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ABSTRACT

This research aimed to identify the relationship effect of organizational climate role between strategic leadership and organizational innovation in 
Jordanian private hospitals. A quantitative and descriptive analytical approach was employed, with the research population consisting of hospitals 
with more than 50 beds, totaling 29 out of 48 hospitals. The sample was selected using a stratified sampling method, comprising hospital workers, 
specifically managers and heads of departments in middle management, with a total of 432 individuals (170 managers and 262 department heads). Data 
were collected from the research sample through an electronically distributed survey. The statistical analysis of the hypotheses was conducted using 
SPSS. The research findings reveal a statistical significant effect of strategic leadership on organizational innovation, and a statistical significant effect 
of strategic leadership on organizational climate as a mediating variable, and a statistical significant effect of organizational climate on organizational 
innovation. Additionally, a partial significant relationship of organizational climate between strategic leadership and organizational innovation. Both 
theoretical and practical contributions were provided to assist and guide private hospital administrations in enhancing innovative environment to 
creative thinking and initiative. The research recommends private hospitals administration to organize workshops and training courses to enhance 
employees creative thinking to enhance organizational creativity skills of leaders within private hospitals.

Keywords: Strategic Leadership, Organizational Innovation, Organizational Climate, Private Hospital, Amman 
JEL Classifications:  M10, M12, O32

1. INTRODUCTION

Organizational innovation one of the organization’s culture 
by recruiting talents peoples with creative ideas to facilitates 
workplace dynamics, enhances problem-solving (Al Shibly and 
Alghizzawi, 2024; Alghizzawi et al., 2024), improves decision-
making to helps organizations of achieving work goals, and raising 
the organization’s competitiveness (Alawamleh et al., 2023; 
Fan et al., 2021; Naveed et al., 2022). Therefore, organizational 
innovation can improve environmental factors by new ideas to 
fit work environments changes. In addition, to identify the main 
indicators that influence employee behavior directly, employee’s 
involvement, and performance (Iqbal et al., 2021).

Furthermore, organizational innovation concepts and roles go 
beyond reshaping the organization’s culture (Chan et al., 2024; 
Sareen and Pandey, 2022). Organizations innovation can contribute 
a number of values to the organizational overall performance and 
productivity (Li et al., 2024; Zulkifli et al., 2023).

Strategic leadership is one of the keys that help to motivate 
individuals of providing their creative ideas to focus on 
organizational goals, resources, and performance (Anggraeni et al., 
2023; Singh and Jha, 2023; Ojogiwa, 2021). The philosophies of 
strategic leadership focus on strategic leadership factors such as 
strategic orientation, organizational culture, human capital, ethical 
practices, innovative thinking, and development to ensure superior 
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organizational practices (Anggraeni et al., 2023; Chatterjee et al., 
2023; Li and Liu, 2022; Xie et al., 2024). Moreover, hallmark 
of strategic leadership abilities of forecasting and envision the 
future and steer the organization towards achieving its objectives 
through targeted strategies, all rooted in a thorough environmental 
analysis to maintain a long-term sustainable success (Van Doorn 
et al., 2022; Atiyeh, 2022; Samimi et al., 2022; Megdad and 
Çaglar, 2024).

Organizational climate consists of a range of psychological and 
social factors that affect an individual’s behavior, productivity, 
policy implementation, and overall organizational performance 
(Barnová et al., 2022; Zafar et al., 2023; Adriana et al., 2023). 
Moreover, organizational climate reflects the organizational 
culture, employees’ interactions, leadership practices and styles, 
and various organizational environmental factors influencing the 
overall organizational performance (Viđak et al., 2024).

This research aims to fill the literature gap in regarding to 
organizational innovation, strategic leadership, and organizational 
climate. Moreover, this research aims to investigate the 
relationship between organizational climate, strategic leadership, 
and organizational innovation in private hospitals. Additionally, it 
highlights how addressing this gap can offer valuable managerial 
insights and practical solutions for private hospitals administration.

The current research can provide a significant theoretical framework 
and valuable practical contribution to a deep understanding of the 
effect of strategic leadership on organizational innovation in 
return for hospital administration. Moreover, a new theoretical 
concept addresses gaps in the existing literature on strategic 
leadership, organizational innovation, and organizational climate. 
Furthermore, this research encourages further research on other 
related variables, and organizational environments, promoting 
development and comparison. Consequently, it enhances the 
theoretical framework in the strategic leadership, organizational 
innovation, and organizational climate for the Arab scholarly.

Finally, this research aims to examine the relationship effect of 
(OC) between (SL) and (OI) in private hospitals in Amman. To 
date, no previous researches have been examining the relationship 
effect of (OC) between (SL) and (OI) in the hospital sector, 
particularly within private hospitals. Therefore, the current 
research addresses the following main questions:
1. Does (SL) affect (OI)?
2. Does (SL) affect (OC)?
3. Does (OC) affect (OI)?
4. Did (OC) as a mediator to influence the relationship between 

(SL) and (OI)?

