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EABSTRACT

‘Introduction: Innovation in healthcare organizations is essential to provide
‘high-quality patient care. The theories of leadership and innovation have
‘ established a strong relationship between leadership styles and organizational
| innovation. The study examined the relationship between leadership styles and
i organizational innovation in the healthcare sector as perceived by medical
i doctors. The mediating effect of organizational culture on relationships was also
 tested.

i Methods: This applied study employed a cross-sectional survey design and data
'was collected using an online and standard questionnaire. A proportionate
!'stratified random sampling technique was used to draw a sample from the
!population that consisted of medical doctors working full-time for the five
!argest public sector hospitals in Lahore, Pakistan. Data analysis was conducted
by descriptive and inferential statistics (Structural Equation Modeling (SEM)
and confirmatory factor analysis) using SPSS and Smart-PLS software.
!Results: The results suggested that there are significant and positive
! relationships between leadership styles and organizational innovation (p = 0.000,
!p = 0.030). The indirect path analysis of mediation revealed that organizational
culture mediated the relationship between the three leadership styles and
!organizational innovation (p<0.001). However, the direct effect of
!transformational leadership and ambidextrous leadership on organizational
innovation became insignificant (p>0.05) after incorporating organizational
!culture as a mediator, proving its impact on innovation.

!Conclusion: This study provides evidence of the significance of paying
!attention to the leadership style of healthcare supervisors as it potentially has an
'impact on administrative and technological innovation. The study provides
'empirical evidence to healthcare managers and policymakers on the essential
!traits of healthcare supervisors who can promote innovation. The study also
!provides evidence of the importance of a supportive workplace culture that
! promotes innovative behaviors among medical doctors.
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Extended Abstract

'Introduction

Leadership and innovation are considered
vital determining factors of healthcare
advancements and progression. They play
an important role in the long-term viability
of health systems. [1] Therefore, leadership
and innovation are essential elements of
organizational performance in healthcare.
Innovation in healthcare organizations
results in developing new procedures and
treatments, creating new opportunities,
provide alternate resources, diagnostic
technologies, and inputs. Moreover,
innovation results in considerable reforms
to the organizational structure. It helps
develop creative and innovative staff. [2]
Empirically, Bayraktar et al [3] discovered
the positive influence of organizational
innovation on different types of innovative
outcomes, significantly improving
organizations’ capabilities to implement
new technologies and innovative processes.
Organizational innovation also accelerates
economic benefits [4]. It has been observed
that leaders enhance employee innovation
by motivating and assisting them in
achieving better performance. [5] Meta-
analyses were done by Lee et al [6] and
Alblooshi et al [7] on a large number of
empirical studies, demonstrating that
positive leadership styles had a substantial
positive association with innovation and
creativity. Transformational Leadership
is described as "shifting followers beyond
self-interest by wusing the leadership
qualities of idealized influence, inspiration,
intellectual stimulation, or individualized
consideration”.  [8]  Transformational
leadership fosters employee creativity and
organizational innovation. [9] Whereas,
transactional leadership is based on
rewarding and punishing followers
depending on their performance, and can
maintain  their  followers' short-term
motivation. These traits of a leader are said
to contribute to employees innovative
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behaviors. [10] Furthermore, an
ambidextrous leadership is the ability to
create a balance between the exploration
and exploitation stages of an innovation
process. Rosing et al [11] observed that due
to the exploratory and exploitative nature of
the innovation  process, traditional
leadership styles are not optimally suited
for it. Therefore, an effective leader must be
ambidextrous and be able to perform
multiple tasks and engage in multiple
processes at different levels concurrently.
While theses leadership styles promote
innovative behaviors among followers, it
also raises job stress and role uncertainty,
which may result in a negative impact on
employees’  behaviors. Therefore, the
conflicting findings in the literature suggest
further investigation of the role of
leadership in relation to innovation. In
addition, a substantial influence of
leadership on innovation may also be
played by organizational culture, and it may
only foster within particular corporate
cultures. A supportive culture may provide
a positive relationship between leadership
and innovation, whereas an unsupportive
culture may hamper such a relationship.
Accordingly, Abecassis-Moedas and Gilson
[12], Odunlami et al[13] have established a
relationship between organizational culture
and innovation. Therefore, this study will
further analyze the mechanism by which
culture mediates between leadership and
innovation in healthcare organizations. The
findings from this research could assist
various stakeholders, such as human
resource practitioners, health departments,
and researchers in understanding the
relevant issues of leadership and innovation
as perceived by medical practitioners.

