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Abstract  

Background: Today, hospitals are required to implement innovative strategies to overcome various 
challenges in order to achieve their organisational goals. Innovative work behaviour (IWB) is considered 
a vital asset in the implementation of innovation through employee work practices in the hospitalisation 
sector. Organisational culture (OC) and Perceived Organizational Support (POS) are two main 
organisational factors that can influence IWB practices. This study aims to analyse the effect of OC and 
POS on IWB among employees at Hasanuddin University Hospital Makassar. Methods: This research 
was a quantitative study with cross-sectional design, which conducted at Hasanuddin University 
Hospital Makassar City, from May to June 2023. The sample in this study was hospital employees (n = 
265), selected using proportional random sampling method. Data were collected using questionnaires. 
The statistical data was compiled and analyzed using statistical tools (AMOS, SmartPLS3). Results: 
This study has shown the dominance of the Clan culture type from the perspective of employees at 
Unhas Hospital. Based on descriptive analysis, it is known that the three research variables (OC, POS, 
and IWB) mostly show scores with high levels. Furthermore, statistical analysis implies that the four 
relationship paths between research variables, namely the effect of OC on IWB (p = 0,026, β = 0,178), 
the effect of OC on POS (p = 0,000, β = 0,501), the effect of POS on IWB (p = 0,006, β = 0,228), and 
the effect of OC on IWB mediated by POS (p = 0,013, β = 0,114), overall show a positive and significant 
relationship. Conclusions: It is concluded that the that each of OC and POS showed a significant 
positive relationship with IWB. OC also showed a significant positive relationship with POS. In addition, 
the effect of OC on IWB mediated by POS showed a significant positive relationship. 

Keywords: Organizational Culture, Perceived Organizational Support, Innovative Work Behaviour 

 
INTRODUCTION 

In today's era of intense business competition, a rapid transformation is taking place 
in the hospital sector worldwide, which encourages every hospital as a healthcare 
organisation to adopt modern management practices to ensure its sustainability and 
success (1).  In addition, the present of various challenges ranging from clinical, 
managerial, social and environmental issues, the massive development of technology, 
the increasing public demand for quality services, require hospitals, as public sector 
organisations, to be more innovative in order to improve the efficiency and 
effectiveness of public services, gain competitive advantage and reduce operational 
costs (2,3). Innovation and its current paradigms in the form of products, services, 
market strategies, processes and working methods are more likely to be seen as 
outputs of the thought, knowledge and creativity of human (4).  Employees have the 
intellectual capital to develop innovation, which can be achieved by implementing 
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Innovative Work Behaviours (IWB) (5).  The concept of IWB refers to an employee's 
ability to identify problems, generate new ideas, disseminate and implement potential 
ideas into work practices to create better processes or products that increase 
individual, group and organisational performance (6).  IWB is considered as vital asset 
that enables organisations to succeed in enhacing workplace innovation (3), improving 
financial performance (7–9), increasing efficiency (10), improving business activities 
in terms of profitability and organisational revenue (11). 

One manifestation of the hospital's commitment to implementing innovation practice 
can be seen in the hospital’s strategic identity, which can be reflected in the  vision, 
mission, goals and core values of organization.  As one teaching hospitals in Makassar 
City, Hasanuddin University (Unhas) Hospital has strategic commitment towards 
innovation practice through its “Innovation” core value and one of its missions, namely 
“Pioneering health care innovation through excellent research and continuous 
improvement of service quality”.  Moreover, there is a fact that the trend of innovation 
programmes developed by Unhas Hospital in the last 3 years (2020 - 2022) has 
continued to decrease, where the hospital management has never conducted specific 
analysis related to the innovations implementation. The gap between those problems 
and hospital’s commitment to innovation indicates the urgency of studying innovation 
practices in depth within the Unhas Hospital, where this study based on brief 
theoretical framework above, specifically wants examines IWB and its determinant 
factors. One of the organizational factors that dominantly influences IWB is 
Organizational Culture. Schein (1997) defined Organizational Culture (OC) as a 
pattern of basic assumptions invented, discovered, or developed by a given group as 
it learns to cope with the problems of external adaptation and internal integration (12). 
OC does not produce innovation itself, but OC can encourage (or prevent) various 
behaviours, including IWB (13). Organisational culture that supports IWB is 
characterised by openness to change, encouragement of open communication for new 
or unique ideas, risk-taking, error tolerance for experiment, enhacing intrinsic 
motivation in employees (14,15).  

Cameron and Quinn (1999) developed the Organizational Culture Assessment 
Instrument (OCAI) that provide a comprehensive framework for understanding and 
evaluating OC. OCAI originally based on Competing Value Framework (CVF) then 
decisively identifies four core values that characterize an organization, namely (1) 
Internal Focus and Integration, (2) External Focus and Differentiation, (3) Flexibility 
and Discretion, and (4) Stability and Control. These values created opposing 
assumptions that distinguish four possible types of OC : (1) Clan Culture, (2) 
Adhocracy Culture, (3) Hierarchical Culture, and (4) Market Culture (16). Theoretically, 
OC with flexibility-orientation may promotes innovation due to its association with 
creativity, freedom, and risk-taking attitudes. Conversely, OC with stability and control-
orientation may inhibit innovation. In addition, an-externally focused OC may fosters 
innovation more than an internally focused one, due to customer orientation may 
directs product developers to external users, stimulating new product ideas, and 
discovers opportunities outside the business or beyond current technical or 
operational capabilities (17). Therefore, understanding the aspects of innovation of 
OC that may affect employee’s IWB is crucial for organizations, especially when the 
culture is strongly and positively perceived by employees (18). 