2. LITERATURE REVIEW

The current research theoretical framework mainly focuses 
on (OC), (SL), and (OI). Moreover, the designed theoretical 
framework aims to assist and guide researchers through a deeper 
understanding of the concepts of (OC), (SL), and (OI) through 
valuable discussion, interpretations, conclusions, implications, 
and practical and managerial contributions.

2.1. Strategic Leaders (SL) and Organizational 
Innovation (OI)
Strategic leaders play a crucial role in assisting organizations 
through comprehensive analysis and making key decisions that 
impact the future and sustainability of the organization (Cortes 
and Herrmann, 2021; Megdad and Çaglar, 2024). Strategic leaders 
act, operate, and decision-making mainly relying on a clear 
vision for analyzing, evaluating, and understanding the current 
situation to develop effective plans to identify opportunities for 
long-term decision-making (Nahak and Ellitan, 2022; Anggraeni 
et al., 2023). Consequently, SL aligns long-term goals with OI, 
to achieve organizational sustainable growth and competitiveness 
(Gore and Kanyangale, 2022). Furthermore, the SL practices are 
highly relative to innovation to ensure organizational growth and 
achieve a competitive advantage (Shamaileh et al., 2023).

A strategic leader’s role reflects their guidance and directs the 
environmental factors that influence organizational performance. 
Moreover, SL is responsible for organizational activities such 
as planning, policies, goals, innovation, organizational culture, 
processes, training, promoting ethical practices, and performance 
outcomes (Thys et al., 2024; Ojogiwa 2021; Van Doorn et al., 
2022; Kılıç 2022). Furthermore, SL practices OI to enhance 
performance, work efficiency, changing and environment 
adaptability, and to raise organizations competitiveness (Iqbal 
et al., 2021; Shin et al., 2022).

Prior researches findings have supported the direct connection 
between SL and OI, as Davis (2024) finds a significant role of SL 
in fostering innovation within organizations. Kılıç (2022) finds a 
significant effect of SL and innovative performance. Furthermore, 
Jeong and Park (2023) indicate a substantial link between strategic 
management and innovation, along with a notable positive impact 
of strategic factors on OI, and organizational learning (OL). 
Soomro et al. (2021) find a significant impact of the strategic 
factors on OI and OL, as well as a notable effect of OI and OL 
on organizational performance (OP). Pasaribu et al. (2021) find a 
significant impact of OI, SL, and IT capability on organizations’ 
strategic management. Based on these findings, the researchers 
formulated the first hypothesis:
H1: A significant effect of (SL) on (OI).

2.2. Strategic Leadership (SL) on Organizational 
Climate (OC)
Organizational leaders are responsible for maintaining a positive 
OC, which positively influences work environments, employee 
behavior, motivation, job satisfaction, and overall performance 
(Schneider et al., 2012; Mistarihi, 2021; Van Doorn et al., 2022). 
OC influences leadership styles, and employee motivation, 
and directly guides employees toward achieving goals (Son 
et al., 2024). SL can provide significant contributions to enhance 
OC positively through employee involvement, communication 
network, human relationships, job satisfaction, behavior, 
empowerment, and teamwork (He et al., 2023; Georgiadou et al., 
2024; Lo et al., 2024).

Prior researches findings have supported the direct connection 
between SL and OI, as Mehmood et al. (2024) find a partial 
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significant effect of OC between transformational leadership and 
competitive advantage. Moreover, Etikariena and Kalimashada 
(2021) find a significant influence of OC on innovative behavior 
within organizations. In addition, Kim and Park (2020) find a 
significant effect of transformational leadership, knowledge 
sharing, and organizational learning on OC. Aboudahr and 
Mohamad (2021) find a significant relationship of SL as 
a mediating variable between OC and continuous quality 
management. Additionally, Moslehpour et al. (2019) find that 
OC indicates a significant relationship effect between leadership 
style and job satisfaction. Based on these findings, the researchers 
formulated the second hypothesis:
H2: A significant effect of (SL) on (OC).

2.3. Organizational Climate (OC) on Organizational 
Innovation (OI)
Organizational climate and OI indicate a positive significant 
effect on employee performance in the workplace. (Bonacci 
et al., 2020). Moreover, OC significantly fosters work performance 
and employee innovative behavior (Mutonyi et al., 2020; 
Sarros et al., 2008). In addition, OC and innovation are essential 
strategies for motivating employees to offer their innovative ideas 
(Treuer and McMurray, 2012).

Prior researches findings have supported the direct connection 
between OC and OI, as Li (2023), find that OC indicates 
a significant effect on employee innovation to enhance 
organizational performance. You et al. (2022) find that OI climate 
and employee innovative behavior with a significant relationship. 
Moreover, Acosta Vergara et al. (2022) find a significant effect 
of OC on OI, and this direct connection provides several 
contributions to a better understanding of innovation processes 
that can foster organizational strategies. Furthermore, Bonacci 
et al. (2020) find that OC influencing individual performance 
positively and a significant relationship of OC in between WE 
and OI. Based on these findings, the researchers formulated the 
third hypothesis:
H3: A significant effect of (OC) on (OI).

