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Abstract

Research background:In today’s turbulent times, organizations face tiellenge of
fulfilling many complex requirements while at thense time they have to adjust to ongoing
changes. The necessary changes that would alloresotving these problems should, first
of all, involve a new approach to human resourceagament and, in particular, the role of
leadership in healthcare units. Numerous studiadwtted over the years confirm the grow-
ing importance of leadership in modern organizatj@specially in the healthcare sector.
Purpose of the article:The main goal of the project is to identify theat@nships between
innovative leadership and the organizational efficy of healthcare units in the context of
innovation levels. The article discusses the resehypotheses concerning the existence of
a relationship between management innovation aadstormational leadership style in
healthcare units, the existence of a relationsleipvben transformational leadership style
and the efficiency of healthcare units, the existeaf a relationship between management
innovation and the efficiency of healthcare units.

Methods: The survey was conducted in 100 randomly selecézdthicare units in Poland.
The analysis of interdependencies was performedngmthers, with the use of the Pearson
product-moment correlation coefficient, Spearmearsk correlation coefficient, the Kendall
rank correlation coefficient, the coefficient ofllaggation, and a chi-squared test, while the
measures were chosen based on their adequacyrfetated variables and their distribu-
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tion. In order to verify the hypotheses formulatedhe study, a number of statistical meth-
ods were applied, e.g. descriptive statistics amtetation analysis

Findings & Value added: The key result of the study identifies the rolé¢rahsformational
leader-ship style in the relationship between thesll of innovativeness and efficiency in
healthcare units. The article also points to peattimplications that may contribute to
improved management practices in healthcare units.

Introduction

Innovation, or more precisely — capacity for inntba — is a source of
efficiency in healthcare entities (Pearson, 2010)s worth noting that
most literature on innovation in the healthcaretaretocuses on product
and process innovation, while management innovatrexplored to
a much lesser degree, although according to a nuofitaithors it increas-
ingly translates into performance and, as a regujproves the competi-
tiveness of entities. The key determinants of iratiown-oriented activity in
healthcare units comprise organizational factamsparticular human re-
sources (Damanpour, 1991, pp. 555-590). In the cbde emergence of
innovative management, the role of higher level ag@ns increases in rela-
tion to the creation of an organizational contextducive to experimenting
and implementing new processes, practices andtstesc(Vaccarat al.,
2012, pp. 28-51). On the other hand, the changpemented in the area
of management methods and techniqgues may becotadiagpoint of the
change in the leadership style of a given entitlye Pperspective of top
management seems to play the dominant role (Yetalg, 2001, pp. 935-
951). Opportunities are also created by so-caliadstormational leaders.
Organizational leaders have an impact on employaé/ation and possess
the quality that is referred to as intellectuatnstiation, which are the two
factors critical to organizational innovation. Thegeems from the natural
role and competences of top executives, who dextidet the directions for
the development of an organization as a whole amdesponsible for seek-
ing new solutions in management, in order to enawteady improvement
in performance, also through increased innovatiot ereativity of staff
and by creating conditions conducive to the emergai innovation, par-
ticularly technological innovation (Elkins & Kelle2003, pp. 586—607).

The primary aim of the article is to identify thelationships between
management innovation implemented in healthcardiemtand the effi-
ciency of these entities, with a particular empsasi the role of transfor-
mational leadership.

The first part of the article presents the basitccepts relating to man-
agement innovation, transformational leadershifesind the efficiency of
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healthcare units. Additionally, the relationshipstvieen these factors are
discussed. The second part of the article providesesults of empirical

research carried out on 100 healthcare entities part presents the re-
search tools and the analysis of dependencies brtilie variables studied.
The summary indicates the limitations of reseanci Eecommendations

for practice.

