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Abstract

In the era of knowledge economy, innovation is an important source for individu-
als, businesses, and even entire countries to gain a competitive advantage. The
macro state wishes turn into an innovative country from a manufacturing country, and
the enterprises want to keep their own survival and growth through innovation. Clearly,
in the process of innovation, the individual is the player of organizational innovation,
and individual creativity is the main force to promote the innovation of organizations
and countries. However, the fact is that we need innovation, state; enterprises have
also invested a lot of software and hardware facilities to create the conditions for inno-
vation, but the full innovation boom we expect did not come. Therefore, it is a head-
ache important problems that how to stimulate creativity and innovation behavior of
staff in the realistic context.

The financial services industry is the core of modern economy and the leading in-
dustry of the national economy, so that it is a very important significance that the effi-
ciency of the financial operation and the degree of coordination with the economy for
the healthy development of the national economy. For a long run, the relationship on
development of the financial services and economic growth has always been a hot topic
of concern of economists. Nearly 30 years, in financial services industry the wave of
innovation sweeping the globe, from the statistical point of view, the proportion of in-
novative enterprises in the financial services industry, rise to 58%, while the average
of the manufacturing and services, respectively, 54% and 46%, financial the
service sector plays an increasingly important role in the innovation system. At the
opening of the 18th National Congress of the Communist Party of China (CPC), Hu
Jintao stressed that “the modern market system, speed up the reform of the fiscal and
taxation system, deepen the reform of the financial system, improve financial supervi-

sion, promote financial innovation and maintain financial stability.” This means that
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the financial services industry will continue in the future development of innovative po-
sitions. Therefore, to study the issue of employee’s creativity for the financial services
industry, it is of greal significance.

WorkPassion has always been considered to be closely related with the positive
output (e. g., .Anderson, 1995; Boyatzis, 2002; Bruch & Ghoshal, 2003 ; Chang,
2000; Gubman, 2004 ; Klapmeier, 2007), and is important premise of employee’s
creativity (Liu and Chen, 2011). But how to stimulate the work passion of the staff,
especially the harmonious work passion, to bring the organization look forward to the
positive output, almost all organizations concerned with the problem. Obviously, from
the perspective of human resources management, the person— organization fit is obvi-
ously an important reason to bring a harmonious passion for the work. Only the full re-
alization of employee’s value and consistency of organizational culture, basic skills
and organizational requirements with the consistency and the organization providing
employees with material and spiritual foundation of its needs, can fully mobilize staff’s
harmonious work passion, so as lo raise the ereativity.

In order toresearch the above problems in practice, on the theory of self—deter-
mination, this paper explores the relationship between person—organization fit, har-
monious work passion and creativity, and takes into account the context variables. Re-
search methods used are literature analysis, in—depth interview and questionnaire sur-
vey, in—depth interviews with 20 people of the financial services industry, the finan-
cial services industry staff questionnaire collected 764 samples, and using SPSS and
AMOS software to carry on the analysis to the above data, the conclusions are as fol-
lows ;

(1) Person—organization fit has a significant positive effect on employee’s crea-
tivity (B=0.77, Sig. = 0). Congruence (B =0.38, Sig. = 0) and demands—abili-
ties fit (B =0.54, Sig. = 0) has a direct and positive impact on employee’s creativi-
ty. Need—supply fit’s effect on employee’s creativity is not significant at P=0. 05 lev.
(2) Harmonious work passion has a significant positive effect on person—organization
fit (B =0.85, Sig. = 0). The Need—supply fit (=0.60, Sig. = 0) and demands
—abilities fit (B =0.36, Sig. = 0) have a significant positive effect on employee’s
harmonious work passion. Congruence has no significant effect on employee’s creativity
at the P=0.05 lev. (3) The results show that harmonious work passion has a signifi-
cant positive effect on employee’s creativity (B=0.78, Sig. = 0.000). (4) The me-

diate effect test of harmonious work passion is that harmonious work passion partial
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mediates the relationship between person —organization fit and employee’s creativity
(5) The perceived organizational support for creativity plays a moderated mediator role
among the person—organization fit, harmonious work passion and employee’s creativi-
ty.

Practical significance of this research lies in:

(1) This research finds the wide application of fit in the practice of human re-
source management and the path of fit how to influence the organization effective out-
put; (2) Under the background of knowledge economy, the wide concern on creativ-
ity and innovation behavior of country, social and organization; (3) How to stimulate
employees” harmonious work passion and their effective output; (4) From the per-
spective of HRM, HRM practitioners should make different methods to deal with dif-
ferent person—organization fit on different stages of HRM. In order to adapt the social
development the staff need to strengthen their own occupation career planning and
“lifelong learning” .

The theoretical significance of this study is;

(1) To explorehow to enhance employee’s creativity from the interaction between
staff and organizations; (2) To clarify the mechanism of people—organizations fit how
to effect employees’ creativity; (3) To define harmonious work passion , to measure
it and do some empirical research in Chinese context; (4) To investigate context ele-
ments among variables through introducing these mediators.

The research’s innovation points lie to:

(1) This paper verified the “harmonious work passion” scale’s adaptability in
Chinese context, and explored the antecedent variables that lead to employees emer-
ging “harmonious work passion”.

First of all, through the pre—survey and sample data collection, the paper veri-
fied the one—dimensional structure of the harmonious work passion as well as adapta-
bility in the Chinese context.

Second, the relationship between harmoniouswork passion and employee creativity
is undoubtedly a clear relationship. Because of this, the corporate culture of many com-
panies contains the connotation of “passion”, and many companies hope to recruit a
staff with passion and vitality. The research findings show these fit between those em-
ployees and jobs is an important source of harmonious passion. This reminds managers,
in practice of HRM, that they should pay attention to improve the fit between work and

employees, and lo prolong harmonious passion, and to bring employees’ creativity.
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(2) Based on self—determinism theory, the paper explores mechanism that the
people—organization fit how to affect employee’s creativity through harmonious work
passion. Very little research has been to explore the “black box” that the person—or-
ganization fit how to affect employee’s creativity. Many scholars have verified the medi-
ating role of the three basic needs between the people—organization fit, staff emotions,
work attitudes and work behavior, and get some positive results. However, almost no
scholars directly research the relationship between person—organization fit and motiva-
tion variable that is a direct consequence of the three psychological needs. | think
that: on the one hand the research about mediating mechanisms fills blank of the re-
search; the other hand, the research builds a bridge between person—organization fit
and creativity and innovative behavior.

(3) To explore the context factors between the person—organization fit and au-
tonomous motivation. The majority of researchers research the relationship between au-
tonomous motivation ( mainly internal motivation) and staff creativity or innovation be-
havior. Most research results show that when the participants experienced a high level
of internal motivation, their products will be more creativity. However, some studies
show that this relationship is a weak, complex, and even uncorrelated. So I believe
that the relationship between autonomous motivation and employee’s creativity may be
affected by some cerlain moderators. With joining the perceived organizational support
for creativity, I found that the variable does moderate the relationship between harmo-
nious work passion and employee’s creativity, which is an important innovation in this

study.
Keywords: Financial services industry; Person—organization fit; Harmo-

nious work passion; Employee’s creativity; Perceived supervisory autonom
,

support; Perceived organizational support for creativity
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