2.4. Strategic Leaders (SL), Organizational 
Innovation, and Organizational Climate (OC)
Organizational strategic factors, OI, and OL are essential 
to enhance organizational environment and developing 
organizational performance (Soomro et al., 2020). Therefore, 
Sustainable leadership positively influences frugal innovation 
through knowledge sharing, enhancing both organizational 
performance and work environmental impact (Tian and Wang, 
2023). Therefore, knowledge sharing plays a significant role 
between sustainable leadership and frugal innovation to enhance 
organizational performance and work environment (Tian and 
Wang, 2023). Moreover, SL and OC significantly influence 
organizational performance and innovation (Borhan Ashkevari, 
2024). Furthermore, SL and innovative culture significantly 
influence OC and employees’ innovative behaviors within 
organizations (Davis, 2024).

Prior researches findings have supported the indirect relationship 
of OC between SL and OI, as Huang (2022), finds a significant 

effect of employee innovation performance between OI and 
climate performance, and a significant effect of inclusive 
leadership between OI climate and sustainable OC. Moreover, 
Osman and Kamis (2019) find a significant relationship effect of 
effective leadership styles between innovation and sustainable 
OC. Furthermore, Malibaria and Bajabab (2022) find an 
indirect significant relationship of entrepreneurial leadership 
in between employees’ innovative behavior and innovation 
climate to enhance the intellectual agility culture and innovation 
environment. Based on these findings, the researchers formulated 
the third hypothesis:
H4: Indirect effect relationship of (OC) between (SL) and (OI).

The researchers formulated and developed the research model 
as follows:

3. METHODOLOGY

This research used the quantitative analysis approach to investigate 
the relationship effects (Al-Ramahi et al., 2024; Alnaser et al., 
2024), of (OC) between (SL) and (OI) in private hospitals located 
in Amman, as reported by the Ministry of Health in Jordan (2023). 
The research focuses exclusively on private hospitals in Amman 
that have more than 50 beds, covering a total of 29 out of 48 
hospitals in Amman. The stratified sampling method was used, 
which included all department managers (170) and department 
heads (262), resulting in a total of 432 respondents (Blair and 
Blair, 2015).

The research variables and items were sourced from relevant 
literature and existing measurement scales used in prior research. 
In addition, the validity of the questionnaire was evaluated by an 
academic specialist in business management and the reliability 
of variables and items indicated more than 0.80 (Rahi et al., 
2019). Furthermore, an administrative questionnaire was used 
and distributed electronically for data collection. Likert scale of 
five-point was used for sample responses (Sekaran and Bougie, 
2016). The research variables SL, OI, and OC were examined and 
derived from prior research. In this items measured with an overall 
of forty items were as twenty of (SL), ten of (OI), and ten of (OC). 
The statistical package (SPSS- V20) is used for data statistical 
analysis and hypotheses testing, and AMOS-V24 is used to test 
the indirect relationship effect between the research variables. In 
addition, using the statistical package aims to interpret the results 
to drive appropriate conclusions and recommendations (Sekaran 
and Bougie, 2016).
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4. RESULTS

The reliability and validity of the research model variables were 
measured by using the Cronbach’s alpha coefficient. The validity 
measure of 0.86 is acceptable, and the alpha value exceeded 
70% (Blair and Blair, 2015). A 393 questionnaires were valid 
for statistical analysis or 90.9%, while 39 questionnaires were 
retrieved (Rahi et al., 2019).

4.1. Sample Demographical Factors
The demographic factors sampled are shown in Table 1.

Table 1 indicates that the sample gender distribution, which 
includes both male and female respondents. The males of 
the sample gender indicate 54.4% of the total, representing 
214 individuals, while females make up 45.6%, totaling 
179 respondents. This distribution may be influenced by the 
hiring policies of private hospitals, which often prefer male 
candidates to fulfill specific job requirements. The largest 
age group among respondents is 25-35 years, with 141 
individuals (35.9%). This main that the employees in private 
hospitals are relatively young, which may help them manage 
the demands and challenges associated with work pressure 
effectively. Regarding educational qualifications, a significant 
majority—279 respondents, or 70.9%—hold a bachelor’s 
degree. This indicates that a bachelor’s degree is typically the 
minimum educational requirement for hiring hospital staff 
across various managerial levels. Finally, when examining 
professional experience, 193 respondents (49.1%) have 
between 10 and 15 years of experience. This level of experience 
suggests that the managerial staff are well-equipped to manage 
hospital operations, contributing positively to overall hospital 
performance and workplace climate.

4.2. Descriptive Analysis
The arithmetical statistical means and standard deviations were 
used for the research variables. The results reveals that the SL 
indicate a high degree of importance, with a mean of 3.75 and a 
S.D of 0.808. In contrast, the dependent variable, OI, is considered 
to have medium degree importance, with a mean of 3.48 and a S.D 
of 0.777. Additionally, the mediating variable, OC, is assessed as a 
high degree of importance, with a mean of 3.96 and a S.D of 0.915.

4.3. Hypothesis Testing
Hypothesis analysis testing was conducted to identify significant 
direct relationships using multiple linear regression analysis for 
the direct hypotheses (Rahi et al., 2019). The results are presented 
in Tables 2-4 below:
H1: A significant effect of (SL) on (OI).