'Methods

The study employed a positivist research
paradigm and a cross-sectional quantitative
research design. In the first stage, the
components were validated through
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confirmatory ~ factor  analysis  and
discriminant  validity  analysis.  The
measurement model was fitted at a first-
order level. In the second stage, to test the
hypotheses, the study’s latent variables
scores were obtained. Using the disjoint
approach, the latent variable scores of each
component were used to measure the main
constructs of the study. Correlation
analysis, regression, and mediation were
then performed accordingly. The population
of the study was comprised of the medical
doctors employed in the public sector
hospitals in Lahore, Pakistan. This sector was
chosen as it was far behind the private sector
in delivering the required level of healthcare
services mainly due to a lack of resources,
poor leadership performance, and political
interference. A  proportionate stratified
random sampling technique was used to draw
a sample of 380 doctors working full-time in
these hospitals. The rationale was that the
doctors were the most informed individuals
and important players in delivering
healthcare services, and were also in
leadership positions in these hospitals.
Therefore, a sample drawn from the doctors
was considered the most reliable. The study
used selected items from MLQ-5X
developed by Bass and Avolio [10] to
assess transformational and transactional
leadership. Ambidextrous leadership was
measured using nine items scale proposed
by Rosing et al [11]. The organizational
culture  was measured using the
Organizational Culture  Assessment
Instrument (OCAI) which is based on the
competing values framework as developed
by Cameron and Quinn [14]. The
instrument determines the existing and the
expected organizational culture type. We
measured only the existing culture type. A
5-point Likert scale was used to measure
the responses where 1 = strongly disagree
and 5 = strongly agree. We first tested
model fit before proceeding to test the
structural model by using model fitting
parameters. The next step consisted of
evaluating the hypothesized correlation of
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the structural model using Smart PLS 4.0
and two-tailed bootstrapping algorithms at
the default 5% level of significance. The
hypotheses of the study were further tested
through multiple regression and mediation
analysis.

'Results

Data were collected using a questionnaire
by distributing through email and in-
person. A total of 351 usable responses (70
%) were received. The data revealed that
female doctors accounted for 51.6% while
male doctors accounted for 48.4%. The
mean age of responders was 27 years, with
a minimum of 21 years and a maximum of
55 years. In terms of tenure of service, the
mean experience reported was 2.65 years
with a minimum of one year and a
maximum of 30 years of experience. The
hospitals in the sample were teaching
hospitals, and all doctors were required to
hold a minimum qualification of a MBBS
degree. Hence, 77.2% of doctors held
MBBS degrees, while 19.37 % held
advanced degrees of specialization, such as
FCPS or FRCS/FRCP. Based on the job
category, the largest responding groups
were house officers (50.71%), medical
officers (21.08%), registrars (5.41%),
physicians (9.1%), and surgeons (13.67%).
The means and standard deviations of the
components ranged from 2.94 to 3.35 and
0.869 to 1.202, respectively. Pearson
correlation coefficients results showed that
organizational innovation (Ol) had a
positive and significant relationship with
three leadership styles (r = .746, p <0.01).
The reflective measurement model was
evaluated for its internal consistency,
reliability, convergent validity, and
discriminant validity. The criterions for
Fornell-Larcker and Heterotrait-Monotrait
(HTMT) ratios were also met within the
acceptable values.To assess the structural
model, the path coefficient, coefficient of
determination (R?), effect size to R? (f?),
and Stone-Geisser Q? Predictive relevance
were evaluated. The path coefficient
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showed the hypothesized relationships that
linked the constructs. The R? value for Ol
was 0.296 which was higher than 0.26
showing a substantial mode explaining 30%
of the variance in organizational
innovation. While the R? value of 0.629 in
organizational culture was higher than 0.26
which also showed a substantial mode
showing that leadership styles explained
63% of the variance in organizational
culture. The effect size 2 values indicated
that transformational leadership (0.065),
transactional leadership (0.044), and
ambidextrous leadership (0.013) had a
negligible influence on the R? for
organizational innovation. Organizational
culture (0.695) had a large effect on
producing the R? for organizational
innovation. To evaluate Stone-Geisser Q2
in Smart-PLS 4.0, a PLSpredict analysis
was conducted using the default omission
distance value of 7 on the sample size of
351. It was found that Q2 values are greater
than zero. Therefore, all of the exogenous
constructs in the structural model had
predictive significance. Finally, mediation
analysis was performed to examine the
mediating role of organizational culture
between leadership styles and
organizational innovation. The direct and
indirect path analysis was carried out to
check the mediation effect of organizational
culture. The mediation analysis was further
examined using conditional indirect paths.
The conditional indirect effects confirmed
the  mediation  relationships.  The
conditional indirect effects for the above
mediation analysis were obtained in Smart-
PLS v4. The conditional indirect path from
ambidextrous leadership to organizational
culture to organizational innovation was
positive and significant (B = 0.067, p <
0.001). Similarly, the indirect path from
transformational leadership to
organizational culture to organizational
innovation was positive and significant (f =
0.081, p < 0.001). Finally, the indirect
effect of transactional leadership on
organizational culture to organizational
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innovation was significant (p = 0.166, p <
0.001). The conditional indirect paths
significance confirmed that organizational
culture has the mediation effect between
leadership styles, and organizational
innovation. As the direct effect of

