers’ creativity. Therefore, the third sub-hypothesis is
presented as below.
H1c: Perceived openness and experimental has positive influence on the R&D engineers’ creativity
When knowledge is transferred and integrated, the learning process will occur to improve the stock of
knowledge available to the organization and to amplify the value of its intellectual assets, such as R&D
engineers’ creativity (Chen et al., 2009). If an organization demonstrates competence in knowledge transfer and
integration, it can be considered as having a knowledge management orientation (Darroch & McNaughton,
2002). In such organization, R&D engineers are willing to transfer the knowledge and they will be seen to have
the higher creativity level. Hence, the following sub-hypothesis is developed.
H1d: Perceived transfer and integration has positive influence on the R&D engineers’ creativity
3. Method
3.1 Sample and Data Collection Procedure
The respondents of this study were R&D engineers who are employed in the ODM organization in Malaysia.
The ODM sector chosen in this study consists of semiconductors, solar, light emitting diode (LED), medical and
industrial electronic. Meantime, there is no list published for the ODM companies. Based on the directory of
Federation of Malaysia Manufacturer (2013), we found more than 300 companies involved in the ODM sectors.
Among these companies, we found that only 40 companies have R&D facilities. The confirmation is carried out
through telephone calls and website verification. A total of 600 questionnaires of were sent by postal services to
the 40 ODM companies with the intention of getting15 respondents from each company. Each packet contained
of 15 questionnaires will then be distributed to R&D engineers by the department manager. Four weeks were
given to the company to collect the questionnaires from the R&D engineers. Once the assigned questionnaires
have been collected, the department manager will mail them back to us. After several follow up calls, we manage
to collect 142 questionnaires returned within two months period which yield a response rate of 23.6% percent.
Out of 142 questionnaires, only 140 questionnaires customers were found usable for data analysis. Two
questionnaires were not usable due to missing information.
3.2 Measurements
In this study, R&D engineers’ creativity was assessed with 5 items adapted from Houghton and DiLiello (2010).
Meanwhile, the measurements of the four dimensions of perceived organizational learning were adapted from
Jerez-Gomez et al. (2005), where 5 items used to measure managerial commitment; 3 items to gauge system
perspective; 4 items to measure openness and experimental; and 4 items to measure knowledge transfer and
integration. The response was based on five-point Likert scale (“1” = “strongly disagree” to “5 = “strongly
agree”). Table 1 posits the measurement items used in this study.
Table 1. Measurement items of the study
Variables
R&D
engineers’
creativity

Items
I have opportunities to use my creative skills and abilities at work
I am invited to submit ideas for improvement in the workplace
I have the opportunity to participate on team(s)
I have the freedom to decide how my job tasks get done
My creative abilities are used to my pull potential at work
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Openness
experimental
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Knowledge transfer
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Items
The managers frequently involve their staff in important decision making processes
Employees learning is considered more of an expense than an investment
My organization’s management looks favorably on carrying out changes in any area to
adapt to and /or keep ahead of new environmental situations
Employee learning capability is considered a key factor in my organization
In my organization, innovative ideas that work, are rewarded
All employees have generalized knowledge regarding my organization’s objectives
All parts that made up my organization (department, section, work teams and individual)
are Ill aware of how they contribute to achieving the overall objectives
All parts that make up my organization are interconnected, working together in an
coordinated fashion
My organization promotes experimentation and innovation as a way of improving the
work processes
My organization follows up what other firms in the sector are doing, adopting those
practices and techniques it believed to be useful and interesting
Experiences and ideas provided by external sources (advisors, customers, training firms,
etc.) are considered useful instruments for my organization learning.
Part of my organization culture is that employees can express their opinion and make
suggestion regarding the procedures and methods in place for carrying out tasks
Errors and failure are always discussed and analysed in my organization, on all levels
Employees have the chance to talk among themselves about new ideas programs and
activities that might be of use to my organization.
In my organization, teamwork is not the usual way to work. (R)
My organization has instruments (manual, databases, files, organizational routines, etc.)
that allow what has been learnt in the past situations to remain valid, although the
employees are no longer the same.