Table 2 presents the statistical test hypothesis H1. The results 
illustrated by an F value of 113.315, which exceeds the F 
value which equal 2.19 and is significant at the alpha level of 
(α = 0.05). This indicates a significant direct effect of SL on OI. The 
correlation coefficient (R = 0.713) suggests a significant effect of 
SL on OC. Additionally, the R-squared value (R2 = 0.508) indicates 
that the SL effect and equal to 50.8% of the variance in OI.

Table 1: Sample demographical factors
Items Factors No. of 

response
Percentage

Gender Male 214 54.4
Female 179 45.6
Total 393 100

Age 25 years and below 24 6.2
25-35 years 141 35.9
35-45 years 133 33.8
45-55 years 64 16.3
55 and above 31 7.8
Total 393 100

Academic 
Qualification

Bachelor 279 70.9
Master 101 25.6
PhD 13 3.5
Total 393 100

Job title Manager 168 42.7
Head departments 225 57.3
Total 393 100

Number 
of years of 
experience

<5 years 53 13.4
5-10 years 123 31.2
10-15 years 193 49.1
15 and above 24 6.3
Total 393 100

Based on the above, the hypothesis H1 was accepted, and there is 
a significant direct effect, at the significance level (α = 0.05) of 
SL on OI in private hospitals in Amman.

H2: A significant effect of (SL) on (OC).

Table 3 presents that the statistical test of the hypothesis H2. The 
illustrated by an F value of 153.211, which exceeds the F value 
which equal 2.19 and is significant at the (α = 0.05) level. This 
indicates a significant direct effect of SL on OC. The correlation 
coefficient (R = 0.689) suggests a significant effect of SL on OC. 
Additionally, the (R2 = 0.474) indicates that SL effect and equal to 
47.4% of the variation in OC. Consequently, hypothesis H2 was 
accepted, indicating a significant effect of SL on OC in private 
hospitals in Amman at a significance level of (α = 0.05).

H3: A significant effect of (OC) on (OI).

Table 4 presents that the statistical test of the hypothesis H3. The 
illustrated by an F value of 69.220, which exceeds the F value 
which equal 2.19 and is significant at the α ≤ 0.05 level. This 
indicates a significant direct effect of OC on OI. The correlation 
coefficient (R = 0.721) suggest a statistical direct effect of OC on 
OI. Additionally, the value of R2 = 0.519 indicates that the OC 
effect and equal to 51.9% of the variance in OI.

Based on the above, the hypothesis H3 and accept. Consequently, 
hypothesis H3 was accepted, indicating a statistically significant 
direct effect at the significance level (α = 0.05) of OC on OI in 
private hospitals in Amman.

4.4. Mediation Test
Path analysis was conducted by using Amos version 24 to 
investigate the mediating role of (OC) between (SL) and (OI) 
(Rahi et al., 2019).
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Table 2: Multiple linear regression equation of SL on OI
DV Model Sum. ANOVA Coefficient

R R2 F F. Sig DF S.L Dimension Beta T S. error T. Sig
O.I 0.713 0.508 113.315 0.000 4 Strategic orientation 0.514 5.325 0.043 0.000

389 Organizational culture 0.416 5.512 0.045 0.000
393 Human capital 0.369 5.411 0.053 0.000

Ethical practices 0.521 5.253 0.041 0.000
Significant at the level (α=0.05)
F value=(2.19) T value=(1.97)

Table 3: Multiple linear regression equation of SL on OC
DV Model Sum. ANOVA Coefficient

R R2 F F. Sig DF S.L Dimension Beta T Standard error T significant
O.C 0.689 0.474 153.211 0.000 4 Strategic orientation 0.514 5.325 0.043 0.000

389 Organizational culture 0.416 5.512 0.045 0.000
393 Human capital 0.369 5.411 0.053 0.000

Ethical practices 0.521 5.253 0.041 0.000
Significant at the level (α=0.05)
F value=(2.19) T value=(1.97)

Table 4: Multiple linear regression equation of OC on OI
MV Model Summery ANOVA Coefficient

R R2 F F significant DF DV Beta T Standard error T significant
O.C 0.721 0.519 69.220 0.000 4 O.I 0.615 5.415 0.043 0.000

389
393

Significant at the level (α=0.05)
F value=(2.19) T value=(1.97)

H4: Indirect relationship effect of (OC) in between (SL) and 
(OI).

Figure 1 below and Table 5 below illustrate:

Table 5 displays the GFI indices for the model. The GFI is 0.977, 
indicating it is close to an acceptable level. The CFI is also relatively 
high at 0.911, suggesting a good model fit. However, the AGFI 
is −0.181, which raises concerns as it falls below the acceptable 
threshold. The RMSEA has a value of 0.000, indicating that it is nearly 
zero, which is favorable. These results demonstrate a partial indirect 
relationship effect of (OC) between (SL) and (OI). This finding 
supports the acceptance of Hypothesis H4. Specifically, it confirms 
that OC significantly indirect relationship effect between SL and OI 
in private hospitals, leading to the acceptance of Hypothesis H4.