Literature review

The current state of knowledge on management irtiwvandicates that it
is predominantly understood as the generation amgleimentation of
meaningfully new solutions concerning: processegesr of operation,
methods of operation, organizational managemeunttstres, which signifi-
cantly alter the way in which an organization pessiis goals (Birkinshaw,
et al., 2008, p. 825), and are likely to improve its ldegn performance.
Vaccaroet al. define management innovation in a similar way, nvheey
identify it as “the implementation of a managemprdctice, process, or
structure that is new to the adopting organizatitew practices, processes,
and structures that change the nature of manageoidd at the firm level”
(Vaccaroet al., 2010, pp. 28-51). Walker, Damanpour, and Dedetme
management innovation as new approaches to dessatagy and struc-
ture in the organization, modify the organizatiomianagement processes,
and motivate and reward its employees (Wadkex., 2010, pp. 367-386).
Leadership as a research subject occupies a pronhposition in socio-
logical and political studies. According to Moraad Seemann, leadership
is any activity that affects the attitude of a gr@Morris & Seeman, 2005, p.
19). Yet another definition states that leadershgans that certain persons
with particular motivations and goals, in competitior conflict with others,
activate institutional, political, psychologicalcanther resources in order to
engage and fulfill the motivations of their propotse On the other hand, M.
De Pree proposes an alternative explanation, wtiaims that the art of
leadership entails giving people an opportunitdaovhat they are required
to do in a humane and effective way. Leadershigh@opinion of some
scholars, is management by approval. This meansgheto issue instruc-
tions in an organization, yet based on the approfand in cooperation
with the persons performing the tasks for a leaBamming up leadership
involves the creation of psychological states obeganization’s members,
which engage them in the pursuit of goal togethigr &leader, who formu-
lated the goal and who inspires them to pursu@dtievement with the
power of his influence. Management science offevariety of leadership
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concepts. Following the review of literature ondeship in healthcare,
two distinct approaches can be identified — tratigaal leadership, in
particular transformational style (Overall, 201, g1-54; Thakuet al.,
2012, pp. 562-569; Nusadt al., 2012, pp. 182-201, Chet al., 2016,
Echevarriegt al., 2017).

The transformational model has been considereddnflal and fitting
the dynamic environment. Transformational leadgsim which many
scholars and practitioners are increasingly intetgsis one of the new
styles of leadership, first described by James 8imn1978. Transforma-
tional leadership is a higher-order construct casipy several compo-
nents. A leader’s idealized influence entails segvas a role model and
sacrificing self-gain for collective gain, therestymulating followers to do
the same. Inspirational motivation involves exprassan energizing vi-
sion. Intellectual stimulation is expressed by emaging followers to
guestion the status quo and the final componentitheilized considera-
tion entails providing support for the individua\wklopment needs of fol-
lowers (Pieterse, 2010, pp. 609-623).

The universal use of the concept of efficiencyhe tharacteristics and
evaluation of a variety of aspects concerning tivetioning of healthcare
units causes that providing its precise definitamd scope is not a simple
task. The need for the analysis of efficiency ialtieeare may be perceived
from a number of different perspectives. A variefypossible approaches
is related to the choice of the efficiency categanger study. The criteria
used to assess the efficiency of healthcare umilside technical efficien-
cy, cost efficiency and the efficiency of satisfyipatient needs. The as-
sessment of the performance efficiency of healthaarits, similarly to
commercial enterprises, can be conducted from réifiteperspectives. In
practice, the performance efficiency of healthoands is measured in fi-
nancial and technical terms (Department of Health Human Services,
2006).

The literature review points to numerous studiesh liheoretical and
empirical in nature, which deal with the relatioipshbetween leadership
style and organizational innovation. Some authamply that leadership
styles based on employee empowerment promote itinaveore effec-
tively, others identify transformational leadershgpa style that is ideal for
promoting innovation (Bass, 1985). Transformatiolealders use motiva-
tion and intellectual stimulation, which are of cial significance for inno-
vation implementation in organizations (Elkins & lkee, 2003, pp. 587—
606). It is the leader who develops confidenceisrshibordinates, the sense
of their efficiency and self-assessment. Incredseels of employee moti-
vation and self-esteem may lead to higher numbkisnovations imple-
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mented in organizations (Mumfosrtial., 2002, pp. 705-750). The positive
impact of leadership style on innovativeness is ghbject of numerous
empirical studies (Keller, 1992, pp. 489-501). Jaeh@l., for example,
claimed that transformation leadership consideralfigcted the number of
implemented organizational innovations. In additionts positive effect on
an organization’s innovativeness, transformatiolegldership may also
have a positive impact on the market success avaions (Junget al.,
2003, pp. 525-544). It is evident that the leadprstyle has a significant
influence on innovativeness levels in organizati@@smusluoglu &ilsev,
2009, pp. 461-473). Transformational leaders hawvénteractive vision,
while at the same time they enable effective kndggeexchange to ensure
the success of the innovation process in organizafjAdair, 1990).
Accordingly, there are grounds for the formulatadriHypothesis 1:

Hypothesis 1There is a relationship between management innovation and
transformational leadership style in healthcare units.

