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:ABSTRACT
1

‘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
i tested.

i Methods: This applied study employed a cross-sectional survey design and data
'was collected using an online and standard questionnaire. A proportionate
'stratlfled random sampling technique was used to draw a sample from the
'populatlon 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
i ! 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
linnovation became insignificant (p>0.05) after incorporating organizational
'culture as a mediator, proving its impact on innovation.

'Conclusmn This study provides evidence of the significance of paying
fattentlon 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? (),
and Stone-Geisser Q? Predictive relevance
were evaluated. The path coefficient



Hamid Saeed et al.

I)rganizational innovation and leadership styles in healthcare

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 Q? 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 (f = 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.

1. Marjanovic S, Sim M, Dubow T, Corbett J, Harte E, Parks S, et al. Innovation as a driver of quality and
productivity in UK healthcare: Creating and connecting receptive places-Emerging Insights. Rand Health Q.

2018;7(4).

2. Arranz N, Arroyabe M, Li J, De Arroyabe JCF. Innovation as a driver of eco-innovation in the firm: An
approach from the dynamic capabilities theory. Bus Strategy Environ. 2020;29(3):1494-503.

3. Bayraktar CA, Hancerliogullari G, Cetinguc B, Calisir F. Competitive strategies, innovation, and firm
performance: An empirical study in a developing economy environment. Technol Anal Strateg Manag.

2017;29(1):38-52.

4. Kafetzopoulos D, Psomas E, Skalkos D. Innovation dimensions and business performance under
environmental uncertainty. Eur J Innovat Manag. 2020;23(5):856—76.

5. Afsar B, Badir YF, Saeed B. Transformational leadership and innovative work behavior. Ind Manag Data

Syst. 2014;114(8):1270-300.

73



Hamid Saeed et al.

'rganizational innovation and leadership styles in healthcare

10.

11.

12.

13.

14.

15.

16.

17.

74

Lee A, Legood A, Hughes D, Tian AW, Newman A, Knight C. Leadership , creativity and innovation : A meta-
analytic review. Eur J Work Organ Psychol. 2020;29(1):1-35.

AlBlooshi M, Shamsuzzaman M, Haridy S. The relationship between leadership styles and organisational
innovation : A systematic literature review and narrative synthesis. Eur J Innovat Manag. 2021;24(2): 338—
70.

Sarwar U, Zamir S, Fazal K, Hong Y, Yong QZ. Impact of leadership styles on innovative performance of
female leaders in Pakistani Universities. PLoS One. 2022;17(5):1-16.

Al-Husseini S, El Beltagi I, and Moizer J. Transformational leadership and innovation: The mediating role of
knowledge sharing amongst higher education faculty. Int J Leader Educ. 2021;24(5): 670-93.

Bass BM, Avolio BJ. Improving organizational effectiveness through transformational leadership. Thousand
Oaks: Sage Publications; 1994.

Rosing K, Frese M, Bausch A. Explaining the heterogeneity of the leadership-innovation relationship:
Ambidextrous leadership. Leadersh Q. 2011;22(5):956-74.

Abecassis-Moedas C, Gilson LL. Drivers and levels of creative leadership: An examination of choreographers
as directive and integrative leaders. Innovation. 2018;20(2):122-38.

Odunlami JO, Ali H, Ishak S. Impact of principal leadership style and teacher quality on teacher’s productivity :
A conceptual paper. Asian Journal of Multidisciplinary Studies. 2017;5(10):83-89.

Cameron KS, Quinn RE. Diagnosing and changing organizational culture: based on the competing values
framework. Boston: Addison-Wesley; 1999.

Sattayaraksa T, Boon-itt S. The roles of CEO transformational leadership and organizational factors on
product innovation performance. Eur J Innovat Manag, 2018;21(2):227—-49.

Contreras F, Espinosa JC, Acosta YAC, Dornberger U. Leadership and employees’ innovative work behavior:
Test of a mediation and moderation model. Asian Soc Sci. 2017;13(9):9-25.

Zheng J, Wu G, Xie H, Li H. Leadership, organizational culture, and innovative behavior in construction
projects: The perspective of behavior-value congruence. International Journal of Managing Projects in
Business. 2019;12(4):888-918.



l YD o5 6 -\ Glivs

m}L‘.ua.gJ.gus\.gJ.&:a

! allig

) b S (SLBCUS! 3o 0 (5 30 5 SBSWw g Slojlw (59T 90 (o alil

o jlonkid 3 (b

Y . Y .
o> 030> (I T0geze (g ¢

T olo 60 ol cpadl plid 5 s dues

o )55 5 Mo [p5g0 UGS S i gy (g 5l 0USD (5,50 (sl
Ao 55w (s o gy oGS gy Ty 5 oSl soliw!”
bl colriy y90Y (o liw o ( sogor Kigy "

2l 658 sl 4 YL CodSTL Slods S0 gl Dl bl e a0l 53 (6557 5 34-""‘5“5
candllan pl3 )15 5 525 Slaslo (53T 58 5 (5 o) S Oln (oSome dlasly 65T 5 5 6 2 ;sw.)éi
G5 53 b et Sl e i s Sleile (655T 5 5 6 rs S daily Q’M\is
A ol O35, o83 51 ilon ke Ol ey eSS 31

S5 Al A el (alade D) o 4y (Shaley s 445 35 63,0 g Sl S e 3'-"’&‘5)5
S5 s LS 35 DS 5y 53 5 85 Dol g 5 Jols ipplar O, ol
FUCCIP NI foes Ja.;ﬁg;)y4,.;,i.uuuu,_ﬂﬂpm;u.xu;’)u@\w@@@t;ws
Sl 53 (Gl s s 5 ol S¥slan (53L) bl 5 o 5 SLT 51 ool
45 osliz Smart-PLS ,SPSS!