Another organizational factor that also dominantly influences IWB is Perceived 
Organizational Support (POS). Eisenberger (1986) defines POS as an employee's 
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belief about the extent to which the organisation values their contributions, cares about 
their well-being, and considers the needs and desires of its employees (19). POS 
concept is firmly established by Social Exchange Theory and Organizational Support 
Theory which underpin the positive relationship of feelings of support perceived by 
employees from their organization (20). When the organization provides support to its 
employees, positive behavior will be shown by employees to respond to this support 
(21). Organisational support is an crucial factor in fostering and enhacing employees' 
ability to contribute to organizational growth and development by emphasising 
commitment, valuing employees and inspiring them to generate new ideas (22,23). In 
relation to IWB, through POS, there can be an increased tendency to generate creative 
ideas, explore opportunities, solve problems, and translate them into innovative forms 
of output (24).  

According to Van Beek and Gerritsen (2010), personal perceptions of OC can be seen 
as an indicator of the quality of organisational support (25). Organisations are 
perceived by employees as having a distinct personality, with their actions reflecting 
their traits, motives, and values. When an employee's values and goals align with 
those of the organisation, it affirms their self-identity, and it may contribute to 
individual’s POS. Thus, POS is closely related to OC, which is reflected in its values. 
A supportive organisational culture can be highly effective in enhancing POS through 
continuous reinforcement of employees' positive appraisals (26). With regard to IWB, 
employees are expected to identify opportunities to generate innovative ideas for 
service quality improvement (8). Therefore, appropriate managerial interventions are 
required that focus on creating a more conducive organisational environment (through 
OC), and providing support for innovative ideas (through POS), ultimately leading to 
successful innovation implementation (through IWB). In research location, no previous 
study has measured the three variables examined in this study (OC, POS, and IWB) 
and also inter-variable relationships. Based on the background described above, this 
study will analyze the effect of Organizational Culture and Perceived Organizational 
Support on Innovative Work Behavior in Hasanuddin University Hospital, utilizing the 
field paradigm of Organizational Behavior study. 
 
MATERIAL AND METHODS 

Methodology of the Study and Subjects 

This research was a quantitative study with cross-sectional design, which conducted 
at Hasanuddin University Hospital Makassar City, from May to June 2023. The study 
population consisted of 848 hospital employees. Proportional random sampling was 
utilized to obtain sample a representative sample based on types of employment. The 
sample size of 265 employee was determined using the Lemeshow formula (1997). 
Data were collected using questionnaires. Then, the statistical data was compiled and 
analyzed using statistical tools. 

Instruments 

The questionnaires was in Bahasa Indonesia that had been tested for validity and 
reliability before being used as a survey instrument to respondents. The 
questionnaire's validity was tested using the Pearson correlation method. Each item 
was assigned a correlation coefficient value, indicating its degree of validity. An item 
is considered valid if its significance value is greater than 0.05 (95% CI), which is then 
adjusted to the r table based on the number of respondents (N). For a sample size of 
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30 respondents, the r table indicates that a minimum Pearson Correlation value of 
0.361 is required. Furthermore, reliability testing uses Cronbach's Alpha formula. In 
this model, a questionnaire is considered reliable if its Cronbach's Alpha coefficient 
value is greater than 0.6. Excluding question items that do not meet the validity and 
reliability test coefficient standards is necessary. 

1. Organizational Culture 

Organisational culture is measured using the Organisational Culture Assessment 
Instrument (OCAI) questionnaire developed by Cameron & Quinn (2011). This 
questionnaire consists of 6 dimensional items including: Dominant Characteristics, 
Organisational Leadership, Management of Employees, Organisational Glue, 
Strategic Emphasis, and Criteria of Success. Each dimensional item consists of 4 
alternative choices (A, B, C, D) with a total of 24 questions. The questions were 
modified by the researcher using a Likert scale ranging from (1) strongly disagree to 
(5) strongly agree. The results of the assessment score for each dimension are 
summed up and then the proportion of the value of each alternative answer (A, B, C, 
D) is looked at to see the tendency of the alternative suitability to the organisational 
conditions. Each alternative choice (A, B, C, D) is calculated as the average score 
expressed as a percentage. Then, the average score is plotted on the Organizational 
Culture Profiles diagram, each point in the four quadrants is connected with a straight 
line to form a quadrilateral kite. All question items in this questionnaire meet the 
standard coefficient values, both validity and reliability tests (Cronbach's α = 0.929). 

2. Perceived Organizational Support 

Perceived Organizational Support is measured using the Innovation Support Inventory 
questionnaire developed by Lukes & Stephan (2017). This questionnaire consists of 3 
dimensional items, namely: Managerial Support (5 question items), Organizational 
Support (4 question items), and Cultural Support (4 question items), with a total of 13 
question items using a five-point Likert scale, ranging from (1) strongly disagree to (5) 
strongly agree. All question items in this questionnaire meet the standard coefficient 
values, both validity and reliability tests (Cronbach's α = 0.930). 