Based on the literature review, it was established a leadership style
directly affects organizational efficiency, althduthe outcomes tend to be
equaled to productivity (as measured with the parémce of hospitals).
Garcia-Moralest al. showed in their study that transformational leakligr
has an impact on organizational efficiency (GaMiaraleset al., 2006, pp.
21-42). Other studies also recognize the positalationship between
leadership style and efficiency, seen in termsrofipctivity (Wanget al.,
2011, pp. 223-270). These positive links are idiedtiat different organi-
zational levels and according to different critex@utcome-related varia-
bles are, for example, efficiency (Dioneeal., 2004, pp. 179-193), finan-
cial performance (Boernet al., 2007, pp. 15-26) and commitment (Ar-
nold et al., 2001, pp. 315-320). Other studies, in turn, ptnthe influ-
ence of transformational leadership on employeieieffcy shared vision,
committed team, organizational culture (Xenikou &n8si, 2006, pp. 566—
579), which all have a positive impact on organarat! efficiency. In view
of the above, there are grounds for the formulatibthe second hypothe-
sis:

Hypothesis 2There is a relationship between transformational leadership
style and the efficiency of healthcare units.

In business practice, the link between innovatiod arganizational ef-

ficiency is no longer questioned. In the case afitheare units, however, it
is not so evident. The analysis of literature rév@anumber of studies con-
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firming the above relationship. Nybakk emphasizes telationship be-
tween enterprise innovativeness and financial iefiicy (Nybakk, 2012,
pp. 1-28). McNallyet al. argue that product innovation positively affects
the profitability of newly launched products, whilee characteristics of an
innovative product are strongly and significantated to the sales a given
product generates and, in consequence, an engspoiganizational effi-
ciency (McNallyet al., 2010, pp. 991-1006). Kiet al. indicate that enter-
prise innovativeness has a direct impact on theevdklivered to the cus-
tomer (Kimet al., 2015, pp. 201-213). Other studies reveal a dlalr
between innovativeness, expressed as the numhempt#mented innova-
tions, and organizational efficiency (Zalataal., 2000, pp. 925-950; Gopa-
lakrishnan, 2000, pp. 137-153). Innovation seearaattribute of entrepre-
neurial orientation has an immediate effect on wizgional efficiency
(Zahraet al., 2000, pp. 925-950).

As a conclusion of the considerations presentegtegbbcan be argued
that a management innovation is related to itiefficy. In consequence,
Hypothesis 3 can be formulated:

Hypothesis 3There is a relationship between management innovation and
the efficiency of healthcare units.

Research methodology

The research results presented here are part ofr@ extensive study into
the innovativeness of healthcare entities. Thiglartiscusses the results
concerning the relationships between leadership,styanagement innova-
tion and the efficiency of healthcare entities. Floevey was conducted in
healthcare entities in October and November 201bitawas followed by
coding and statistical analysis. The sample seleatias made on a random
basis. The survey questionnaire was completed ynbgtlexecutive em-
ployees. The characteristics, according to selemiéetia, of the healthcare
entities where the survey was conducted are preddrglow. The survey
was held in 100 healthcare entities

The sampling frame was derived from the databasegs$tered health
care entities included in the National Health Flisd The sampling frame
consisted of 957 hospitals and over 20,000 othéis  Rrimary Health
Care and Out-patient Healthcare). At the first stafthe sample selection
process, entities with an annual level of revermes PLN 500,000 were
identified. At this stage, the target group was lgsn 12,000 units. Then,
on the basis of random selection, we have extractgparate group of 100
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entities, to which a questionnaire with a requestdmplete it was sent. In
the case of refusal, another unit was drawn froensimple until 100 com-
pleted questionnaires were gathered. A companyiajzieg in this type of
research carried out the research process.

Another criterion for classifying the respondentitéss is their organi-
zational and legal form. A vast majority of the iges (80) are run as
SPZ0OZ (the Polish equivalent of a health mainteeasrganization). The
remaining entities are commercial companies withagority stake held by
a public finance sector unit (8). Other entitieo@dd a mixed form of
activity (civil law partnerships). The breakdowntbe respondent entities
by the number of employees is shown in Figure 1uits employing 250
or more employees. The smallest group of entisesnploying less than 9
employees.