Based on the findings, the hypothesis (H4) was accepted. There is 
a statistically significant indirect effect of OC between SL and OI 
at a significance level of α = 0.05, in private hospitals in Amman.

The results indicate that (SL) has a direct and significant effect 
on both (OI) and (OC). Furthermore, the findings indicate that 
there is a partial indirect relationship effect of (OC) between 
(SL) and (OI). In addition, the findings are consistent with 
previous research conducted by Kılıç (2022); Jeong and Park 
(2023); Soomro et al. (2021); Pasaribu et al. (2021); Aboudahr 
and Mohamad (2021); Moslehpour et al. (2019); Bonacci et al. 
(2020); Sarros et al. (2008); Treuer and McMurray (2012); Acosta 
Vergara et al. (2022), and You et al. (2022). Below is a summary 
of the research findings:
H1: A positive significant effect of SL on OI, and the hypothesis 

(H1) is accepted.
H2: A positive significant effect of SL on OC, and the hypothesis 

(H2) is accepted.
H3: A positive significant effect of OC on OI, and the hypothesis 

(H3) is accepted.
H4: A partial indirect relationship effect of OC between SL and 

OI, and the hypothesis (H4) is accepted.

Table 5: Path analysis of (OC) in the relationship between (SL) and (OI)
Paths B Standard. error P-value Quality indicators

GFI CFI ACFI Chi-square RMSEA
SL------OC direct effect 0.638 0.977 <0.001 0.911 0.977 −0.181 0.000 0.000
OC------OI direct effect 0.716 0.67 <0.001
SL-------OI direct effect 0.611 0.63 <0.001
SL-------OC indirect effect 0.662
Path analysis: (IV) Strategic leadership; (DV) Organizational innovation; (MV) Organizational climate
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5. CONCLUSION

The researchers conclude that SL significantly affects OI. These 
results indicate that SL plays a critical role in fostering innovation 
within organizations. Moreover, SL helps create an innovation 
culture by encouraging employees to share their creative ideas, 
which in turn develops the organization’s capabilities to adapt 
to changes. To enhance both organizational inputs and outputs, 
SL is essential for increasing competitiveness. Additionally, 
it enables organizations to adopt new models that improve 
operational performance, boost employee engagement, and 
mitigate potential risks. Furthermore, SL contributes to a 
positive work climate that promotes stability, goal achievement, 
and overall success.

Based on these findings, the researchers offer several 
recommendations that highlight the positive influence of SL 
on OI. They also emphasize the importance of focusing on the 
contributions of OC as well as employees’ behaviors, attitudes, 
feelings, responses, stability, and work security. These factors 
collectively enhance organizational performance, helping to 
meet strategic long-term goals and ensuring competitiveness and 
success.

This study highlights the significant impact of SL on OI, with 
OC serving as a mediating variable in private hospitals in 
Amman. SL includes several factors such as vision, experience, 
knowledge, and direction, which can foster OI and help build a 
robust culture of innovation within companies. Empirical evidence 
underscores the significance of SL in fostering OI, ultimately 
leading to improvements in OC such as work environment, 
employee engagement, work productivity, performance, and 
organizational capabilities. Moreover, SL, OI, and OC contribute 
valuable practical contributions to achieve organizational long-
term success.

5.1. Theoretical Implications
The main purpose of this research is to explore the theoretical 
implications and contributions of OC as a mediating variable 
between SL and OI. A total of 393 respondents, who hold mid-level 
positions in private hospitals, participated in the research. To date, 
no previous researches investigating the mediating role of OC in 
between SL and OI within private hospitals in Jordan or the broader 
of the Middle East region. Furthermore, previous researches 
primarily has focused on the impact of OC on organizational 

performance in conjunction with other mediating variables, such 
as organizational culture, job satisfaction, empowerment, and 
employee engagement.

The current research examines the role of OC as a mediator 
between SL and OI. This research can be applied to both 
local and global organizations across various sectors with 
similar environments. Additionally, the study offers significant 
theoretical and practical contributions to help organizations gain 
a deeper understanding of the factors influencing SL and OI, as 
well as OC.

Furthermore, SL and OI can assist organizations in different 
settings by reshaping and enhancing work processes, productivity, 
and employee performance. They also contribute to improving 
work conditions, organizational outputs, competitiveness, 
reputation, future aspirations, and overall organizational 
performance. Additionally, organizational climate (OC) influences 
the work atmosphere, employee behavior, attitudes, perceptions, 
happiness, and overall comfort within the workplace.

5.2. Research Limitations and Future Implications
This research offers valuable theoretical and practical insights 
into the mediating role of OC in between SL and OI. The findings 
are particularly relevant to the healthcare sector and hospitals, 
which often operate under similar conditions and environments. 
Additionally, while the study’s findings are based on a specific 
population and sampling, they may also apply to public hospitals 
in Jordan and potentially extend to private hospitals in the global 
healthcare sector.