3. Innovative Work Behavior 

Innovative Work Behaviour was measured using the Individual Innovativeness Scale 
questionnaire developed by Yigit & Aksay (2017) which was modified by the 
researcher. This questionnaire consists of 4 dimensional items, namely: Opinion-
leadership (6 question items), Openness to Experience (4 question items), Risk-taking 
(4 question items), and Resistance to Change (6 question items), with a total of 20 
question items. With the exception of the Resistance to Change dimension consisting 
of negatively scaled questions, the other three dimensions are positively scaled 
questions. A total of 14 positively scaled question items used a five-point Likert scale, 
ranging from (1) strongly disagree to (5) strongly agree, and vice versa ranging from 
(1) strongly agree to (5) strongly disagree for 6 negatively scaled question items. Two 
question items from Resistance of Change dimension (RC 1 and RC 5) were excluded 
from the questionnaire during the validity test as they did not meet the standard 
coefficient value. Meanwhile, all question items in this questionnaire meet the standard 
coefficient values of reliability tests (Cronbach's α = 0.8730). Finally, the validity and 
reliability tests for the IWB questionnaire were successfully passed with 18 questions.   
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Statistics Analysis 

The results of the study will be presented in the form of univariate analysis and 
multivariate analysis. Univariate analysis is a statistical analysis to describe each 
respondent's characteristics and the distribution of data from each research variable. 
Multivariate analysis is a statistical analysis to find the amount of direct and indirect 
influence between several variables. In this study, path analysis was used to explain 
the causal relationship between OC, POS, and IWB simultaneously. For the data 
analysis process, researchers used two statistical analysis programmes. Descriptive 
statistical analysis using IBM SPSS 25. While inferential statistical analysis uses 
AMOS or SmartPLS3, adjusting to the results of the data normality test. 

Ethical Considerations 

This study received ethical approval from the Health Research Ethics Commission, 
Faculty of Public Health, Hasanuddin University on 27 June 2023, number: 
4248/UN4.14.1/TP.01.02/2023. 
 
RESULTS 

Univariate Analysis 

Table 1: Frequency Distribution based on Respondent Characteristics 

No Respondent Characteristics n % 

1 Age (years) 

 20 – 30  43 16,2% 

 >30 – 40  182 69,1% 

 >40– 50  25 9,4% 

 >50  15 5,7% 

 Total 265 100% 

2 Gender 

 Male 84 31,7% 

 Female 181 68,3% 

 Total 265 100% 

3 Education Level 

 Senior high school 15 5,7% 

 Associate’s Degree  47 17,7% 

 Bachelor Degree 64 24,1% 

 Professional Degree 77 29,1% 

 Magister Degree 41 15,5% 

 Doctoral Degree 21 7,9% 

 Total 265 100% 

4 Length of work in Hospital 

 1 – 5 years 21 7,9% 

 >5 – 10 years 110 41,5% 

 >10 years 134 50,6% 

 Total 265 100% 

5 Employment Status 

 Civil Servant  76 28,7% 

 Non- Civil Servant  189 71,3% 

 Total 265 100% 

Source: Primary Data, 2023 

Table 1 indicates that out 265 respondents, the highest percentage of respondents 
based their age group is > 30 - 40 years, namely 182 respondents (69.1%). Regarding 
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the gender, 181 (68,3%) were female and 84 (31,7%) were female. The data also 
shows that based on level of education, majority respondents had professional degree, 
namely 77 respondents (29,1%). Concerning length of work in Hospital, the majority 
of had a tenure of over 10 years, with 134 people (50,6%).   Additionally, based on 
employment status, the majority of respondents were non-civil servants, namely 189 
people (71.3%).  

Table 2: Frequency Distribution based on Respondent’s Perception of 
Research Variables 

Variable Score Level Cut-off score n % 

Organizational 
Culture 

High (≥72) 235 88,7% 

Low (<72) 30 11,3% 

Total 265 100% 

Perceived 
Organizational 
Support 

High (≥39) 231 87,2% 

Low (<39) 34 12,8% 

Total 265 100% 

Innovative Work 
Behavior 

High (≥54) 238 89,8% 

Low (<54) 27 10,2% 

Total 265 100% 

Source: Primary Data, 2023 

Table 2 demonstrates that majority respondents had high score for all research 
variables. On Organizational Culture, 88.7% (235 respondents) had high score and 
11.3% (30 respondents) had low score. On Perceived Organizational Support, 87.2% 
(231 respondents) had high score and 12.8% (34 respondents) had low score. On 
Innovative Work Behaviour, 89.8% (238 respondents) had high score and 10.2% (27 
respondents) had low score.  

Table 3. Frequency Distribution based on Respondent’s Perception of 
Organizational Culture Dimensions  

No Dimension Score Level (cut-off score) n % 

1 
Dominant 
Characteristics 

High (≥12) 248 93,6% 

Low (<12) 17 6,4% 

Total 265 100% 

2 
Organizational 
Leadership 

High (≥12) 249 94,0% 

Low (<12) 16 6,0% 

Total 265 100% 

3 
Management of 
Employees 

High (≥12) 245 92,5% 

Low (<12) 20 7,5% 

Total 265 100% 

4 Organizational Glue 

High (≥12) 251 94,7% 

Low (<12) 14 5,3% 

Total 265 100% 

5 Strategic Emphases 

High (≥12) 247 93,2% 

Low (<12) 18 6,8% 

Total 265 100% 

6 Criteria of Success 

High (≥12) 252 95,1% 

Low (<12) 13 4,9% 

Total 265 100% 

Source: Primary Data, 2023 
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Table 3 clearly demonstrates that the Criteria of Success dimension has the highest 
percentage among the Organizational Culture variables, with 95.1% (252 
respondents), while the Management of Employees dimension has the lowest 
percentage, with 92.5% (245 respondents). 