Another characteristic of the sample is the typadifvity. The largest
proportion of entities in the sample comprises proel hospitals (27) and
university hospitals (26). There are also 16 cotnugpitals and 14 munici-
pal hospitals among the respondents. The breakddwre entities partici-
pating in the survey by the type of activity isgeated in Figure 2.

The breakdown of the respondent entities by th@ogesf their exist-
ence reveals that the majority have been operédinghore than 10 years
(68). 25 entities have been active for 6-10 yeatsle the remaining 7
entities have been in the market for no longer thgears.

One of the questions in the background informasiection of the ques-
tionnaire concerned revenue generated in 2016adtamswered by 65 enti-
ties. 28 of them had revenue of PLN 10-50 millibr,generated revenue
of PLN 1-5 million. Table 1 shows the breakdowrtlad respondent enti-
ties by revenue.

The final criterion was the position of the persamo was interviewed.
In 18 entities the questionnaire was completedheypresident/managing
director of the entity. In over the half (55) it sva middle manager who
provided responses, while in the remaining ent{#9 — persons holding
other positions (e.g. hospital department headysenmanager).

In order to evaluate transformational leadershjfesthe tool developed
by Harris-Boundy (Harris-Boudny, 2015) was usede Theasurement of
transformational leadership style involved respogdio 25 statements
describing selected situations and a superior'stiehs. Management in-
novation was measured with the tool proposed by#&&caro.et al. (2012,
pp. 28-51). The tool comprises 5 questions aboubvative solutions,
applied in organizations, in the area of managermemntedures and rules.
The efficiency of healthcare entities, based oiir tli@ancial performance,
was assessed with the use of Antoncic and Hisricbreept embracing 6
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scales. They concerned: an average annual employgnewth rate, an
average annual total sales growth rate, share mdykamics (measured
based on total sales), an average return on da{@S)( an average return
on equity (ROE), profitability compared with thengpetition.

The background information section comprises 6 ties concerning
the type of activity, ownership of an entity, sectemployment, positions
of respondents, the period of existence.

Results
The results of implemented management innovation

The study concerns meaningful changes that aremew entity (they have
not yet been applied/implemented) and that haveiroed in the last 3
years within the indicated areas of management.chhages:

— were implemented upon the initiative of the semgecutive manage-
ment or with their significant involvement;

— affect the entire organization or its substantiit;ptheir consequences
go beyond a given functional area (they are natéidhto one functional
area, e.g. logistics or finance).

The first stage of statistical analysis involvedtiteg the reliability of
the tool. Internal consistency analysis was coretijcusing Cronbach’s
alpha and factor analysis (the Kaiser-Meyer-Olkatistic). In the classifi-
cation of items to particular components we hauovieed Hinkin (1998,
pp. 104-121) criteria, which assume that items lshtmad into a dimen-
sion exceeding 0.4 and at least twice as strorgytp another component.

The Kaiser-Meyer-Olkin test yielded the value @32, which allowed
for the application of exploratory factor analy§isible 2).

The own value criterion revealed two factors. Thare — what per-
centage of variance in a variable was explained biven factor (the total
of the two areas was 71.30%).

Table 3 presents the values of Cronbach’s alphticieat for particu-
lar statements used in the research tool. Thesenrstats constituted the
first dimension of management innovation, which r-the further stages
of the analysis — is referred to as the dimensibocoonmunication policy
and remuneration rules.

Table 4 introduces the statements constituting reamotdimension of
management innovation and presents the Cronbatitia statistics. The
statements make up the second dimension of managenmevation fur-
ther referred to as the dimension of organizationi@s and procedures.
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Table 5 shows the summary of the results (the mehtise answers on
a 7-item scale) for particular statements concermranagement innova-
tion implemented in the respondent entities.

Based on the results, it can be concluded thatefigondent organiza-
tions implement changes in the existing rules amtgdures on a regular
basis. On the other hand, changes concerning reatiore policies and
communication structures scored the lowest.

Evaluation of transformational leadership style

Transformational leadership style was measured théhool developed
by Harris-Boundy. As in the case of innovation ngeraent, factor analy-
sis was applied (K-M-O = 0.938, the test for sptigriwas statistically
significant). The value of the K-M-O statistic alle for the application of
exploratory factor analysis. Table 6.