3.3 Analysis
We employed Smart Partial Least Square (Smart-PLS) version 2.0 to analyse the four sub-hypotheses. Based on
Hair, Ringle, and Sarstedt (2011), analysis of the research model entails two stages of assessments. The first
stage deals with the assessment of measurement model, which aims to assess the model’s reliability and validity;
whereas the second stage is the assessment of the structural model, which wishes at evaluating the significance
of the proposed relationships and to estimate the amount of variance explained.
4. Results
4.1 Sample Profile
The respondents were requested to provide information about their age, years of working experience, gender,
marital status, race, level of education, and income status. Out of 140 respondents, 85 respondents are male
(60.7%) and 55 respondents are female (39.3%). In terms of marital, 54.3% are single while 45.7% are married.
In term of race, majority of the respondents are Chinese (75.7%), follow by Malay (12.1%) and Indian (9.3%).
Other race consists of 2.9%. In terms of age, 13.6% respondents fall into the age range of 18-25 years old, 57.9%
respondents in age range of 26-35 years old, 20.7% respondents in age range of 36-45 years old, 7.1%
respondents in age range of 46-60 years old, and 7% respondents in age range of above 60 years old. In terms of
years of working experience, 44.3% respondents fall into the range of 0-5 years, 27.1% in the range of 6-10
years, 10.7% in the range of 11-15 years, 12.1% in the range of 16-20 years, 2.1% in the range of 21-25 years,
and 3.6% in the range of 26-30 years. For the highest education qualification, 4.3% are holding certificate level,
6.4% are with Diploma, 76.4% are with Bachelor degree, 11.4% are with Masters and 1.4% is with PhD. In
terms of income, 2.9% are below RM2000, 49.3% fall between RM 2000 and RM 3999, 22.9% are fall between
RM 4000 to R.M 5999, 7.1% are fall between RM 6000 to RM 6999, and 17.9% are above RM 7000.
4.2 Measurement Model Results
Base on Table 2, all the items’ loadings ranged from 0.560 to 0.892, which fulfill the 0.50 minimum cut-off
values (Hair et al., 2011). We also verify the convergent validity of the model using Average Variance Extracted
(AVE), which is defined as the grand mean value of the square loadings of the indicators associated with the
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construct. The AVE of this study ranged from 0.524 to 0.760 and all exceeded the 0.50 threshold (Hair, Hult,
Ringle, & Sarstedt, 2013). Subsequently, the Composite reliability (CR) which ranged from 0.765 to 0.941 also
exceeded the 0.70 ceiling value (Henseler, Ringle, & Sinkovics, 2009). Our results grant evidence that the
measurement model is reliable and has sufficient convergent validity.
Table 2. Items loadings, composite reliability, and the average variance extracted for the measurement model
Creativity

Knowledge Transfer and Integration

Managerial Commitment

Openness and Experimentation

System Perspective

Question Items
RDC1
RDC2
RDC3
RDC4
RDC5
TR1
TR2
TR4
MC1
MC4
MC5
OE1
OE2
OE4
SP1
SP2
SP3

Loadings
0.890
0.892
0.858
0.834
0.885
0.696
0.831
0.630
0.819
0.627
0.806
0.835
0.560
0.785
0.804
0.762
0.693

AVE
0.760

Composite Reliability
0.941

0.524

0.765

0.571

0.800

0.543

0.776

0.569

0.798

R Square
0.370

The below table (Table 3) illustrates that the square root of AVE (diagonal values) is larger than correlations
between constructs (off-diagonal values) which provide sufficient support for discriminate validity at construct
level (Fornell & Lacker, 1981).
Table 3. Discriminant validity of constructs
Creativity
Creativity
Knowledge Transfer
and Integration
Managerial
Commitment
Openness
and
Experimentation
System Perspective