Figure 1: Diagram of Organisational Culture Profile 

Figure 1 shows that Clan Culture is organisational culture profile that dominates 
respondents' perceptions, with the largest percentage score (28.22%). The next rank 
followed by Hierarchy Culture (24.36%), then Adhocracy Culture (24.27%) Meanwhile, 
market Culture has the smallest percentage score (23.15%). 

Table 4: Frequency Distribution based on Respondent’s Perception of 
Perceived Organizational Support Dimensions 

No Dimension Score Level (cut-off score) n % 

1 Managerial Support 

High (≥15) 249 94,0% 

Low (<15) 16 6,0% 

Total 265 100% 

2 Organizational Support 

High (≥12) 233 87,9% 

Low (<12) 32 12,1% 

Total 265 100% 

3 Cultural Support 

High (≥12) 251 94,7% 

Low (<12) 14 5,3% 

Total 265 100% 

Source: Primary Data, 2023 

Table 4 shows that the Cultural Support dimension has the highest percentage among 
the Perceived Organizational Support variables, with 94.7% (251 respondents), while 
the Organizational Support dimension has the lowest percentage, with 87,9% (233 
respondents). 
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Table 5: Frequency Distribution based on Respondent’s Perception of 
Innovative Work Behavior Dimensions 

No Dimension Score Level (cut-off score) n % 

1 Opinion-Leadership 

High (≥18) 254 95,8% 

Low (<18) 11 4,2% 

Total 265 100% 

2 
Openness to 
Experience 

High (≥12) 247 93,2% 

Low (<12) 18 6,8% 

Total 265 100% 

3 Risk-taking 

High (≥12) 238 89,8% 

Low (<12) 27 10,2% 

Total 265 100% 

4 Resistance to Change 

High (≥12) 229 86,4% 

Low (<12) 36 13,6% 

Total 265 100% 

Source: Primary Data, 2023 

Table 5 shows that the Opinion-Leadership dimension has the highest percentage 
among the Innovative Work Behavior variables, with 95.8% (254 respondents), while 
the Resistance to Change dimension has the lowest percentage, with 86,4% (229 
respondents). 

Multivariate Analysis 

In multivariate analysis, this study utilized path analysis to explain the causal 
relationship between multiple variables. Before conducting statistical tests for 
causality, a normality test was first conducted  on the research data by using the 
AMOS software with the following results.  

Table 6: Normality test of data 

Variable Min Max Skew CR. Kurtosis CR Interpretation 

OC 58 119 -,910 -6,045 1,049 3,486 

Non-normal 
distribution 

POS 29 65 -,738 -4,905 1,238 4,115 

IWB 45 90 -,574 -3,815 1,949 6,475 

Multivariate     7,991 11,875 

Source: Primary Data, 2023 

Based on Table 6, both univariate and multivariate analyses showed that the study 
data were not normally distributed. It is known that the CR value for multivariate 
analysis for Skewness criteria and Kurtosis criteria is 11.785, which is greater than the 
standard value of ± 2.58. Therefore, the researcher continued to test the hypothesis 
with path analysis using Smart PLS3 software. 

In this multivariate analysis, hypothesis testing is carried out to see the effect of the 
independent variable (OC) on the dependent variable (IWB) directly and through the 
intervening variable (POS) indirectly using path analysis which is presented in the 
following table: 
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Table 7: Path Analysis Results of Direct and Indirect Effects between 
Organizational Culture, Perceived Organizational Support, and Innovative 

Work Behaviour 

No Variable Relationship 
Path 

Coefficients (β) 
p-

value 
Interpretation 

1 
Organizational Culture  Innovative 
Work Behavior 

0,178 0,026 Significant 

2 
Organizational Culture  Perceived 
Organizational Support 

0,501 0,000 Significant 

3 
Perceived Organizational Support  
Innovative Work Behavior 

0,228 0,006 Significant 

4 
Organizational Culture  Perceived 
Organizational Support  Innovative 
Work Behavior 

0,114 0,013 Significant 

Source: Primary Data, 2023 

Table 7 shows that OC (β = 0.178; p = 0.026) as well as POS (β = 0.228; p = 0.006) 
directly has a positive and significant effect on IWB. The results also indicate OC (β = 
0.501; p = 0.000) directly has a positive and significant effect on POS. Furthermore, it 
was found a positive indirect effect which POS mediates the relationship between OC 
to IWB significantly (β = 0.114; p = 0.013). So it can be concluded that the direct effect 
of OC --> IWB is stronger than the indirect effect through the mediation of POS. 