Its results indicate that there are grounds falirdisishing five factors
constituting the scale. The first factor comprid@sstatements, the second
one — seven, the third one — four, the fourth onethree statements,
while the fifth factor is described by one statetnéwcordingly, in further
analysis it was assumed that transformational kshie style was de-
scribed by five factors — dimensions — referredso
— | —support of personal development through théwkise of the organ-

ization’'s and own resources,

- Il — stimulation of creativity,

— 1l — use of failures in the learning process,

— IV — personal support in the learning process,
- V — delegation of responsibility.

Tables 7-11 present partial results of Cronbaclpkaatest for particu-
lar statements in the dimensions adopted. The siarluin the particular
dimensions of transformational leadership style wedormed based on
the value of Cronbach’s alpha at above 0.5.

The evaluation of the leadership style was basethermeasurements
that the statements obtained on a Likert 7-itemesch — | completely
disagree, 7 — | completely agree). According to mheans, the highest
scores were assigned to the following statements:

— the leader delegates responsibility — 5.5,
— the leader demonstrates impressive confidence,— 5.4
— the leader seeks new opportunities for the orgéiniza 5.4.
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The lowest sores, on the other hand, were givéimetdollowing aspects
of the leadership style:
- the leader causes that mistakes are accepted gsdothe employees
are trying and learning — 3.6,
— the leader helps the employees learn from mistal3s,
— the leader perceives errors as opportunities teldpv- 3.4.

The efficiency of healthcare entities

As it was mentioned in the research methodologti@eahe efficiency
of healthcare units was measured based on Antancidisrich’s concept,
comprising 6 scales. They concerned: an averageahremployment
growth rate, an average annual total sales groatéh share market dynam-
ics (measured based on total sales), an averagm @ sales (ROS), an
average return on equity (ROE), profitability comgmhwith the competi-
tion.

In the case of nearly 59% of entities, employmedtndt increase. In 30
entities, a slight growth was reported (up to 4%)e detailed breakdown
of the respondent entities by an increase in ennpdoy is presented in
Table 12.

The next indicator used to measure the efficienicyhe entities was
a growth in services provided to the populatiorfoddntities did not report
a growth in sales. 33 entities reported a sligbiwgn in sales (up to 4%).
The detailed breakdown of the respondent entitiea lgrowth in sales is
presented in Figure 3.

Another subjective variable in the evaluation d& ferformance of the
entities is market share dynamics. In this cass; arsmall proportion of
the respondents reported a decrease in servicegl@doto the population
in market share — 7 entities. The majority of rexpents comprises the
entities whose market share remained unchanged 4nbB& 25 entities
reported a slight increase, while 11 — a modenateease. A significant
growth was reported in 5 entities from the samfsieaccordance with the
adopted tool for measuring the performance of tiidies in the study, the
respondents were asked to determine a return es aall a return on equi-
ty. Both in the case of the return on sales andehen on equity, the high-
est percentage of the entities reported a growth4%# (54% for ROS and
57% for ROE).

The last indicator used to measure the efficieridh® entities was their
profitability. Two entities reported a drop in pitef In the majority of the
entities, profitability remained unchanged or grshightly (95). The de-
tailed breakdown of the entities by profitabilisypresented in Table 13.
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In order to investigate the relationships betwdeniiplemented man-
agement innovation and transformational leaderstyile, the Pearson cor-
relation coefficient was applied. In addition te ttorrelation analysis, four
stepwise regression models were calculated to exahow much of inde-
pendent variable (innovation management) explagnveriation of the de-
pendent variable (transformational leadership). lysia of data was con-
ducted with SPSS-PC. Tables 14 and 15 show thewalfirelevant statis-
tics. Based on the results presented in Tabletlghn be concluded that
Dimension | of management innovation — communicafielicy and re-
muneration rules — has the greatest effect on fibemational leadership
style in Dimensions | and V — communication polagd remuneration
rules and delegation of responsibility. On the pthend, Dimension Il of
management innovation is the most strongly comdlatith Dimensions |l
and Il of transformational leadership — stimulatiof creativity and the
use of failures in the learning process.