Sy e g slslme daly Sljle 55T5 5 Gy Gl w5l O @l :lM:éb“E
Ll Gle3lacSin b o8 5ls 0L (il e 3l roitonn b e i (p = 0.000, p = 0.030 )>)\>E
33 Gy 318 s i 3B (PO.00D).ccel SloSlo 55575 5 (6 o0y K 4 w:
S (p>0.05) 355 lsbine ¢ ol ke Ol siea SlojlucKin 555 laiys 5l o Slojle 6,;,;4
i Ul gusTs ()TJ:S”L*E

el S S r Ol (6 h ) S el 1 ST a3 ol Sl (6 g Ao
S S5 sy 55 Ol 5 Gt Sl o O ke OS5 55 (1 1y sbal 5 canlllan @ls
Cmal Sl s oyl man S 0 S50 IS dama $Kia 5 Sl Gl o Dbty o ol

%uuﬂcjﬁu&&ﬁ‘):bmb)Tngth)6@\@@)&@&&}'
1

sl

hamid.saeed95@gmail.com

\?'\/'9/"‘:4.“5.,: J}.;)
VBN UYE ol Sl

VN Ll B

VEOY/ X700 1T L]

1wl slasily
&ty S
Sl

Sl 65T 5

Yo


https://orcid.org/0000-0001-8119-262X
https://orcid.org/0000-0003-4813-4596
https://orcid.org/0000-0003-4869-1851
https://orcid.org/0009-0004-8338-6291

Ve 5 duw duen

ol Sl Bl o VS (5 ) Bl S 5 Sile jlw 6)}T3-"()-.*.-.“uﬂ-.‘|l

(W] OLKan 5 02 SNt (55 355 (oands il
6515 2 e AU 180 ) € Lol Ol
(Radical

Cols 4 e innovation)JI s1

3 s adlze 5,05 (Incremental innovation)eds| ;2
5 Shes 518005 6 ppy om Saie bLLIVF] 0K
235 [10] Ol Ser 5 el sl 0313 OLES |y 41 5T 5
i 3 oo dlasly (W] ke 5 01l 5 V9] 0L
5 oSS el 4wl oosTs 5 1,50 s o
Sl oo oS i 1 8 U () A 01, e
Cads Sl Glsle (g)sTg 5 OLSLIE S
Sppy S o Susw 1y Sl s 5 Ol
5 Uk sxe (Transactional leadership) 1 5 Jos
5 b Slalie . CwladT 5 Ses gls p Olal> a5
5 Sl sl S oS5 1518 Jes 6,05 18] 55T
Sl Gt ol et sl Ll Lyl 3 s &y ke
a.k..ia@-\j]o Oldal 4 glaws 5 Sl ‘@J; Wbl
5l sla S5 Jorto il Lyl 3 53 &y e .2l
Slaladl , u5l g o Ol ey & ol G146 S w0 55 b 2
Oy L3ty b 1y (S el 5 ST S
ol L Lol a5 sl o)y S L 1S Jes
:&ﬂ\;‘_}.«;d\rﬁ).xﬁ@:}i-ngbauuaU;
SLll S Syae sy LS e Ol s Olal>
)LngJb_.éU.sr_aLng) & ol s Cl:;.i\ el
P Glosed 4 L S Sl S 5e ()8l [l g0 55 o
[Y0 ] K pmiT 5 Sl 5 [V 0L 5 55 iy plol
5T 5 5 Shoe 51,5 Joe 6505 o Lot ala
SN 0LEes 5 ol bt ) sbay L3 S sualine
(i 55 ks S Al Sl 55T 5 51515 Jas )
2] OLen 5 Ol s VA] 0L 5 o 55 andllae
Sleile 6o5Ts 5 BN 5 15 Jas o py i ST
S eias olis ablne (laaml . dzils o )Ll OUS,S
S Olades 4 ¢l ply g 035 eddplal Olallas s
Cod 6315 5 18 Jes s daily e 0S5 Sl
Sty Sy Sed S Lol L il Ll 2

i I
3 Sl S e ol Jlo S S Sy slales
st 5 RE b St lacl e Glaars g )3
Ll Plae ol AS o g 1) Ol pedss 5 sl
S Sl slaaie ann 5 it slas S5,
5 sl WEWS e 4 Sk Wl s aler
Olsea 58T 5 5 my [V ] .l OT (gslasl glad e
@ S by Cade glacdl e s Shae js Sl Jalye
Sl L3 (gagr 2B S e Jalse ol osdle s oo
G315 5 s pl Rl S e o) Sl (ola i
Sl Gl 53 Slojle s Ses (5555 polis
4 e S Sladl e slaolsle 53 (65T 5 Aies
hdr s g ol l bl Ol sl ) ana s
oMo 355 0 saiT Sl s o Sl el <)
Sl ssle s g 5 BB SlSol 4 55T 5 el
LS 55T 5 5 M OLS St g5 40l 1 45 ool o
AL 0] 0L 5 ST b gm0 s I [FeF] S
ASG 01,575 s Calsen g1y Slojle (63T 5 e
Sl Lol bl ¢ Sbsle (5537 5 sl 03 05
Se wlsTy T 5 i slag,sls sl
N ol [F] S o e 1 3Ll 35 5 oty
S Gl s 5 6 o $KET daly Ol
¢SaS 5050 sloul L Ol eldalive s L [V] . Lles S
LOT 5315 63T 5 g 3 Slas 4 oliws 55 OIS, &
o Dllas 53 etplanl (sl Jlonil 3 [A] ins o ol 31
Sl 0313 OLEs [V ] O 5 a5k IT 58] 01, a5
o375 L 5 BB s Cote BLS,1 6 ) GlaeSin o7
Transformational ) 1 5 J e s,y 3,05 8D
Bl owlp 4 Olal> Jsh ol seas (Leadership
(e S0 b g, S Sy ¢S L ekl
G 162,5 Slisdle b oad &S o0 (duplyl
(b s Coeal s LIS U o Ol [V ] 3558 e
b S o oSS 0T 4 5 dins o o ) 255 Ol

33 Oles e sals Q:; aJ)jTjg 9 0l Caate (gl

A4



IE oplodds YO 095 N E: ) Hliuwwe )