 

Figure 2: Path Analysis Model of the Relationship between Variables of 
Organisational Culture, Perceived Organizational Support, and Innovative 

Work Behaviour  

Based on Figure 2, the R square value of POS is 0.251 (moderate effect), meaning 
that 25.1% of the distribution of POS can be explained by the OC variable, while the 
remaining 74.9% is explained by other factors not examined. Meanwhile, the R square 
value of IWB is 0.124 (weak effect), meaning that 12.4% of the distribution of IWB can 
be explained by POS and OC simultaneously, while the remaining 87.6% is explained 
by other factors not examined. 
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DISCUSSION 

The concept of Organisational Culture (OC) refers to the shared values, norms, 
attitudes, expectations, practices, assumptions and beliefs held by all members of an 
organisation (1). Given that organisational culture acts as a key factor in shaping 
employee behaviour, so it is very essential to assess how employees perceive the 
organisational culture where they work. In this study, the research respondents clearly 
identified the Clan culture type (28.22%) as the dominant organizational culture type, 
surpassing the other three types of OC, namely Hierarchy Culture (24.36%), 
Adhocracy Culture (24.27%), and Market Culture (23.15%). Theoretically, through the 
six dimensions of culture based on the CVF framework, Clan culture can be 
characterised as follows: (1) Dominant Characteristics dimension is characterised by 
the organisation providing a friendly place to work like a big family; 2) Organizational 
Leadership dimension is characterised by the leader as a mentor or facilitator and 
perhaps even a parent figure; 3) Management of Employees dimension is 
characterised by teamwork, consensus, and participatory employee empowerment; 4) 
Organization Glue dimension is characterised by a tradition of high employee loyalty 
and commitment; 5) Strategic Emphases dimension is characterised by the 
development of a humanistic work environment and facilitating trust, openness, 
communication and employee participation; and 6) Criteria of Success dimension is 
characterised by strong internal climate, solidarity, and concern for people (16).  

The results of this study can be linked to the strategic identity of the organisation, 
where Unhas Hospital adheres to five Basic Values, three of which reflect a value 
framework that is in accordance with Clan culture, they are 1) Trustfullness which 
means firmly trusted and honest in the development of science and professionalism; 
2) Togetherness which means working together in togetherness; and 3) Compassion 
which means sincerely serving with compassion and care. The results of this study 
are similar to Lee et al. (2021) study which showed the dominance of internally focused 
cultural types (Clan culture and Hierarchical culture) (27), but in otherwise, this findings 
differ from the research by Ovseiko and Buchan (2012), which contrary showed the 
dominance of externally focused cultural types (Market culture and Adhocracy culture) 
(28). Theoritically, Clan culture is important in creating teamwork, trust, leadership, 
empowerment and employee commitment in providing healthcare services to patients  
On the other hand, hierarchical culture is important in maintaining stability and 
consistency in hospital operations through compliance and control of established 
procedures, regulations and policies (27). Additionaly, the external focus on Market 
Culture is characterised by a primary orientation towards results, high productivity, and 
achieving goals to win market competition, while Adhocracy Culture is characterised 
by a primary orientation towards freedom, risk-taking, innovation and creativity (1). 

Despite the four typologies of organisational culture from CVF, in reality an 
organisation can have all four types of organisational culture to some degree (16). The 
multidimensional organisational culture paradigm divides two clusters of 
organisational cultures known as Strong Multidimensional Culture (SMC) and Weak 
Multidimensional Culture (WMC). Based on the scores for culture profiles with all four 
culture types, SMC refers to high scores while WMC refers to low scores (27). In this 
study, the dominance of respondents with scored high (88.7%) indicates that 
proportionally, the organisational culture perceived by employees at Hasanuddin 
University Hospital is classified as Strong Multidimensional Culture. This finding is also 
consistent with the six dimensions of OC showing SMC conditions (proportion of high 
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level ranging from 92.5% to 95.1%). The results also show that the overall POS 
variable is also in the high level category, namely 87.2%. This findings are in line with 
Wang, Wang, Lu (2023) study (29), but in contrast show different results with the study 
by Labrague et all (2018) (30). A high level of POS is a representation of the perception 
of employees who have gained valuable resources from the hospital as well as the 
hospital's recognition of their contributions. Based on the literature, according to the 
principle of reciprocity, employee may exhibit more positive work behaviours and build 
emotional commitment with the organisation in return (29). Instead, the lower level of 
POS can be explained as a consequence of the lack of recognition, autonomy, 
promotion and flexibility of the job. In addition, factors such as low pay, heavy 
workloads and higher levels of work stress also contribute to decrease work 
commitment and motivation among employees (30). 

Conceptually, the closer the relationship between the contextual level and the 
individual employee, such as the direct manager's support for the employee, the 
greater the influence on the employee's behaviour compared to more distant 
contextual levels, such as organisational support and cultural support. On the other 
hand, lower contextual levels are part of and influenced by more distant levels. For 
example, managerial support is shaped and influenced by organisational support, then 
organisational support is influenced by cultural support (31). This basic concept is not 
consistent with the results of this study, where the cultural support dimension 
outperforms the managerial support dimension. This result may be due to the status 
of Unhas Hospital as a teaching hospital, which has human resources from various 
professions, both medical and non-medical, who also act as lecturers, students and 
other educational practitioners. This certainly provides an opportunity to create a more 
supportive climate and working environment for staff empowerment and development 
as well as professional and innovative working practices. From the results of this study, 
it is known that the overall IWB perceived by the respondents is dominated in the high 
level, namely 89.8%. This findings indicates that in general, from the employees' 
perspective, the work behaviour embodied in the work practices at Unhas Hospital has 
led to the implementation of innovation. The results of this study are in line with 
research conducted by Ismail and Mohamed (2022) and Salah et al (2021) (32,33). 
Innovative practices tend to be evaluated positively because they aim to improve 
existing processes and practices (34). This will ultimately have the potential to provide 
benefits to both personal and organisational performance (35). Conversely, this finding 
is different from the research conducted by Saleem et al (2015) and Diab and Nagar 
(2019) which shows the perception of IWB which is at a medium to low level (10,36). 
The results of this study can be explained that the concept of IWB is a relatively new 
and unfamiliar concept, so it will weaken the organisation's ability to implement 
strategies to achieve its goals (36,37). 