Table 15 presents an overview of the results, witimagement innova-
tion as one variable. The results from the ted¥lotlel 1 show that man-
agement innovation was a predictor for transforameti leadership — Di-
mension | (adjusted R= 0.222, p = 0.001). In the case of Model 2, man-
agement innovation explains 0.178 of change in D Il of transfor-
mational leadership style (adjuste@=R.178, p=0.002). Management inno-
vation explains Dimensions Il and V of transforioatl leadership style
on a similar level (adjusted?®0.264, p=0.000 and adjusted=R.278,
p=0.001, respectively).

The statistical analysis does not offer groundsrépecting Hypothesis
H1 proposing thatrelationships occur between management innovation
and transformational |eadership style.

In order to investigate the relationships betweandformational lead-
ership style and the efficiency of healthcare m#jtthe Pearson correlation
coefficient was applied. In addition to the cortigla analysis, four step-
wise regression models were calculated to examiméhait extent the inde-
pendent variable (transformational leadership) &xrglthe variation of the
dependent variable (the efficiency of the healthaarits). The analysis of
data was conducted with SPSS-PC. The presentatitre aesults (Table
16) was limited to the presentation of the regmessinalysis results. Based
on the statistics, it can be observed that transftional leadership has the
strongest impact on the efficiency measures wighnoavth in sales, an in-
crease in employment, and profitability. Accordinghere are no grounds
to reject Hypothesis H2 proposing th#te relationship occurs between
transformational leadership style and the efficiency of healthcare entities.
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Based on the statistical analysis (Pearson cooelaoefficients and
regression analysis), no relationship was confirrbetiveen the imple-
mented management innovation and the efficienchealthcare entities.
Accordingly, hypothesis H3 should be rejected.

Discussion

The study indicates that leadership style seemglag a crucial role in

achieving organizational efficiency by healthcargitees. Based on the
analysis of the results of the empirical survew, ¢iistence of the relation-
ship between management innovation and the effigief healthcare units
was not confirmed. The survey confirmed that mansge innovation

affects leadership style. Accordingly, it can beduaded that incremental
changes in organizational communication as we#hasting rules and pro-
cedures have a fundamental effect on a changeadetship style in the
respondent entities. Innovations in the area of agament methods and
techniques have an impact primarily on stimulating personal involve-

ment of a manager in the processes implemented iorganization, en-

couraging organizational learning both on an irdirél and team level.
Above all, they inspire delegating tasks and resjmlities. The remaining

factors determining the effective operation of émtities, however, should
not be neglected either, as they also have aneindel on leadership style
adopted in an organization.

Conclusions

The study presented above had several limitatibhe.fact that the survey
was exclusively quantitative in nature was onehefrost significant limi-
tations. Further research should embrace in-depHiitgtive surveys in
order to address the questions on how innovatigikeimented in an organ-
ization affects its leaders and, on the other hadt actions are taken by
the leaders aiming to reinforce innovative behaviamong employees.
Furthermore, only one leadership style was examimgdle, in general,
this style is compared with transactional leadgrsityle. Therefore, future
research should examine the impact of both tramsfttonal and transac-
tional leadership styles so that it can be detezthiwhich is more influen-
tial in the innovativeness and efficiency of resgemt entities. Additional-
ly, it would be worthwhile to include variables nigtihg in these relation-
ships, for example, job satisfaction, commitment] arganizational learn-

742



Oeconomia Copernicana, 9(4), 731-753

ing. An interesting research direction might algoan attempt at the com-
parison between the public and private sector.

Further studies in this area should also apply acke statistical tools,
e.g. structural equation modeling. The introducttbrmoderating and me-
diating variables in the context of leadership amtbvation could be con-
sidered, because this technique may be suitablinéoanalysis of the rela-
tionship between leadership, innovation and efficye

In today’s turbulent times, organizations face tieeessity of meeting
a great number of complex requirements, while atsgame time adapting
to constantly changing environments. These chawcg#sfor a new ap-
proach to organizational management, particularihe area of healthcare.
The reforms in the healthcare sector, implememnteBdland so far, have
neither yielded expected results nor resolved plaltroblems in this area.
The study indicates that the necessary directibrechanges that will help
solve these problems should comprise a new apprmabbhman resource
management and, in particular, the role of leadershhealthcare entities.
A new perspective on leadership style should engbcaenplex organiza-
tional roles and the ability to limit a variety béhaviours triggered by the
organizational or environmental context. Confronagth the expectations,
the modern leader should be equipped with specdjgabilities enabling
him to adapt to dynamic changes occurring inside@utside an organiza-
tion. As a result, it seems justified to condudhbitneoretical and practical
research into the themes relating to leadershipeaithcare and the issues
linking leadership with the efficiency of healtheamntities.
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Annex