The researchers provide important recommendations for the 
administration of private hospitals, highlighting the need to focus 
on organizational sustainability, creative performance, strategic 
adaptability, individual innovation, sustainable leadership, 
work-life balance, and job security across various organizational 
settings.

REFERENCES

Aboudahr, S.M.F.M., Mohamad, M.B. (2021), Strategic leadership as 
a mediating variable between organizational climate and quality 
improvement in higher education. Journal of Southwest Jiaotong 
University, 9(3), 23-40.

Acosta Vergara, J.D., Plaza Gómez, M.T., Hernández Riaño, H. (2022), 
Organizational climate, boreout and innovation in agroindustry. 
Dimensión Empresarial, 19(4), 2680.

Adriana, M., Santoso, D., Hadijaya, Y., Srinio, F. (2023), Effect of 
organizational climate and achievement motivation on teacher 
performance. Nidhomul Haq: Jurnal Manajemen Pendidikan Islam, 
8(2), 152-165.

Al Shibly, M.S., Alghizzawi, M. (2024), The Impact of Using AI in Human 
Resources Management-a Comparison Approach. In: International 
Conference on Business and Technology. p1-10.

Alawamleh, M., Al-Twal, A., Lahlouh, L., Jame, R.O. (2023), Interpretive 
structural modelling of organizational innovation factors: An 
emerging market perspective. Journal of Open Innovation: 
Technology, Market, and Complexity, 9(2), 100-123.

Alghizzawi, M., Ahmed, E., Alhawamdeh, Z.M., Almhaisen, F. (2024), 

Figure 1: Indirect relationship effect of (OC) on between (SL)



Agrizat and Megdadi: The Relationship Effect of Organizational Climate In between Strategic leadership and Organizational Innovation at Private Hospitals in Amman

International Review of Management and Marketing | Vol 15 • Issue 3 • 202544

A key factor in leadership style with employee performance: 
A comparative analysis. The AI Revolution: Driving Business 
Innovation and Research, 2, 873-883.

Alnaser, F., Alghizzawi, M., Abualfalayeh, G., Omeish, F., Alharthi, S., Al 
Koni, S.R. (2024), The impact of social media marketing activities 
on purchase intention. International Review of Management and 
Marketing, 14(6), 288-300.

Al-Ramahi, N., Kreishan, F.M., Hussain, Z., Khan, A., Alghizzawi, M., 
AlWadi, B.M. (2024), Unlocking sustainable growth: The role of 
artificial intelligence adoption in jordan retail sector, moderated by 
entrepreneurial orientation. International Review of Management 
and Marketing, 14(6), 143-155.

Anggraeni, R.D., Ismail, T., Lestari, T., Ramdhani, D. (2023), The 
relationship between strategic leadership, competitive advantage 
and intellectual capital: Evidence from hotel in Tangerang Indonesia. 
Britain International of Humanities and Social Sciences (BIoHS) 
Journal, 5(2), 100-112.

Atiyeh, S.N.S. (2022), The impact of strategic leadership on the 
employees’ creativity at private hospitals in Palestine: A case 
study. International Journal of Professional Business Review, 7(4), 
e0688-e0688.

Barnová, S., Treľová, S., Krásna, S., Beňová, E., Hasajová, L., 
Gabrhelová, G. (2022), Leadership styles, organizational climate, and 
school climate openness from the perspective of Slovak vocational 
school teachers. Societies, 12(6), 192-203.

Bonacci, I., Mazzitelli, A., Morea, D. (2020), Evaluating climate between 
working excellence and organizational innovation: What comes first? 
Sustainability, 12(8), 3340.

Blair, E. & Blair. J. (2015), Applied Survey Sampling. 1st. Edition, USA: 
Sage Publication, Inc.; pp. 91-110.

Borhan Ashkevari, S. (2024), Examining the Impact of strategic leadership 
and organizational culture on organizational performance considering 
the mediating role of organizational innovation (case study: Iran 
Khodro Company). International Journal of Innovation Management 
and Organizational Behavior,  8(2):40-53.

Chan, D.W., Sarvari, H., Golestanizadeh, M., Saka, A. (2024), Evaluating 
the impact of organizational learning on organizational performance 
through organizational innovation as a mediating variable: Evidence 
from Iranian construction companies. International Journal of 
Construction Management, 24(9), 921-934.

Chatterjee, S., Chaudhuri, R., Vrontis, D., Galati, A. (2023), Influence 
of managerial practices, productivity, and change management 
process on organizational innovation capability of small and medium 
businesses. European Business Review, 35(5), 839-859.

Cortes, A.F., Herrmann, P. (2021), Strategic leadership of innovation: 
A framework for future research. International Journal of 
Management Reviews, 23(2), 224-243.

Davis, J. (2024), Role of strategic leadership in fostering a culture of 
innovation within organizations. International Journal of Strategic 
Management. 3(5), 1-13.

Etikariena, A., Kalimashada, I. (2021), The influence of organizational 
climate on innovative work behavior. Jurnal Psikologi, 20(1), 22-34.