In this study, the Opinion Leadership dimension which have the largest percentage of 
high level of IWB (95,8%), so it demonstrated that dimension descriptively 
outperformed the other three IWB dimensions (Openness to Experience (93.2%), 
Risk-Taking (89.9%), Resistance to Change (86.4%). This findings are in line with Diab 
and Nagar’s (2020) study (36), but in contrast show different results with the study by 
Shalby and Al-Tubaity (2022) (38). The fact that Opinion Leadership is the most 
important element of IWB from the employees' perspective can be explained by the 
need for leaders to be able to create a work atmosphere in which employees feel 
psychologically safe to face the challenges of new experiences or ideas (Openness to 
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Experience) and to take inter-individual risks (Risk-Taking) (39). Opinion leadership is 
defined as the degree to which a person is able to influence others to make changes 
in the desired way. In the context of change management, opinion leaders can reduce 
negative perceptions of change and manage resistance to change, helping 
organisations to achieve innovation goals (Ilona, 2021). From the results of the 
multivariate analysis (presented in Table 7 and Figure 2), it is known that statistically 
in this study, all the relationship paths between the variables studied (direct effects 
and indirect effects) show significant positive relationships. Based on the results of 
research conducted to assess the effect of OC variables on IWB, a p-value of 0.026 
<0.05 was obtained, with an estimate value of 0.178, which indicates that there is a 
significant positive effect of OC on IWB, where the stronger the OC perceived by 
respondents, the more IWB owned by respondents will increase. The results of this 
study support the results of other empirical research which states that OC is an 
antecedent factor that has a positive and significant influence on IWB, both in the field 
of hospital and health service sector ((40–42)), as well as in other organisational fields 
(43–45) . 

According to the literature on CVF grounded theory, Adhocracy culture is the type of 
OC that best supports employees' IWB.  Through its basic values and assumptions, 
Adhocracy culture is able to encourage employees to be creative, and take risks. In 
addition, Adhocracy culture also encourages employees to identify new market 
segments and unique customer needs and exploit opportunities outside the business 
scope. This will ultimately facilitate innovation and achieve competitive advantage of 
the organisation (16). Based on this study, the overall Adhocracy culture ranks third 
according to respondent perceptions. While in terms of per dimension, Adhocracy 
culture ranks lowest for the Management of Employee dimension. This indicates that 
from the perspective of employees, the organisational culture at Unhas Hospital has 
not fully supported the direction of increasing IWB, especially in the aspect of human 
resource management. In this study, there is a dominance of the Clan Culture type, 
where cultural characteristics that support innovation include empowering employees 
to develop human resource capacity, increasing learning ability through education and 
training oriented towards the value of flexibility so that it is more tolerant of failure as 
a consequence of learning (46). However, Due to its strong internal orientation, Clan 
Culture tends to limit information gathering, ignoring environmental, social issues, and 
external trends and developments. Those characteristics of Clan Culture that are 
predicted to hinder IWB (47). Taken together with the results of the study, this suggests 
that there are aspects of the OC that simultaneously support and inhibit IWB among 
employees at Unhas Hospital.    

Instead of comparing the statistical relationship of each of the four typologies of OC, 
the researcher refers used the multidimensional organisational culture paradigm (SMC 
vs. WMC) To explain the direct relationship of the two research variables (OC  IWB). 
This is because the researcher wants to analyze the OC variable as a whole 
construction of independent variable A strong OC shows a high level of integration 
and conformity of values and beliefs in the organisation as a whole, which is able to 
realize problem solving through internal organisational integration and external 
organisational adaptation effectively (48). When OC is strongly perceived by members 
of the organisation, it enhances employee performance through a positive impact on 
employee behaviour and decision-making patterns. In the context of innovation, a 
strong culture is able to encourage employee creativity and productivity, increase 
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autonomy and risk-taking propensity, support the exchange of ideas and various 
resources for innovation (49). Based on the results of research conducted to assess 
the effect of POS variables on IWB, a p-value of 0.006 <0.05 was obtained, with an 
estimate value of 0.228, which indicates that there is a significant positive effect of 
POS on IWB, where the stronger organizational support perceived by respondents, 
the more IWB owned by respondents will increase. The results of this study support 
the results of other empirical research which states that POS is an antecedent factor 
that has a positive and significant influence on IWB, both in the field of hospital and 
health service sector (24,50–55), as well as in other organisational fields (56–60). 