Table 1. The breakdown of the respondent entities by regenu

Revenue Number of entities
PLN 0-1 million 5
PLN 1-5 million 17
PLN 5-10 million 6
PLN 10-50 million 28
Above PLN 50 million 9
Total 65

Table 2. Factor analysis statistics

Facto . . . Aggregate % explanation of
p eigenvalue Explanation of variance variance
1 2.786 46.43 46.43
2 1.493 24.87 71.30

Table 3. Dimension | of innovation management — Communigcafilicy and
remuneration rules

Statement Crt;r?[t))ﬁgh s
Our organization regularly implements new managermsgstems. 0.546
The remuneration policy has been changed in théheese years. 0.876
Communication structures inside the organizatienumdergoing regular change. 0.891
We are constantly modifying/changing selected efgmim the organizational 0.687
structure.

Table 4. Dimension Il of innovation management — Organizadil rules and
procedures

Statement Cronbach’s
alpha

Rules and procedures followed in our organizatienraviewed on a regular basis. 0.847

Our organization regularly implements changes coricg performed tasks and 0.888

positions held by our employees.




Table 5. The means of the answers to particular statementsnanagement
innovation

Statement Mean
Rules and procedures followed in our organizatienraeviewed on a regular basis. 5.51
Our organization regularly implements changes coricg performed tasks and 4.70
positions held by our employees.
Our organization regularly implements new managersgstems. 4.57
The remuneration policy has been changed in théheee years. 3.62
Communication structures inside the organizatienuendergoing regular change. 3.83
We are constantly modifying/changing selected efemim the organizational 4.36
structure.
Table 6.Factor analysis statistics
Factor eigenvalue EXF\’/Ieri]:rt:(cjg o explaﬁg?i:)engg;evz’)iance

1 11.078 26.116 26.116

2 3.364 16.403 42.519

3 1.943 16.044 58.563

4 1.551 8.430 66.993

5 1.013 5.889 72.882

Table 7. Dimension | of transformational leadership style €Gemmunication
policy and remuneration rules

Statement Cr(;r;[k))ﬁ;:h s
The leader facilitates skills development. .817
The leader allows the employees to manage thek ther way they want. 791
The leader helps the employees develop their gtisng .790
The leader develops the talents of the employeesgh trainings. 787
The leader allocates (assigns) time for creativi@inc 775
_Thg I_eader creates a wide range of opportunitiesrfgployees to pursue their 775
individual goals.

The leader assigns time for brainstorming in otdegenerate new ideas. .758

The leader invites external experts to offer leagropportunities during lectures and 676
workshops. ’

The leader allocates time for learning and coaching .661
The leader causes that, in our organization, we hasense of being a family. 537




Table 8. Dimension Il of transformational leadership style Stimulation of
creativity

Statement Cr?sﬁ;hls
The leader allows the employees make decisions. .738
The leader requires that the employees generatédeas. .716
The leader promotes creativity as a norm to beviat by everybody. .700
It establishes high norms relating to employeetiriéa .653
The leader finds time for individual meetings wiitle employees. .609
The leader works in an energetic manner. .599
The leader maintains good relationships with thplegees. .553

Table 9. Dimension Il of transformational leadership style Use of failures in
the learning process

Cronbach’s
Statement alpha
The Ifsader causes that mistakes are acceptedgaasdahe employees are trying and 902
learning. ’
The leader helps the employees learn from mistakes. .865
The leader perceives errors as opportunities teldpy .854
The leader rewards creative initiatives even iftaied in failure. 751

Table 10.Dimension IV of transformational leadership style Personal support
in the learning process

Statement Cr?ﬂgﬁ;h s
The leader demonstrates impressive confidence. .850
His actions are driven by ideas. .682
The leader seeks new opportunities for the orgéiniza .617

Table 11. Dimension V of transformational leadership style Belegation of
responsibility

Cronbach’s

Statement
alpha

The leader delegates responsibility. .861




Table 12.An increase in employment in the respondent estiti

Increase in employment Number of entities ~ Share %
It did not increase 59 59%
It increased slightly (up to 4%) 30 30%