CaeKia 5 s il wdls s Olojle ¢ s Sl
03 8 ol 5 g0 ¢S il 52,5 Ul sions b cslaled
(ol S sl Kb 5l Sl ) Lo S e Jos
bs cp AT ¢ San (63,3 oty 5 il by 5 4l ST,
RGP P PR TP S IRC. P JCIN FUI
&S e 5 oS UG () Ol gear pas 5 Sl S e
5 ooy Do o1 s K5 ¢ plin 45 .S 0 LIS
"0l 5 oSk e Olgea ) 5 ol aBl L
5B gy & s 0L [YA] Olgliw andlas .ol oias
SlysTs sty 5 Sy K bl 5 Sita
[Fe Tl slomn 5 550l 5 anlllan «of 3 o 4003l DL
5 eMassl (M] 0sdS 5 s KT
6315 5 SlslueSin b o a5 sls Ol [FY]01,
el 1y (6,15 55l andlan cpl copl ol 303 3 5 bLs )
Sl e goleile 55 55575 K s 0T L & S s
S Ol 5 or s ge alph e g Ll W, Cedl
sl oS (63 gdos 5 g 05 pl 4 S 25 S
Sty GBS b dal)y st adlllas 4 LS nl ol
23251 5 5131 $55T 5 1 4 g3 518 Joo o S
Sb el Dby 5 il sladsly
S oy il ize Ol 5o 4y SlajlacSin b
ol andlas 31y s p 4 5L Slejle 55T 5 5 6
60315 35 Sl p 2laely (S mina 53 025 S 4
o bl sl i Gl Sladst 3 wlse 516 ol
Jie wam g hagsy ol Ooa ol ply ST (5,8 Sl
Sl bl o Ol b3 50 (55T 5 5 Cadlw Sadl o (5 0
oy ol casl sl &l oSy g3 Sply s e
(bl mle OB wile Calibes Olaid 4 LIS e
6 byje Plae 555 55 Oliie 5 e la sy

Al S 55T 5 5 6

Wﬂhuﬁm

(:lqé‘ iolew Bay L aS 5g 63,8 Cy‘j\ adllae -yl
Lok jlew 53 ol Oa 5 1) anlllas opl amsls i

m)k.‘.uc:s.w.gus\.w.&a

sbls 4 ol (Ambidextrous leadership) 4 s s
LT3 5 Gols o g 5 BLEST ol e oo Jole slow
e 53 G5 5 Sl b Cu 45Ty
[Y¥] ol e Ll 5 Oy Sbeltsl gl owlal
Conle s 4 45 W S oalie [YF] O 5 ¢Ku 50,
Srpy aeSn (55T T 2S04 5 SlasS|
B S I R
O 8 53 g sdaze Gl g plomil 4y 5306 5 Al 4y gon 93 L
L Ol jan )y sbay Caliien = gla 53 sdate ST B o
LS 50l a8 W ST CadST[Y0] 0L, 5 Y
5 GBS by, slibae b uuS o S 5T
S bl [Y9] 0L K 5 Ly S &S > 4il40s o g
4 ST I (gt 5 610 0 B (6 srtee
G315 5 wsmsd Sy o daly 53 Gl U S
[YV] 0K 5 &Kty 4 @ died _ibn 285 Slojla
g9 S ) (shu S5y 5m 3 0915y IS s s L
2SR Es ) Sl AU s (SA Ol
s s b asess Gpa) el edplnl Olal-
Oliabl puts 5 o ul Olal Ol 55 615575 (gla b,
OUSLE Sl Sl SKae &5 s o ol 31 1) s
Da 53 padlne Sl & a5 b o K e
b DLl 03 asmsd G pp) B i (g (il
Ll ) e 5 ol ok slgtiey (5037 5
bl &S s Lol 65T 8L e 5 BB 5 ot
g bl ST Wy e Slesle K bl Cams Ko
ool sl Sy s bl awdls g slaeSn
s g Olesle 5o 1y SN bbb 6 ,m ) Sl Ses
G375 5 S phs o e Ay IS e e 0K b
Cul (San plem b Kanp S Jloys dS skl
S A5l ol 4 a5 L AST e |y glalaly
Slas K3 [YA] psS 5 0308 adllan 3 )
s,l5k «Adhocracy) .l S sasl «(Clan  culture)
Sae (Hierarchy) 51 o ks &8s 5 6151 5 (Market)

A%



Ve 9 duw duea

crollas Szssl e )3 (5 i) SBSius 5 iko b 525 TSIH ‘Uﬂ-.")l

b st 5 LT (ha) 4 baeals Jows ol oslinel s £
blizal ST e 3 (romen A5 plowil Y6 4505 SPSS
Glede 3l laacs 3 05031 5 ol oy dlasly (s 2 1
Slaye Jlis 5K, 4 Cgme olle SYslas
Partial least squares structural equation) S ;=
S eslial s .as eslewsl (modeling (PLS-SEM)
5 o andllan b 0T L3l uilyls 57 5 20 SEM 35,
bl addllan ol sy Lol Codal Cllas 5 [¥Y]
Sl e ¢ OT50 & 55 YL ad e laojls
IR Sl e LS ealital o5 b 53 (g lae sl
do e s s (6, Seslul LT wobe/laadlse g,y 5
Confirmatory factor )b Jsle o b boadd 3o (J 3!
Discriminant validity ) | $15 .15, Ll 5 (analysis
o 53 G S o3Iul Je ks Hlael e (analysis
a3 05057 (Gl e i o3ls 551, Jsl 45
Smart- PLS i3le 5 b ek Olgy sla e Ol el
bkl ey aiefadlse 5 8 lp (pler sed)
Sl s Ol icn Sl o Sl e 5 S5 55 51 03l
bl ol s ol andllas Juol slaosle (g S o 3100
e 4y 2la e 5 0w 85 0 (Scar o o

Teniid g
j\ow|6|ﬁ.mdjjﬁﬁumﬁbu ¢y 53
ol 0 5 ol polde slags ol Vb (asguly 55
NWERTR SRR AL Fel YA cols o PIBEREY
EAL TS s et 5 o S gl A8 2L
Vi) aaliin WOV g5 (ol ply L Bl Gl YAL I
O w885 Ola s oslizal o3l fudows (61 (Ao 53
50 deo )3 FAF 505 0K 5 51 dasys OV/F il 5o
3 YY) ) Jl YV o wasgaly e Sk Ly
Il Y790 adT Cods dile 5 Kke 5 (Lo 00 S 10
Jola O 5 aen 35 (ULt S0 5 Jlu S5 J3lu-)