POS can create a conducive and supportive environment and improve practices 
through proactive management that allows organisational members to interact and 
exchange resources at the individual level, which ultimately encourages IWB (Munoz 
et al., 2023).  The managerial support dimension describes employees' perceptions 
that managers are supportive of new ideas and innovation (Lukes and Stephan, 2017). 
In addition to their role in providing resources and work support, managers are also 
responsible for providing exemplary behaviour to their subordinates. Thus, any 
managerial behaviour that encourages and supports innovation will contribute to 
building perceptions of innovation support among employees as a whole ((61) In 
relation to the results of this study, the level of the managerial support dimension, 
which has a high level, implicitly indicates that employees at Unhas Hospital have 
received support from their superiors in implementing IWB practices at Unhas 
Hospital. This managerial support is represented by statement items that describe 
managerial conditions that are pro-innovation, such as support, motivation and 
appreciation in the generation and implementation of new ideas, as well as a tolerant 
attitude towards mistakes and failures in the implementation of these new ideas (31). 

The organisational support dimension describes employees' perceptions of top 
management support, including implementing new ideas, providing resources, and 
offering rewards to encourage innovative work behaviours (31). Employees' 
perceptions of how they are respected and valued by the organisation, such as 
receiving promotions, salaries, approval of ideas and development, and free access 
to information, as well as other forms of resources that support their work performance, 
will lead to a strong sense of obligation to do so, which will result in positive employee 
attitudes and behaviours towards achieving organisational goals, one of which is IWB 
(Park and Kim, 2022). A mission statement that clearly supports innovation is a key 
factor in predicting the success of the entire innovation process stage (62). One of the 
missions of Unhas Hospital (3rd mission) is to be a pioneer in healthcare innovation 
through excellent research and continuous improvement of service quality. The 
commitment and clarity of the innovation goals at Unhas Hospital are also reflected in 
the goals, strategic objectives and basic policies as stated in the Unhas Hospital 
Strategic Plan 2020-2024. And also, one of the resources that embodies 
organisational support for innovation is the existence of a specific work unit related to 
innovation in Unhas Hospital, namely the Business Development and Innovation 
Section, which is tasked with governance related to development strategies to 
increase innovation in Unhas Hospital. 

The next dimension is Cultural Support which describes employee perceptions that 
the culture that develops in the organisation supports employee innovative behaviour. 
Organisational culture can facilitate IWB by encouraging organisational members to 
accept change and increase their commitment to innovation as part of the shared 
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values of the organisation (63) Normatively, the basic values and cultural norms 
adopted by Unhas Hospital have supported the implementation of IWB. One of the 
Basic Values adopted by Unhas Hospital is Innovation, which means that the Hospital 
is able to create new systems or creativity in improving the quality of education, 
research, and health care. Departing from the basic value order that is oriented 
towards innovation in Unhas Hospital is then positively perceived by Unhas Hospital 
employees as Cultural Support towards innovation practices. In turn, the Cultural 
Support will influence how the organisation provides various resources through 
Organizational Support for the implementation of new ideas and encourage 
innovation. All forms of Organizational Support will ultimately be a key factor in how 
supervisors support the implementation of innovation (Managerial Support) at the 
employee level which is manifested as IWB. 

Based on the results of research conducted to assess the effect of OC variables on 
POS, a p-value of 0.000 <0.05 was obtained, with an estimate value of 0. 501, which 
indicates that there is a significant positive effect of OC on POS, where the stronger 
organizational culture perceived by respondents, the more POS owned by 
respondents will increase. The results of this study support the results of other 
empirical research which states that OC is an antecedent factor that has a positive 
and significant influence on POS, both in the field of hospital and health service sector 
(40,64,65) as well as in other organisational fields (66–68). Individuals who are able 
to adapt to the organisational culture and accept the rules and regulations of the 
exchange, will be able to obtain the resources needed to complete their routine work 
efficiently and employees recognise this as organisational support in the workplace 
(40) In the scope of education in hospitals, easy and targeted access to training and 
education, regular appraisals and evaluations related to basic tasks, and providing 
feedback on incidents and/or reports related to services, are some of the activities that 
are considered capable of developing a supportive culture that values and supports 
employees, which in turn will increase the perception of organisational support to its 
employees (69)  

A quantitative study by Ballaro & Washington (2016) suggests that the type of clan 
culture has the strongest positive correlation with POS. The results of this study can 
be attributed to the results of this study where the dominance of the type of clan culture 
(Clan Culture) is obtained in the OC variable and there is a significant positive 
correlation from the OC variable to the POS variable. Theoretically, Clan Culture is 
characterised by being empowerment-oriented and caring for employees through the 
development of a humanistic work environment, as well as facilitating employee 
participation, commitment, and loyalty. In addition, Clan Culture is also characterised 
by internal climate characteristics that are able to provide a friendly workplace for 
employees like a big family (16). Contextually, these Clan Culture characteristics are 
in line with the theoretical concept of POS which describes the extent to which 
organisational values meet their expectations (70). The results of this study indicate 
that most of the values of the OC variable are in the high level. So it can be concluded 
that proportionally, the organisational culture perceived by employees at Hasanuddin 
University Hospital is classified as SMC. According to the literature, a strong 
organisational culture refers to values and beliefs that are strongly and widely shared 
within the organization. In other words, a strong culture manifests in a condition where 
every member of the organization agrees and follows a pattern of behaviour that has 
been mutually agreed upon, and proven to be beneficial to the organization as a whole. 
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In the context of healthcare, a strong organisational culture can provide positive 
outcomes for employee behaviour and perceptions, including increased work 
contribution and collaboration, employee motivation and trust, and support for the 
organisation (71). 