Knowledge
Transfer
Integration

and

Managerial
Commitment

Openness
and
Experimentation

System
Perspective

0.872
0.474

0.724

0.4524

0.3624

0.756

0.4414

0.478

0.435

0.737

0.419

0.407

0.293

0.377

0.893

Note: Diagonals (in bold) represent the squared roof of average variance extracted (AVE) while the others entries
represent the correlations.
From Table 4, all items loaded highly on its respective construct and low on other construct which provide
sufficient support for the convergent validity at item level as proposed by Chin (1998).
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Table 4. Loadings and cross loadings for the measurement model
Creativity
MC1
MC4
MC5
OE1
OE2
OE4
RDC1
RDC2
RDC3
RDC4
RDC5
SP1
SP2
SP3
TR1
TR2
TR4

0.386
0.292
0.340
0.360
0.229
0.366
0.890
0.892
0.858
0.834
0.885
0.371
0.270
0.294
0.266
0.430
0.302

Knowledge
Transfer
and Integration
0.232
0.367
0.246
0.318
0.226
0.482
0.429
0.403
0.328
0.524
0.368
0.287
0.381
0.267
0.696
0.837
0.630

Managerial
Commitment
0.819
0.627
0.806
0.361
0.282
0.319
0.465
0.310
0.363
0.340
0.480
0.234
0.163
0.260
0.391
0.151
0.320

Openness
Experimentation
0.319
0.238
0.422
0.835
0.560
0.789
0.366
0.422
0.324
0.389
0.419
0.148
0.284
0.461
0.312
0.422
0.285

and

System
Perspective
0.238
0.295
0.144
0.308
0.132
0.353
0.402
0.362
0.383
0.349
0.333
0.804
0.762
0.693
0.274
0.345
0.254

MC = managerial commitment; OE = Openness and experimentation; RDC = R&D engineers’ creativity; SP =
System perspective; TR = Knowledge transfer and integration
4.3 Structural Model Results

Figure 1. The structural model
The following step is to assess the structure model employing Bootstrapping procedure. Bootstrapping is a
resampling technique that draw a large number of subsamples from the original data with replacement and
estimates models for each subsample (Hair et al., 2013). Hair et al. (2013) mentioned that the number of
bootstrap samples should be higher than the number of valid observations in the data. Although 5000 resample
are recommended, but we decided to run the bootstrapping with 500 resample since the number of valid
observations in this study is only 140. According to Chin (2010), the goodness of research model is established
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on the basis of the explained variance in endogenous construct (R2) and the significance of all path coefficients
(β). The R2 refers to the amount of variance explained in the endogenous construct by its determinants in the
research model. To achieve an acceptable level of explanatory power, the value of R2 shall be strong (Urbach &
Ahlemann, 2010). Based on Chin (1998), R2 values of 0.66, 0.33 and 0.19 are substantial, moderate and weak
respectively. In this study, the R2 obtained is 0.370, which reflects the model is moderate.
Hair et al. (2011) stated that critical t-values for one-tailed test are 1.65 (p<0.05), and 2.33 (p<0.01). Based on
the results obtained in Table 5, three out of four dimensions were displaying significant relationship with R&D
engineers’ creativity, namely managerial commitment (β=0.245, p<0.01), knowledge transfer and integration
(β=0.234, p<0.01), and system perspective (β=0.196, p<0.01), while openness and experimental (β=0.149,
p>0.05) show insignificant relationship.
Table 5. Summary of the structural model
Hypothesis
H1a
H1b
H1c
H1d

Path
Knowledge Transfer and Integration ->
Creativity
Managerial Commitment -> Creativity
Openness and Experimentation ->
Creativity
System Perspective -> Creativity

Beta
Value

Standard
(STERR)