e Joldo zils 4 ple ijseT sladklen 5

ool obsl s sl LS5 kST Y s s
2 u 4 S OT i s 3 Sas ¢ idu
4 g 4 Cadl bl Sl oY ém &yl s
el Al 5 (65 Cand 5 Shes s 3508 |
055 e SOk lay 53 JoLs Cgples S5 YA sy
Sk Ol glaib ol S w4
4 S 3y adllae ey Rash Gses ol Ol Y
a3 6sT 5L 6 S S i B o
Stk sl 53 65T 5 5 (aile pite Ol & Gljlu
5035 33l 0 BT 08 5 S b psw o
,’\.wb@m@\f@ub‘43!,1,;\,0;2;&;&@
53 ol s o ol 55 05, 5 sl (Y K
O 5y Oloe 514503 sl el 2l 5 5 5 a0 sl 0
Gy bkl el 3wy o B 4 e
18 e 1 S U5 (s o LSl sl e (5,5 o510
et b bl ;s oslizal Slojluwcin b 54 g 5
5 b Ghele ki ekl 1S w5 5 Oty Slusely
L (Multilevel Lear Questionnaire (MLQ)) -5X [14] 55T
Sary S bl Gl (Gep) 48 e
L il ge sler Jol a2 eslisal | E Jas 51 8 o
PR R U AP N P RS S PP S
2 Septe s St gl L) 18 s 60, adlse
23 Gl s b 45 (6 0 (k) Ll sl
05 &y Jezia [YF] 0L 5 oKy, andlls
S em Gl Shesh ol 3 A (g, S eIl
SloileeSn

(Organizational Culture Assessment Instrument (OCAI))

Sl i GLl Ll

Sy byl calr el S As eslind
ol slgiiny (Competing Values Framework Model (CVF))
Se3lnen 5 g 5 OCAL 355 [YA] S 5 05,0
Lis iagh opl 534S AS e i |y 5l 5550 95 g e
Sl gy rbde 51 (6 S o3Il 5 g g S b 6
MlS™ 5 Gilse g el (e HlS) & S

ol S 3l sl s b e Sl 515 4 (Gl

YA



.0)@ D 093 NE+ ) line)

o= &l (Kurtosis) Sais 5 skewness) S,
bl Sl [Y0] s eslizul Slbg jie b el Cdlas
o b (S i (ot 03 reb b U e
=AY il b S sl oS5 Jgdr oo .3 5
olie 255 515 Jss b6 esgdos 53 /0 VA ST
Jlo i Sl &S 50 kze — /YYD b -V /¥40 51 Sass
&S Cole Gasie Ol opl &S 38 03551 515 O3
) oMo S o G s ms Sl el
b e Olos g ot (1 o ite s 51 pl 8 e
a&cj}:d}wi,b@hula.u>sa0w5¢2rr~j
< (Mahalanobis) s sYabe alols ¢ pl 5 o gdle .l
2345 (65190 s dnlous s 0315 339 b O 93T (51
(P 0.001 df = 4) VAF# e 3| e sVlale adbiols T
B{IAP RPIRC SR PRE RN TN ESICI N [
5 oSle das e @)l 1y ey 30 Slaojle gl
B /AP 5 Y/FO B Y/AF Sl e 5 4 baadl go e ol ol

mﬁLuc.gJ.guan&:‘

Bachelor of Medicine and ) ! > 5 S5 ol ;8

WV/Y sl sl L5 e (Bachelor of Surgery (MBBS)

SSHda shyls iass 55 oS CS L2 Q&.ﬁ:ﬁ BIEWRE
@ iy paais &Sl lls dsys V4/F 5 MBBS
(College of OLST, Ol o 5 O 5 IS s Aile
,&aa L s Physicians and Surgeons Pakistan (FCPS))
Fellow of the Royal) Lily » 085 5/ 0l o ol 187
.45 4 (College of Surgeons/Physicians(FRCS/FRCP)

e 3o 5 4 08 wasgmaly 05 8 (i 035 el
S5 b Sy o (o y3 B /Y) s Julis o 208 @
leys (Ao )3 O/F) o sas 65K 3 (s y3 YV/Y)
0551 @l L3y (A3 WYl 5 (Ao)s 4Y)
hele S5 05T b Jole Jlows oS e By bl
4SPSS )3 Lol glaad 3o fulows 51 [YF] s plowl o sl
b add 3o VY candllan ol 53k oslial | Szl By O e
s Jole o6 s it 6 1 B )5 ehs palie
el e eibly 5 e ys YA/F PS4 536 Las

J\ MJ&M‘J&)L&T@EA‘SJ&M&))&K}%

DR S e slas O3l el 5 5 80ke ) gt

S5 S| sl oS A P

A/XAD | /A Y% ¥/ (Idealized Influence(ll)) s yne 56

ANEY | ey VY ¥\ (Intellectual Stimulant (IS)) s ¢, » S 0
(Transformation

S VASKEN YA o /00 Y/ (Inspirational Motivation (IM)) sl o Leadership(TSF))

—\/¥EE | - /vOF /Y \A (Individualized Consideration (IC)) s 5 &la>3

— VA | vy /¥ L/Ax (Contingent Reward (CR)) JtuI _3lst, 15 Jes )

—+/98Y | —/YFY \/of AvAl (Management by Exception (ME)) el Lyl a5 &y ke Le(;jr:rr;ﬁ;ﬂ(?rngll_))

VYA | —o/e¥A \/oY Y/A (Opening Behavior (OB)) ;. s, 4 g 93 (S Ry

S | Ve /00 ¥/ (Closing Behavior (CB)) 4w s, LegAdggi]?s)?Ar?\sz))

S VERS SRRV 1 /oA \rAX (Clan (CLN)) slals

YR VoA Y/Y (Adhocracy (ADH)) 15 sl Sl b

—INFE | - /¥88 /A9 \rAX (Market (MKT)) s,!5b %L?ﬂg?gg?l

—AOY | e F /AY Yy (Hierarchy (HR)) 51 edbuder

— /YYD | —v/AVs JAV ) (Organizational Innovation (OI)) sl 57 s

vAa



Ve 9 duw duea

ol Sl eBl o VS (5 ) Bl S 5 (Sile jlw *5)3T3"'()'5'-‘4h'-‘ll

AV 5 3005 (solsline 5 ot Alaly (4 433 515 Jos

Cal | S5 6oty 5 Sl lecKan b o Stan
.(p <0.01 s = 0.746)