ambidextrous leadership and
transformational leadership on
organizational innovation were

insignificant in mediation therefore both
have full mediation of organizational
culture. But transactional leadership and
organizational innovation had a significant
direct relationship so there was a partial
mediation.

'Discussion

The analysis suggested that organizational
innovation is significantly related to
leadership styles which means that
transactional, transformational, and
ambidextrous leaders have a significant
impact on innovation in healthcare.
Moreover, organizational culture fully
mediated the relationship  between
leadership styles and organizational
innovation. However, in the case of
transactional leadership, this relationship
was partially mediated. More specifically,
hypothesis H1 stated that transformational
leadership is significantly related to
organizational innovation. This hypothesis
indicated that a supervisory medical
doctor’s leadership style had a significant
and positive effect on innovation. Thus, this
hypothesis was supported in this study.
Other similar studies by Sattayaraksa and
Boon-itt [15]; and, Al-Husseini et al [9]
have also reported similar findings.
Hypothesis H2 stated that transactional
leadership is significantly related to
organizational innovation. The results of
the hypothesis analysis revealed that a
supervisory medical doctor’s transactional
leadership style had a significant and
positive  effect on  organizational
innovation. This means that doctors who
perceived their supervisors as transactional
leaders will also promote innovation in
healthcare organizations. The findings were
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also consistent with past empirical studies.
[16] Hypothesis H3 stated that
ambidextrous leadership is significantly
related to organizational innovation. The
results of the test indicated that a
supervisory medical doctor’s ambidextrous
leadership style had a significant and
positive  effect on  organizational
innovation. This means that doctors who
perceived their supervisors as ambidextrous
leaders will promote innovation in
healthcare organizations. Thus, the results
were in line with previous studies in
predicting ambidextrous leadership as an
important determinant of organizational
innovation. [15] The findings from the
mediation analysis revealed that hypothesis
H4 indicated that organizational culture
fully mediated the effect of
transformational leadership on
organizational innovation in selected
healthcare organizations. Similarly, the
hypothesis H5 test indicated that
organizational culture partially mediated
the impact of transactional leadership on
organizational innovation in healthcare
organizations. Whereas, the findings of the
hypothesis H6 test indicated that
organizational culture fully mediated the
relationship between ambidextrous
leadership and organizational innovation in
healthcare organizations. The results on
organizational culture mediation were in
line with the previous studies. [17] The aim
of this study was to determine the
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relationship between leadership styles of
healthcare supervisors and organizational
innovation within the context of Pakistan.
The study then sought to assess how these
styles align with empirically supported
theories and concepts considered most
likely to drive much-needed health
innovation  from an  organizational
perspective as perceived by the medical
doctors. This study has fulfilled the
research gap by examining organizational
culture as a mediator, which received little
attention in the healthcare literature from
previous researchers. The theoretical
framework of this study also has substantial
empirical evidence in support of innovation
theory, which states that innovation is an
iterative process, and the organizational
culture driving innovation must also be
simultaneously taken into consideration. It
must be noted that organizational culture
has about a 30% impact on the combined
relationship between leadership styles and
organizational  innovation.  Therefore,
culture is a strong mediator in promoting
innovation, and it is vital for supervisory
doctors and hospital administrators to
possess leadership traits that are more
relevant in developing a culture of
innovation. The findings of this study can
lead to promoting the significance of
leadership and innovation in health
organizations to further improve patient
care and increase life expectancy.
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