Fan, Y.J., Liu, S.F., Luh, D.B., Teng, P.S. (2021), Corporate sustainability: 
Impact factors on organizational innovation in the industrial area. 
Sustainability, 13(4), 1979-1999.

Georgiadou, A., Amari, A., Swalhi, A., Hofaidhllaoui, M. (2024), How 
does perceived organizational support improve expatriates’ outcomes 
during global crises? The mediating role of the ethical organizational 
climate in global organizations. Journal of International Management, 
30(3), 101131.

Gore, S., Kanyangale, M.I. (2022), Strategic leadership for a Zimbabwean 
University in turbulent times: Literature analysis. International 
Journal of Research in Business and Social Science (2147-4478), 

11(10), 375-385.
He, Y., Payne, S.C., Beus, J.M., Muñoz, G.J., Yao, X., Battista, V. (2023), 

Organizational climate profiles: Identifying meaningful combinations 
of climate level and strength. Journal of Applied Psychology, 108(4), 
595-620.

Huang, S. (2022), A Study on the Influence of Organizational Innovation 
Climate on Employee’s Innovation Performance: A Moderated 
Mediator Model. In: Proceedings of the 2022 3rd International 
Conference on Mental Health, Education and Human Development 
(MHEHD 2022). Atlantis Press. p77-90.

Iqbal, S., Rasheed, M., Khan, H., Siddiqi, A. (2021), Human resource 
practices and organizational innovation capability: Role of 
knowledge management. VINE Journal of Information and 
Knowledge Management Systems, 51(5), 732-748.

Jeong, G.Y., Park, B. (2023), Strategic management and organizational 
innovation: Strategic innovation as a means to improve organizational 
sustainability. Sustainability, 15(21), 15292.

Kılıç, F. (2022) The role of strategic leadership in innovation performance. 
Open Journal of Business and Management, 10, 654-669.

Kim, E.J., Park, S. (2020), Transformational leadership, knowledge 
sharing, organizational climate and learning: An empirical study. 
Leadership and Organization Development Journal, 41(6), 761-775.

Li, M.Y., Makino, S., Luo, L., Jiang, C. (2024), Entrepreneurial passion 
and organizational innovation: The moderating effects of events 
and the competence to exploit events. Asia Pacific Journal of 
Management, 41(2), 549-582.

Li, W. (2023), Literature review on the impact of organizational climate 
on individual innovation. Frontiers in Economics and Management, 
4(9), 37-41.

Li, Z., Liu, L. (2022), The impact of organizational innovation culture on 
employees’ innovation behavior. Social Behavior and Personality: 
An International Journal, 50(12), e11934.

Lo, Y.C., Lu, C., Chang, Y.P., Wu, S.F. (2024), Examining the influence 
of organizational commitment on service quality through the lens of 
job involvement as a mediator and emotional labor and organizational 
climate as moderators. Heliyon, 10(2), e24130.

Malibaria, M.A., Bajabab, S. (2022), Entrepreneurial leadership and 
employees’ innovative behavior: A sequential mediation analysis 
of innovation climate and employees’ intellectual agility. Journal of 
Innovation and Knowledge, 7(4), 100255.

Megdad, Z., Çaglar, D. (2024), The mediating role of strategic adaptability 
on the relationship between human resource management strategies 
and innovation. Sustainability, 16, 8729.

Mehmood, K.K., Mushtaq, M., Hanaysha, J.R. (2024), Impact of 
organizational climate, culture, leadership, and structure on 
competitive advantage: The mediating effect of absorptive capacity. 
South Asian Journal of Business Studies, 13(2), 244-261.

Ministry of Health (2023), Health Information System Strategic Plan 
Report. Jordan. Available at: https://moh.gov.jo/EN/List/Strategies.

Mistarihi, A. (2021), Strategic leadership competencies: Evidence from 
the state of Qatar. Journal of Human Resource and Sustainability 
Studies, 9(01), 57-81.

Moslehpour, M., Altantsetseg, P., Mou, W., Wong, W.K. (2019), 
Organizational climate and work style: The missing links for 
sustainability of leadership and satisfied employees. Sustainability, 
11(1), 125.

Mutonyi, B.R., Slåtten, T., Lien, G. (2020), Organizational climate and 
creative performance in the public sector. European Business Review, 
32(4), 615-631.

Nahak, M., Ellitan, L. (2022), The role of strategic leadership in 
supporting strategic planning and increasing organizational 
competitiveness. International Journal of Trend in Scientific Research 
and Development, 6(3), 1441-1444.



Agrizat and Megdadi: The Relationship Effect of Organizational Climate In between Strategic leadership and Organizational Innovation at Private Hospitals in Amman

International Review of Management and Marketing | Vol 15 • Issue 3 • 2025 45

Naveed, R.T., Alhaidan, H., Al Halbusi, H., Al-Swidi, A.K. (2022), Do 
organizations really evolve? The critical link between organizational 
culture and organizational innovation toward organizational 
effectiveness: Pivotal role of organizational resistance. Journal of 
Innovation and Knowledge, 7(2), 100178.

Ojogiwa, O.T. (2021), The crux of strategic leadership for a transformed 
public sector management in Nigeria. International Journal of 
Business and Management Studies, 13(1), 83-96.