It increased from 5% to 9% 3 3%
It increased from 10% to 19% 6 6%
It increased by 20% and more 2 2%
Total 100 100%

Table 13.Profitability of the entities

Profitability of sales Number of entities
Lower 2
Unchanged 54
Moderately high er 41
Considerably high er 3
Substantially high er 0

Total 100

Table 14. Pearson correlation coefficients between manageinaovation and
transformational leadership style

Pearson TL TL TL TL TL

Correlation (Dimension (Dimension (Dimension (Dimension (Dimension
)] 1)) ) V) V)

Management 0.434** 0.267** 0.205* 0.205 0.428**

innovation |

Management 0.301** 0.391* 0.451* 0.147 0.332**

innovation Il

Note: TL -Transformational leadership, ** - Corréten is significant at the level of 0.01; *
- Correlation is significant at the level of 0.05

Table 15. The impact of management innovation on transfoiomat leadership
using regression analysis

Model Summary

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square ofthe “Rsguare  F drL a2 Sig. F
Estimate  change Change Change

1 ATE 222 .206 .96296 222 13.822 2 97 .001

a. Predictors: (Constant), Management innovatidvtalnagement innovation Il; Dependent Variable:
Leadership style — dimension |




Table 15.Continued

Model Summary

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square of_the R Square = dfL a2 Sig. F
Estimate  change Change Change

2 427 .178 .161 .90321 .178 10.505 2 97 .002

a. Predictors: (Constant), Management innovatidfalnagement innovation Il; Dependent Variable:
Leadership style —dimension ||

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square ofthe “Rgguare  F drL a2 Sig. F
Estimate  change Change Change

3 513 .264 248 1.29185 .264 17.354 2 97 .000

a. Predictors: (Constant), Management innovatidvtalnagement innovation Il; Dependent Variable:
Leadership style — dimension Il

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square ofthe “Rsguare  F drL a2 Sig. F
Estimate  change Change Change

4 224 .050 .031 .88800 .050 2572 2 97 .082

a. Predictors: (Constant), Management innovatidvtalnagement innovation Il; Dependent Variable:
Leadership style — dimension IV

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square of_the R Square = dfL R Sig. F
Estimate  change Change Change

5 527 .278 263  1.00962 .278 18.681 2 97 .001

a. Predictors: (Constant), Management innovatidfalnagement innovation Il; Dependent Variable:
Leadership style — dimension V

Table 16.The impact of transformational leadership on thieiehcy of healthcare
units using regression analysis

Model Summary

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square of_the R Square = dfL aP Sig. F
Estimate  change Change Change

1 ,456' ,308 ,288 ,66882 ,208 4,929 5 94 ,000

a. Predictors: (Constant), Leadership style — Dsiars |-V; Dependent Variable: Increase in

employment

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square of_the R Square = a1 a2 Sig. F
Estimate  change Change Change

2 463 ,342 ,311 ,79804 ,214 5,079 5 93 ,000

a. Predictors: (Constant), Leadership style — Dsiars |-V; Dependent Variable: Growth in sales

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square of_the R Square = a1 a2 Sig. F
Estimate  change Change Change

3 ,358 ,256 ,223 ,62071 ,128 2,738 5 93 ,024

a. Predictors: (Constant), Leadership style — Dsrrs I-V; Dependent Variable: Market share
dynamics




Table 16.Continued

Model Summary

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square of_the R Square = dfL a2 Sig. F
Estimate  change Change Change

4 424 ,180 ,135 , 72904 ,180 4,071 5 93 ,002

a. Predictors: (Constant), Leadership style — Dsiars I-V; Dependent Variable: Return on equity

Mod R R Adjusted  Std. Error Change Statistics

el Square R Square of_the R Square = dfL a2 Sig. F
Estimate  change Change Change

5 ,352 321 ,276 ,96351 , 124 2,658 5 94 ,027

a. Predictors: (Constant), Leadership style — Dsiars |-V; Dependent Variable: Profitability

Figure 1. The breakdown of the respondent entities by thebar of employees

70%
60%
50%
40%
30%
20% Y

10% | A

0%

16%

upto 9 10-49 50-249 powyzej 250
employees employees employees employees

Figure 2. The breakdown of entities by the type of activity




Figure 3. A growth in sales in the respondent entities
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