O}"”J"ui““""a‘-"if’ ‘ux*l‘&ﬁui‘“r“;‘:l";d‘ﬂ

@bl ok 518 55 s 55 s 45 LS b

I E T ) (6 oy &K b el (55T 55 487 5l DL

= . - . . = ..
@bjb&f}&)}‘ycdﬂ)&wéhﬂwwg}#.YJ}A:_-

Sl 3 433 S0 15 Jos 685 15055 s 0 Sl 65575 e
\ Sl 65T 5
3 /F48 15 d s 0
\ 105+ YD 15 Jos 2
\ EFA A /Yag @ w3 (S R )
\ “/OA C/BAY “IVFSE < /000 Sl
el 5l gma (81 33) /) a3 Soeran™*

oo Sl T s | S ey Ll > S
S8 5 S5 Ll sbies Gl el iy
<lss lssl ¢l (Heterotrait-Monotrait (HTMT))
B /Y o andlas ol glaojle 55 S Ad s | ST
Joe 53 1505 olay b el s ISk T 3 35 /00F
Filn sl 4 a8 5l G diml 53 L BI0 ss
oSobe adyy s (6, S o3Il eyl aw b g ksl Jda
Standardized Root sis s lukiel edile SL Sl e
sl=ia 351 esLs ¢ Mean Square Residual (SRMR)
ghal b due 515 5 (Normed Fit Index (NFI)) o
Bootstrapped based) o gl g sluly golT
Ogby ok LSl Jka (2505 Js « statistical inference
il polae s plal Jde 251 polae T s g
il cpl ey 5 SOG4 &S0 L s okt 55T Joke
5 gLs dte 61 SRMR sl (&S5 Ut dis g slime
o NFL i s +/0F Jslae ol 3,57 5 sladute
Sy ) S8 dULS (U353 JsB o355 43) +/VA
el D 5l S S AG 5 55 HI 95% dULS o 2l
Jhe b gsa bosls das o Ol &S 55 HIOS% dG
(e oLl s slael 6, So3lul 5 e Lyl Calas

bbb Jbs b3 Surer oLl g al>

(reflective measurement model) _w\Sxl ioew o
1805 5 1 8% lss 5 sl (o @&l ki
@bl o5 B Ui sl s b5 Gole)
&S Us awl=e (cOmposite reliability(CR)) .S 5
ol plad [FF] el /80 5 Ve OT aleuT Hlais
5SS 3y Jsd BB esgdoes 55 bojlu gl Laadl g
bl amlows L (g 805101 Jus (@oodness-of-fit) s ;i
[FPV] s mn 1515 5 1 RKes ols) il oS 5
5 i 5 /A B ANY I baele aen bl LB
NV e 5 esle e a8 ST Ly wlT luis
od gl uiloly o SSke conl Lz esdle [FA] s
5 laojle aea (Average variance Extracted(AVE))
|temS )&AL& )Lz 9 ('/b' <) WAYANIRYi4 % 03 gl>es
sleel s M copl sl e oV 1 zie (0ading
s eag Jele ZBIL sy baejle ol Sea
5o bad 5o clu 4> (Variance Inflation Factor (VIF))
)Jyl{‘_;b}rﬁw‘j)}ﬁaﬂ‘a“ﬂt{jbﬁﬁﬁj“;a{
BE) ;Jy; JJ))B Cslas (CEIL 5 g 0l ryﬁ\ o
o rl:u‘ 4._'.‘.; Jda W}LJ.G‘ 6‘]3 dj‘ 45 Lg\.«bo)'l.w
Sl et (oo S sy e s 3lie 48 5l O3 ol
SNV s Fog slba plel nnlply ol lasjl



.o)u, D 093 NE+ ) line)

PSPV - -2 W KV P Y = PR VY BRGO
LUl 5 (F?) s ot p 1031l (R s o
oo A oyl Stone-Geisser Q7 oS o i
el el S s o Ol 1y w2 Lailg) s
Md,v\?,auw;owﬁ\yu@w..&&@f

el ol ) &S S s (g bl Jube

mﬁLuc.gJ.guan&:‘

o 53 4,55 (65106l (slagz 5 SJ1 s Smart PLS 4.0
Joo b s sbas b o bsme Aoy =y
andllas ol 55 . dd 05503 (glaauly 3 gt Q}:.w)f)
s wpess 5 18 Jes A S iy S
Byt e g Slile 6815 5 oy Sl e
b 8 s amile e Olgee GlileeSis b

4SMAN-PLS i lp 5 b il gl 5 68 oy 05 5

Ls)tﬁ-bddﬁ))hﬂxsr‘j.:wb{‘})dlﬂ)bs&ub}nJde).@-

oS P-value | T-value | sbix sl i Ly 4b b

NESCH IS s \flans /50 i TSF -> Ol H1

FERCH IS s ¥/EYA o/+04 JYNF TSL -> Ol H2

NESCH IS s YAV /2 OA YD AMB -> Ol H3
(P<0.001) ,fs gne o 53 b5, (O Sle3le (55T 5 CAMB) w33 (5 2y (TSLY 1E Joe (s oy (TFL) 1S U s s o0y 1 5

Cir o 3 e Bd= ol Hluds L PLSpredict fuss
Ao 3 05 QP alie 4 A3 plonil YOV 4 pas oo 3
ol Joe 53 1305, bejle salas copl ply 5y
e oeile AWl 53 s St Coeal )l
S35 b s SeSm o daly 5o SlojlecSia b
.@\wﬂ)tﬁdj.\?,;ﬁ@u‘xf.mw)ﬁ@uju
L Sl oK b amibe 31 mls Oler Jpdr ol
e gt J1 D3glsgme S S ol O
Slile osTs 5 6y sbeSa  SljleeSa

Ll

Y48 Sl 68T 6 R2 Hliae (o IS ol
¥l gy S & das e Ol Slds ol
AS o a1y Sl s ebols Sl des
30 /YA Ll SlejlecKin b 45 R2 Sldie o5 J s
olols S doys #Y 6y e sl e Olis &S
R RNIEN) RTINS 3 P PG
1S das Gty ((180) 185 50y slaeS
R? b 56 G/ \Y) wgugs sy 5 (/0FF)
s Ol ml S -y il Sl 65T
Sl 3T 5R? o3l 5b (/820) SlejlueSn 5