Osman, N.W., Kamis, A. (2019), Innovation leadership for sustainable 
organizational climate in institution of technical and vocational 
education and training (TVET) in Malaysia. Asian Journal of 
Assessment in Teaching and Learning, 9(1), 57-64.

Pasaribu, F., Bulan, T.R.N., Muzakir, M., Pratama K. (2021), Impact of 
strategic leadership and organizational innovation on the strategic 
management: Mediational role of it capability. Polish Journal of 
Management Studies, 24(2), 354-364.

Rahi, S., Alnaser, I., Ghani, A. (2019), Designing survey research: 
Recommendation for questionnaire development, calculating sample 
size and selecting research paradigms. In: Economic and Social 
Development: Book of Proceedings. Belgrade. p1157-1169.

Samimi, M., Cortes, A.F., Anderson, M.H., Herrmann, P. (2022), What 
is strategic leadership? Developing a framework for future research. 
The Leadership Quarterly, 33(3), 101353.

Sareen, A., Pandey, S. (2022), Organizational innovation in knowledge 
intensive business services: The role of networks, culture and 
resources for innovation. FIIB Business Review, 11(1), 107-118.

Sarros, J.C., Cooper, B.K., Santora, J.C. (2008), Building a climate for 
innovation through transformational leadership and organizational 
culture. Journal of Leadership and Organizational Studies, 15(2), 
145-158.

Schneider, B., Ehrhart, M.G., Macey, W.H. (2012), Organizational climate 
and culture. Annual Review of Psychology, 64(1), 361-388.

Sekaran, U., Bougie, R. (2016), Research Methods for Business: A Skill 
Building Approach. United States: John Wiley and Sons.

Shamaileh, N.A., Aldiabat, B.F., Soumadi, M.M., Azzam, I.A., 
Ibraheem, S., Al-Hawary, S. (2023), The impact of the entrepreneurial 
orientation in achieving strategic leadership success. Information 
Sciences Letters, 12(5), 1735-1742.

Shin, D., Woodwark, M.J., Konrad, A.M., Jung, Y. (2022), Innovation 
strategy, voice practices, employee voice participation, and 
organizational innovation. Journal of Business Research, 147, 392-402.

Singh, A., Jha, S. (2024), Strategic leadership and team innovation: 
A qualitative study from the lens of leader-member exchange. 

International Journal of Productivity and Performance Management, 
73(7), 2254-2283.

Son, B.G., Ries, J.M., Subramanian, N., Kim, S. (2024), Bridging the 
innovation gap: Why organizational climate matters for leveraging 
innovation from supply networks. Journal of Supply Chain 
Management, 60(2), 39-63.

Soomro, B.A., Mangi, S., Shah, N. (2021), Strategic factors and 
significance of organizational innovation and organizational learning 
in organizational performance. European Journal of Innovation 
Management, 24(2), 481-506.

Thys, K., Vandekerkhof, P., Steijvers, T., Corten, M. (2024), Top 
management team and board of directors as the strategic leadership 
system: The effect of behavioral integration on strategic decision-
making quality. European Management Journal, 42(5), 721-734.

Tian, H., Wang, A. (2023), Sustainable Leadership, Knowledge Sharing, 
and Frugal Innovation: The Moderating Role of Organizational 
Innovation Climate. Sage Open, 13(4), 1-20.

Treuer, K., McMurray, A. (2012), The role of organizational climate 
factors in facilitating workplace innovation. International Journal 
of Entrepreneurship and Innovation Management, 15(4), 292-309.

Van Doorn, S., Heyden, M.L., Reimer, M., Buyl, T., Volberda, H.W. 
(2022), Internal and external interfaces of the executive suite: 
Advancing research on the porous bounds of strategic leadership. 
Long Range Planning, 55(3), 102214.

Viđak, M., Tomić, V., Buljan, I., Tokalić, R., Marušić, A. (2024), 
Perception of organizational climate by university staff and students 
in medicine and humanities: A qualitative study. Accountability in 
Research, 31(7), 847-873.

Xie, W., Zhang, Q., Lin, Y., Wang, Z., Li, Z. (2024), The effect of big data 
capability on organizational innovation: A resource orchestration 
perspective. Journal of the Knowledge Economy, 15(1), 3767-3791.

You, Y., Hu, Z., Li, J., Wang, Y., Xu, M. (2022), The effect of organizational 
innovation climate on employee innovative behavior: The role of 
psychological ownership and task interdependence. Frontiers in 
Psychology, 13, 856407.

Zafar, H., Ho, J.A., Cheah, J.H., Mohamed, R. (2023), Promoting pro-
environmental behavior through organizational identity and green 
organizational climate. Asia Pacific Journal of Human Resources, 
61(2), 483-506.

Zulkifli, Z., Purwati, A.A., Renaldo, N., Hamzah, Z., Hamzah, M.L. 
(2023), Employee performance of Sharia Bank in Indonesia: The 
mediation of organizational innovation and knowledge sharing. 
Cogent Business and Management, 10(3), 2273609.