Based on the results of research conducted to assess the effect of OC variables on 
IWB which mediated by POS, a p-value of 0.013 <0.05 was obtained, with an estimate 
value of 0.114, which indicates that there is a significant positive effect of OC on IWB 
which mediated by POS , where the stronger organizational culture perceived by 
respondents, the more IWB will increase through organisational support perceived by 
respondents. The results of this study support the results of other empirical research 
by Ekmekcioglu and Oner (2023) which states that there was positive relationship from 
OC to IWB mediated by POS (65). In an organisational culture that encourages 
innovation, employees feel that their creative ideas and efforts are valued and that the 
organisation cares about them, thus increasing IWB (Ekmekcioglu and Oner, 2023). 
In the hospital sector, an organisational culture that values and supports innovation 
can encourage innovative work behaviour, which in turn has the potential to drive 
change and improve the quality of health services. The implementation of an 
organisational culture that supports innovation is able to provide the necessary 
resources for hospitals to continue to innovate (Asnany et al., 2023). Thus, the core 
values and basic beliefs of the organisation that prioritise innovation are able to 
increase POS for innovation practices. To explain the indirect relationship of the three 
research variables (OC  POS  IWB), researchers used the multidimensional 
organisational culture paradigm. In the context of CVF, a strong multidimensional 
cultural profile is considered more capable of maintaining a balance between 
competing values, without compromising the effectiveness of each of the other 
organisational culture types (Lee, Gowen III and Mcfadden, 2018). 

Several factors may explain the positive relationship of the three variables. First, 
Unhas Hospital, which has the status of a teaching hospital, is certainly supported by 
potential human resources who have various specialisation backgrounds, educational 
qualifications, and work experience that are able to contribute in building a strong 
organisational culture, creating high organisational support, and producing superior 
innovation practices through employee innovative work behaviour. Secondly, 
organisational commitment to innovation is clearly stated in the strategic identity of 
Unhas Hospital (mission, core values, goals, strategic objectives and policies), where 
clarity of purpose in supporting innovation is a key factor influencing employee 
innovative work behaviour. Strong and clear recognition that Unhas Hospital is always 
committed and promotes superior innovation practices will in turn create a supportive 
work environment that is effectively able to empower various resources and will be 
perceived by employees as a form of organisational support to implement IWB. 
Furthermore, the direct effect of OC  IWB outweighs the indirect effect of OC  POS 
 IWB, indicating that the strongly perceived OC (SMC) as an intact construct 
becomes an antecedent factor that has more impact on increasing IWB than the 
positive mediating effect of the POS variable. In this study, the relationship can be 
explained through the basic theory of POS which is theoretically in line with the 
characteristics of Clan Culture compared to the other three types of organisational 
culture (30). While in this study, the approach used in assessing the relationship of the 
independent variable (OC) to the dependent variable (IWB) is not based on each type 
of the four typologies of OC.  Clan culture is theoretically able to partially drive IWB, 
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but on the other hand, clan culture has the strongest positive correlation with POS 
than the other three types of OC, while the combination of the four typologies of OC 
does not predict POS better than clan culture (64)Therefore, it is natural that the 
mediating role of POS for the OC to IWB relationship in this study is not superior to 
the direct impact of OC on IWB. In this study, both OC and POS variables were 
independently significantly positively correlated with IWB, as was the impact of OC 
variables on IWB mediated by POS. These findings recommend the need for extra 
efforts to maximise the positive impact of various factors that play a role in increasing 
IWB, especially for Unhas Hospital employees. The results of this study also provide 
input for the management of Unhas Hospital, especially in the field of HR management 
to foster innovative work behaviour as a manifestation of employees' positive work 
attitudes through the development of a strong organisational culture and improving 
aspects of organisational support, especially for innovation practices in the field of 
hospitality. 
 
LIMITATIONS OF THE STUDY 

1. The assessment of Organizational Culture using the OCAI does not assess the 
OC that is the expectation desired by respondents.  

2. The proportion of samples for medical personnel and health workers dominates 
compared to samples from non-health workers and management. This may affect 
the robustness of the Organizational Culture concept which can be strongly 
influenced by the diversity of sub-cultures in each work unit.  

3. The quantitative method with a cross-sectional design used in this study cannot 
explain why the relationship between these variables exists or does not exist. 
Thus, it is necessary to conduct further research using qualitative methods that 
are able to infer the reasons that explain the relationship in more depth.  

 
CONCLUSIONS 

In conclusion, this study has shown the dominance of the Clan culture type from the 
perspective of employees at Hasanuddin University Hospital. According to descriptive 
analysis, it is known that the three research variables (OC, POS, and IWB) mostly 
show scores with high levels. According to statistical analysis, it is known that the four 
relationship paths between research variables, namely the effect of OC on IWB, the 
effect of POS on IWB, the effect of OC on POS, and the effect of OC on IWB mediated 
by POS, overall show a positive and significant relationship. This findings implies that 
pro-innovation organisational culture and organisational support will be able to 
maximise employees' innovation capacity. So it is important for the hospital 
management to adapt innovation into educational, informational, social and procedural 
contexts as an effort to "normalise" innovation into routine practice, thereby increasing 
employee innovative work behaviour, and ultimately the overall innovation capacity of 
the organisation. This can be achieved by developing a pro-innovation and supportive 
organisational culture through strengthening aspects of the cultural dimensions based 
on the CVF, as well as facilitating organisational support through the allocation of 
various strategic resources for the implementation of new ideas and encouragement 
of innovation in employees. 
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