Smart-PLS 4.0 ,s Stone-Geisser Q% b 5,1 sl 5 .5,1

Gl de 3 Slojle 65T 5 5 6y CLeSKn o Slojle $Kin b amiln S1F gl

P-value T ot Dhas 51 i Sl 650 Lol
s F/AAY /Fe VALYA AMB -> 0C
i V/oo¥ /004 /08 AMB -> Ol
s \75%4 /+VY C/YFN OC ->0IlI
YR \/AVD /+¥0 /FAA TSF -> 0C
/*V¥ V/VAY /+V¥ AW TSF -> Ol
e #/14Y /Y4 AR TSL ->0OC
/*YF Y/YOY /+OA AW TSL -> Ol

AN



Ve 9 duw duea

ol LBl ro VS 6 b)) LS 5 Sile s 59T 95 oy -

sls olas be:: V.:E:....aﬂs Sl s (P<e/o N P= /AN
s Gpps om ombe S Gl K S
gam g byl Slole 6sTs b 1S Jae 5 15U
AN SUS S ps 5 amsd Spps poiien U 4!
el Rl gl gre b ldauly 53 Sl 55T
Ll ajls (JolS awile 1 okt 93 o 53 Slojlucis 5
Solalinn s alaly Glosle 55575 5 15 Jos 05
bl e sy S 8 awbe Jlecplply 5 ddls
S Sl (o n Sl s s 5 s s Jelond

Wl alonls Ol &S5 JKE sl jluesSin

7 b e e s Gl b amile it Jos
Lilsy (b it S mlS S A
Sl b e e DS e By (slalal
A ple) SMArt-PLS VA 15810 5 b (ile ke Julows
(ot s sl 0 SISy Jsde s S
6sT5 b Glajle Ka s 4 4 pmss 6 omy 5l by e
Geed a (P</ey P=v/oov) sy slslms 5 oo Glojle
Kinp 4 150 S 5 i b s o5
PB=rA) g solas 5 Cuie Sleile 655T 5 6 Sl
\,?J‘;éﬁ,ﬁmﬂ;,;k@mqu;ﬁ.@«m
spols gme Sl Ty b Sl K

oS P-value T-value Sl sl by iz LLs ab
sl e /oY A Y2 TSE -> OC -> Ol Ha
Ao ol v/ Y/00¥F f/eYY AVN| TSL -> 0OC -> Ol H5
Lol A Y/00V o/4 [VERR AMB -> OC -> 0Ol H6
OC_AOH oc_ciy 0C_H8 OC_MKT
® > 4 - /‘on
b720 0796 018 gy b
e / ,"/ %,
/ ot
/S a
AMD_CE / A
X // / on2
s/
/0/ ns/, ony
/018 v
AMB_0B s
/ 0~ one
Card ¥
ore” _y M5
ores
TSF_IC 0730——»  ONE
I ores___
] 0™ oar
N7
\ 0772 >~ o
TIF_M \No7oN A
\\\5‘ 754N e
“ N\ \\
18518 L0 N -~
ora N\
O\ N
0763, \ \
WA\ NN o
AN N
N\ \ 8
L _CR W\ oo
\ S
\‘\ .
\'\. “on
\
TSL_MEA_A 181 ] .ccn
«
o8

Slabamls Ll g5 (6l 5ls gme O 5a5T 51 (g ltlo Jua ) IS0

TFL = Transformational Leadership, TSL = Transactional Leadership, AMB = Ambidextrous Leadership,
Ol = Organizational Innovation, OC = Organizational Culture



IE oplodds YO 095 N E: ) Hliuwwe )

Glasl dd o)l . ST Cetle glacdl e i
Sl bl Slllas Ll Lol adlls
doly coyp b ol adlos opman [IFOAFYFY]
H3 ws 5ol Gl 55T 5L 4 gusd 60
313 Gljle 65T 5 b (solslne daly 4 guwss s
d 93 (5t S S S 515 05 0 0505T s
(lal bl Shstas 5 ot Slojle 65sTs
DSl o a s Oy 1y 355 OV gis &S o"&":‘f
a3 o g5 e bl e slallejle 53 1y 65T s
5055 [Pl Ol dl Olllas bt ol S conl ply
[YO] 0, 5 i)Y 5 [IV] L 5 alsl, V9] O,
22 oS eni Jolo Olgsa 4 gmsd Gt Suty 02
o 1 ol slaasl .l bl jon Sl 55T 8
S e Ol HA 4 s amile i BB
Sy Aty 531y amibe 2B el by SlejlacSin
e sbolsle 3 Sl osTy L 1S e
H5 4 05051 calin Hsbas o)l Cud slalisl e
2 ol 2 gl U SlejlecRin b o8 sl Ol
e slaolesle 53 655T5 L 1S Joe (s ppy o ool
Ol HB as )3 05031 glaal 45" Jb 55 .5l Cudla
om s 53 1) (il B ol 5 sbar SlajlacSin 55l
Lo Sl Bl o (slaslasle )3 (68T 5 L 93 6 o
Sein b 550 55 ol iasl i A s
[FY] OLSer 5 (S5 Sl b o il ite Ol i 4
[FF] 0L Kan 5 &L 5 [VY] O g [F¥] O, K an 5 655
56 poalie p Jozie anlllas ol (slaadl .ol il jan
Sy e slss ol adlas Cl (65,8
ol 00l (6 o) o a5 5o el )l (g b3 O gl
ot LSl 031 61,1 (65T 5 b (605 SlaeSm
3 bl Aoy sole & glis ok 5 oo g0 (0
old anlllas 3540 oliml ;o oD gaOle sl j5 s 55 )
53 wlsle 5 e SlaisTs e Siuds s