0.234

Error

t-value

Decision

0.089

2.624

Supported

0.245

0.070

3.482

0.149

0.096

1.541

0.196

0.072

2.711

Supported
Non
supported
Supported

**significant at p<0.01, *significant at p<0.05, ns=not supported, bootstrapping (n=500)
5. Discussion
The ultimate goal of this research was to examine the level of R&D engineers’ creativity in Malaysia ODM
industries. Specifically, the relationships between perceived managerial commitment, knowledge transfer and
integration, openness and experimental, and system perspective was examined. The research found that only
managerial commitment (t=3.482, p<0.01), knowledge transfer and integration (t=2.624, p<0.01), and system
perspective (t = 2.711, p<0.01) had significant and positive relationship with R&D engineers’ creativity, whereas
openness and experimental (t=1.541, p>0.05) had no significant relationship with R&D engineers’ creativity.
The result point toward that among the dimensions of organizational learning, managerial commitment has the
highest influence on R&D engineers’ creativity. The R&D engineers will be motivated when the management
shows high commitment towards their new project. The R&D engineer would perform better and more creative
in contributing new ideas and solutions knowing that the management is standing behind him to ensure the
project is successful. This result is contended with the finding from (Munns & Bjeirmi, 1996) which implied that
management commitment to continuously provide resources and administrative support is essential to increase
employee’s creativity level.
System perspective demonstrated the second higher influence on the R&D engineers’ creativity. The stronger
system perspective would allow individual to mesh together better allowing a more effective information
exchange and sharing. The R&D engineers will be inspired to share new thoughts and be creativity in the work if
the organization able to gather all its talents around as a single identity to innovate and improve the work
together. This finding conjectures with Liao and Wu (2010) study that strong system perspective will increase the
creativity level of its employees and then allow the organization to continually innovate the product.
Next, the knowledge transfer and integration has also demonstrated the significant relationship with R&D
engineers’ creativity. This denotes that the integration and transfer of knowledge will lead to the creation of
collective knowledge embedded in organizational memory which enable R&D engineer to retrieve for innovative
solutions. The finding is in line with Cohen and Levinthal (1990) that the efficiency of knowledge transfer and
integration rests on the individual knowledge absorptive capacity, which will in turn increase the individual
creativity.
Although previous studies explicated that openness and experimentation positively contribute to creativity,
however, openness and experimentation in this study was insignificant on R&D engineers’ creativity. One of the
probable explanations is most of the R&D engineers perceived that their organization didn’t favor openness and
also didn’t accept all kinds of opinions and experimentation from them. Under this scenario, the R&D engineers
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are not encourage to search for innovative procedure and method to solve current and future issues, therefore
their creativity level will not be improved.
From the practical implication, the top management of the R&D organization can refer the result of this study to
improve the R&D engineer creativity. The leadership of the ODM organization should put a model of
organizational learning in place which would allow the propagation of internal learning within the company.
Management should setup an avenue that enables employees to freely acquire and integrate different types of
knowledge from internal (cross team and inter department) and external (supplier and competitor) members.
Managers should also establish a platform to enable knowledge to be gathered, exchanged and combined from
the source to an individual, team or even organization. Having a proper platform, the employees can use the
knowledge in a wide array to create new solutions, improve efficiency and solve issues encountered. In this
manner the R&D engineers’ creativity would be increased.
Although the findings of this study are able to present substantial answers to our research objectives, it needs to
be carefully viewed with several limitations in this study. First and foremost, this study is limited to the ODM
related sector companies located in Peninsular Malaysia. The findings may not be applicable to other regions.
However in future, the research could be replicated with a larger sample to include other regions within the same
industry, in order to improve the quality of the findings. Secondly, this study was limited to ODM industries
which were specifically identified in the 10th Malaysia Plan. However, other areas of interest can be considered
in future research, such as the oil and gas industry and biotechnology industry. Besides, another growing sector service industry, such as telecommunication, healthcare and education also can be considered in future research.
6. Conclusion
The objective of this study was to examine the relationship between the perceived organizational learning and
R&D engineers’ creativity within the context of the ODM companies in Malaysia. Form the findings, the
proposed hypotheses were partly validated with three significant T-values. The significant relationships consist
of managerial commitment, system perspective and knowledge transfer and integration which are perceived to be
directly contributed to R&D engineers’ creativity. In sum, all the three dimensions of organizational learning are
viewed imperative to increase the R&D engineers’ creativity level. On the other hand, the openness and
experimentation is not significantly influences the R&D engineers’ creativity partly may due to the culture of the
organizations surveyed are not favor openness. This factor may be able to further validated through the interview
with the participated companies in this study in the near future.
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