m)k.‘.uc:s.w.gus\.w.&a

i) I
Jaéﬂjéu&ﬂ@\)@ﬁgﬂu alles IS Coua
25 Sl 65T 5 b S (ladl o OY stas 5 O a5
b S pllen ol 4 s oyl o g ORST,
4 s 3L jdlei=lay a5 Ctls (6 e ﬁ»uﬁ,ugﬁ
SRRl sk e et Sl Olejle (g)5T 5
G2y SLESew b Slosle (5)5T 5 o sls Ol Sl
Gty S &7 e opl 4 £33 (g laline Ll
515 5 5 8 A6 wsmss 51805 05 Jar
by SllecSin 5 plposdle 3,13 Cudle Sl e s
360 S bl 55 1) (aile ke 1B IS
Gt o3 gy ol b S e gl Sl 60Ty
3 S HL 4 bl oo 6 8 mils (01 o 8 oo
doly Sl 63T LIS gy S Cul ol
Gty S &S by Ol a4 b opl oyl (golalas
Gobsban 5 e 3B OV se Olo 3 605T 55 21 8 U
15500 Oty 1) 355 OY g oS SIS 5 gm o)l
s Sk Sl e Ol 5o ) S5 5 (Al o
pEAe s AL ol sl 3 b b ol IS
R G Comer 5 (K 3 Gl ol
03N S ) St 03 sk Dllls glawidl L Sl
Sl (65575 oS s ol Ol sioas 15T o5 (6005
3 LSLLEL [FR] ol Ll Coladllas sl s 3 yls Cisllas
o i gy 5 V0] 0K 5 sl [Fr ] (ol 0p
O Ll Glajlo 5 Shoe 5 1,55 (6 2,
Lol ok 1S Sl 65575 5 41,57 5 6,8 b8,
LIS e spms Jbslme Byl I (S H2 a3
315 Ol H S e 4 p o mls g Slejle IR
e Sl 63T 5 2 18 Jas ) &K daily oS
1355 OY s 45T SIS 5 e bl ol Gl (6 yl5lima
GOl 55 1y osTy il o 18 Jas Ol
ol anlllan ulal 5 ST Ll o g 5 Cdl S e

23 Sl 65T 5 a5 b6 b 1S Jas 6,

AY



Ve 9 duw duea

crollas Szssl e )3 (5 i) SBSius 5 iko b 525 TSIH ‘Uﬂ-.")l

el Y 5 20l osTs s 53 B 68 il
23 2 S5 s Lok ley Ol pie 5 J se 05 5,
ey (6555 Kap amns 4 S AL 6
5 Sty Coaenl i, 4 L5 e andlas ol slaasly
Sl 51 Edle 35 sl S SOl 3 ()T 5
335 e S5 4l 5155

I i e
3 s s ol 1 IS S JoRyeiws cule sy
Sl a3 s a5 gl S Ol ge b (6 55 Al
0SS O e ilgy sl dlie i 55 08T 5
Sl a8 WP Jle s ik dis GBS
el S e 0uSCisls 3 xS 5PBS18222089
Sl ol Slesle g by osn ol i b ol
el 02
il 3L 68 e aallle ol O iy 5 128l B

NERE

I References

ST 3y sdo 3 (il ki Ol ey Slajlo $Kin b
S b ) WS Cadle L3l e Gallejlu 53 5 g 5
Sy odd dr g 2aS OT 4 LS Oldises (g gm 5 a5 Llas
Sl K 503l o dal g sl anlllas )l
Ll 2By b b)) Calr dde 5o (il Olssa
O b (g1 2 s hidn (slaialy Ll 5 oo 457 ol 03 g0
slayts, 5T oSy Cr e el e Ol e
i Ty A3L (65575 1 Fee s S b Sl
VU e 4y $ST (sl e K 3 sl ks
SRIB s Sl glacdl e slaolile 5o osT s
Camolr (reed Sl Soeal Fl (g a, lalLE
0 S RB o walsd s adllee ol (g kS
sl s e bl bl .l (55T 55 a5 5 s las
SloileeSin b 4 Olojen bl 5 Sl 1SS T3
e Ny S R . TUSTIE I BN [P
G oS 5 daly pdo s ¥ s pue SleleeSs 5

i 6K 5 e cplplo o yls 5B Slejle 6)sT 5 5 6 ey

1.

Marjanovic S, Sim M, Dubow T, Corbett J, Harte E, Parks S, et al. Innovation as a driver of quality and
productivity in UK healthcare: Creating and connecting receptive places-Emerging Insights. Rand Health
Q. 2018;7(4).

Raghavan A, Demircioglu MA, Taeihagh A. Public health innovation through cloud adoption: A
comparative analysis of drivers and barriers in Japan, South Korea, and Singapore. Int J Environ Res
Public Health. 2021;18(1):1-30.

Arranz N, Arroyabe M, Li J, De Arroyabe JCF. Innovation as a driver of eco-innovation in the firm: An
approach from the dynamic capabilities theory. Bus Strategy Environ. 2020;29(3):1494-503.

Harel R, Schwartz D , Kaufmann D. Organizational culture processes for promoting innovation in small
businesses. EuroMed Journal of Business. 2020;16(2):218-240.

Bayraktar CA, Hancerliogullari G, Cetinguc B, Calisir F. Competitive strategies, innovation, and firm
performance: An empirical study in a developing economy environment. Technol Anal Strateg Manag.
2017;29(1):38-52.

Kafetzopoulos D, Psomas E, Skalkos D. Innovation dimensions and business performance under
environmental uncertainty. Eur J Innovat Manag. 2020;23(5):856—76.

Wang G, Courtright SH, Colbert AE. Transformational leadership and performance across criteria and
levels: A meta-analytic review of 25 years of research. Group Organ Manag. 2011;36(2):223-70.

Afsar B, Badir YF, Saeed B. Transformational leadership and innovative work behavior. Ind Manag Data
Syst. 2014;114(8):1270-300.

Lee A, Legood A, Hughes D, Tian AW, Newman A, Knight C. Leadership , creativity and innovation: A
meta- analytic review. Eur J Work Organ Psychol. 2020;29(1):1-35.

AY



m)k.uc:s.w.gus\.w.&a

IE oplodds YO 095 N E: ) Hliuwwe )

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

AlBlooshi M, Shamsuzzaman M, Haridy S. The relationship between leadership styles and organisational
innovation : A systematic literature review and narrative synthesis. Eur J Innovat Manag. 2021;24(2): 338—
70.

Bass BM. Two decades of research and development in transformational leadership. Eur J Work Organ
Psychol. 1999;8(1):9-32.

Yukl G. Leadership in Organizations. 6th ed. Hoboken: Pearson Prentice Hall; 2006.

Nguyen TN, Shen CH, Le PB. Influence of transformational leadership and knowledge management on
radical and incremental innovation: The moderating role of collaborative culture. Kybernetes.
2022;51(7):2240-58.

Sarwar U, Zamir S, Fazal K, Hong Y, Yong QZ. Impact of leadership styles on innovative performance of
female leaders in Pakistani Universities. PLoS One. 2022;17(5):1-16.

Al-Husseini S, El Beltagi |, Moizer J. Transformational leadership and innovation: The mediating role of
knowledge sharing amongst higher education faculty. Int J Leader Educ. 2021;24(5): 670-93.

Taylor A, Santiago F, Hynes R. Relationships among leadership, organizational culture, and support for
innovation. In: Mickahail BK, Aquino CTE, editors. Effective and Creative Leadership in Diverse
Workforces. Switzerland AG: Springer; 2019. p.11-42.

Pradhan S, Jena LK. Does meaningful work explains the relationship between transformational leadership
and innovative work behaviour? Vikalpa. 2019;44(1):30-40.

Nguyen NT, Hooi LW, Avvari MV. Leadership styles and organisational innovation in Vietham: Does
employee creativity matter? Int J Prod Perform Manag. 2023;72(2):331-60.

Bass BM, Avolio BJ. Improving organizational effectiveness through transformational leadership.
Thousand Oaks: Sage Publications; 1994.

Baafi F, Ansong A, Dogbey KE, Owusu NO. Leadership and innovative work behaviour within Ghanaian
metropolitan assemblies: Mediating role of resource supply. International Journal of Public Sector
Management. 2021;34(7):765-82.

AlNuaimi BK, Singh SK, Harney B. Unpacking the role of innovation capability: Exploring the impact of
leadership style on green procurement via a natural resource-based perspective. J Bus Res.
2021;134:78-88.

Setiawan R, Eliyana A, Suryani T, Pratama A. The effect of transformational leadership on organizational
innovation through employee creativity and internal social capital in the pandemic time of Covid-19. Acad
Strat Manag J. 2021;20(45):1-21.

Alrowwad A, Habis Abualoush SH, Masa’'deh R. Innovation and intellectual capital as intermediary
variables among transformational leadership, transactional leadership, and organizational performance.
J Manag Dev. 2020;39(2):196-222.

Rosing K, Frese M, Bausch A. Explaining the heterogeneity of the leadership-innovation relationship:
Ambidextrous leadership. Leadersh Q. 2011;22(5):956-74.

Lawrence ET, Tworoger L, Ruppel CP, Yurova Y. TMT leadership ambidexterity: Balancing exploration
and exploitation behaviors for innovation. Eur J Innovat Manag. 2022;25(3):703-19.

Jia R, Hu W, Li S. Ambidextrous leadership and organizational innovation: The importance of knowledge
search and strategic flexibility. J Knowl Manag. 2021;26(3):781-801.

Wang S, Eva N, Newman A, Zhou H. A double-edged sword: The effects of ambidextrous leadership on
follower innovative behaviors. Asia Pac J Manag. 2021;38(4):1305-26.

Cameron KS, Quinn RE. Diagnosing and changing organizational culture: based on the competing values
framework. Boston: Addison-Wesley; 1999.



Ve 9 duw duea

29.

30.

31

32.

33.

34.

35.

36.

37

38.

39.

40.

41.

42.

43.

44.

crollas Szssl e )3 (5 i) SBSius 5 iko b 525 TSIH ‘Uﬂ-.")l

Setiawan, R. A study of behaviour management: The effect of transformational leadership to employee
innovative behaviour through collaborative human resource management and adhocracy organizational
culture. Syst Rev Pharm. 2020:11(12):2353-67.

Villaluz VC, Hechanova MRM. Ownership and leadership in building an innovation culture. Leader Organ
Dev J. 2019;40(2):138-50.

. Abecassis-Moedas C, Gilson LL. Drivers and levels of creative leadership: An examination of

choreographers as directive and integrative leaders. Innovation. 2018;20(2):122-38.

Odunlami JO, Ali H, Ishak S. Impact of principal leadership style and teacher quality on teacher’s
productivity : A conceptual paper. Asian Journal of Multidisciplinary Studies. 2017;5(10):83—-89.

Hsu CL, Lin JCC. Acceptance of blog usage: The roles of technology acceptance, social influence and
knowledge sharing motivation. Inform Manag. 2008;45(1):65-74.

Hair JF, Hult GTM, Ringle CM, Sarstedt M. A primer on partial least squares structural equation modeling
(PLS-SEM). 3th ed. Los Angeles: Sage Publications; 2022.

Podsakoff PM, MacKenzie SB, Lee J-Y, Podsakoff NP. Common method biases in behavioral research:
A critical review of the literature and recommended remedies. J Appl Psychol. 2003;88(5):879-903.

Kline TJB. Psychological testing: A practical approach to design and evaluation. Thousand Oaks: Sage
Publications; 2005.

.Lim WM. Antecedents and consequences of e-shopping: An integrated model. Internet Res.

2015;25(2):184-217.

Fornell C, Larcker DF. Evaluating structural equation models with unobservable variables and
measurement error. J Mark Res. 1981;18(1):39-50.

Al-Farhan M. The influence of transformational leadership on individual and team innovativeness in the
hospital sector in the United Arab Emirates [Dissertation]. United Kingdom: Nottingham Trent University;
2018.

Sattayaraksa T, Boon-itt S. The roles of CEO transformational leadership and organizational factors on
product innovation performance. Eur J Innovat Manag, 2018;21(2):227-49.

Contreras F, Espinosa JC, Acosta YAC, Dornberger U. Leadership and employees’ innovative work
behavior: Test of a mediation and moderation model. Asian Soc Sci. 2017;13(9):9-25.

Rizki M, Parashakti RD, Saragih L. The effect of transformational leadership and organizational culture
towards employees' innovative behaviour and performance. International Journal of Economics &
Business Administration. 2019;7(1):227-39.

Zheng J, Wu G, Xie H, Li H. Leadership, organizational culture, and innovative behavior in construction
projects: The perspective of behavior-value congruence. International Journal of Managing Projects in
Business. 2019;12(4):888-918.

Yang M, Luu TT, Qian DX. Linking transformational leadership to team service innovation in the hospitality
industry: A team-level mediation and moderation investigation. J Hospit Tourism Manag. 2021;49:558—
69.

AF



