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Abstract

In the present era, leadership and organizational culture contribute
significantly to innovative behaviour. The present paper predicts
the impact of leadership on innovative behaviour directly and
indirectly through organizational culture in Egypt’s construction
industry, targeting project managers. The researchers followed
the domain researchers like Zheng et al. (2019), and Zhao and Sun
(2024) to develop the conceptualization of the study. The researchers
applied quantitative methods, where the data were collected using
a survey questionnaire with a convenience sample technique.
Finally, the study derived the results based on 336 valid cases.
The results demonstrate a positive effect of transformational and
transactional leadership on organizational culture and innovative
behaviour. On the other hand, the organizational culture negatively
affects innovative behaviour. Finally, the organizational culture
mediates the connection between transformational, transactional
leadership and innovative behaviour. The findings would navigate
and mitigate challenges arising from the connection between
organizational culture and innovative behaviour by establishing
innovative capabilities platforms that contribute to an inclusive
consideration of the intricate interconnections between leadership,
organizational culture, and innovation in the construction sector.
Finally, the study’s findings would enrich the depth of the literature
by adding more empirical evidence from a developing context.
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1. INTRODUCTION

In the present time, fostering employees’ innovative
behaviour has emerged as a critical imperative for
organizations seeking survival and sustained
success (Zheng et al., 2019). Cultivating innovative
thinking among employees can be significantly
fortified and elevated through robust leadership
strategies, a conducive work environment, and
a progressive organizational culture (Al-Shibami
et al, 2019). As organizations strive to navigate
the complexities of the present era, the ability to
instil and nurture a culture of innovation has become
a cornerstone for achieving competitive advantage and
ensuring long-term viability (de Amorim Cantermi &
Lizote, 2023; Zhao & Sun, 2024). Leadership
(transformational and transactional) has a robust
and meaningful role in enhancing innovative
behaviour and organizational performance (Rizki
Transformational leadership is a leadership style
characterized by a focus on giving individual
consideration to team members, positive reinforcement
of project goals and values to foster team spirit,
inspiring others through work passion, asking
thought-provoking questions to stimulate team
members’ thinking, and actively participating alongside
the team in the project’s construction process (Chen
et al., 2012; Li & Shi, 2008). Likewise, a focus on
explicit exchanges between the leader and team
members characterizes transactional leadership.
The leader emphasizes what project members
stand to gain by completing tasks, reinforces
the connection between goal attainment and
rewards, directs attention towards preventing
deviations from expectations, and discusses
potential special commendations or promotions for
exemplary performance. This transactional approach
emphasizes a structured and reward-based
relationship between the leader and followers
(Waldman et al., 2001; Yang & Yang, 2019). With
regard to organizational culture refers to the shared
values, beliefs, and behaviours within an organization,
characterized by a focus on team building, cooperative
spirit, promoting employee engagement and sharing,
emphasizing both economic and social profits,
demonstrating social responsibility in construction
projects, encouraging societal development through
projects, fostering innovation, accepting change, and
boldly adopting new technology (Tsui et al., 2006).

In the literature, several factors such as
risk-taking and  decision-making, leadership
(transformational and transaction), organizational
culture, knowledge sharing, innovation climate, work
engagement, commitment, compensation, work
satisfaction, psychological mechanisms, organizational
attractiveness, attitudes are found to be effective
predictors of innovative behaviour and organizational
performance in the diverse context (Reuvers et al.,
2008; Mohammed & Al-Abrrow, 2024; Mayastinasari
& Suseno, 2023; Zhao, 2024). However, the literature
still lacks the empirical investigation in which
organizational culture factors, directly and indirectly,
predict innovative behaviour in the presence of
both transformational and transactional leadership,
specifically among project managers of the construction
industry in Egypt (Nurlina, 2022; Adriansyah et al,,
2020; Avci, 2016; Surici & Yesilada, 2017;
Nam Nguyen & Mohamed, 2011; de Amorim Cantermi
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& Lizote, 2023). Notwithstanding, the Egyptian
construction industry is one of the pillars of
economic growth. This is due to the country’s large-
scale projects and the continuous development
of the technology sector (ElSafty et al., 2012;
Khamis & Ismail, 2022). A project manager’s role in
construction is complex. Based on these gaps and
importance, we raised the following questions:

RQI1: What is the vrole of leadership
(transformational and transactional) in developing
organizational culture and innovative behaviour?

RQZ2: How does organizational culture mediate
the connection between leadership and innovative
behaviour?

By addressing these critical aspects of
the association between leadership, organizational
culture, and innovation, the study’s outcome
would help in understanding these dynamics. It
can provide valuable insights for leaders and
organizations seeking to enhance their innovative
capabilities.

The structure of this paper is as follows.
Section 2 reviews the relevant literature and develops
the hypotheses. Section 3 provides the details
of the methods employed in the study. Section 4
offers the data analysis and Section 5 — the discussion.
Finally, Section 6 presents the conclusion of the study.

2.LITERATURE REVIEW AND DERIVATION OF
HYPOTHESES

Developing innovative behaviour is necessary for
every organization to provide psychological safety
for producing ideas. Organizational culture and
leadership are the supportive constructs of innovative
behaviour that encourage risk-taking and decision-
making participation. The literature confirms
the positive effect of leadership (transformational
and transaction) on organizational culture and
innovative behaviour (Zheng et al., 2019; ElKordy,
2013; Al-Shibami et al., 2019). Leadership and culture
can enhance the behaviour (Zheng et al, 2019).
Transformational leaders are regarded as significant
cultivators of innovation and organizational culture
(Lasrado & Kassem, 2021). According to Al Amin
et al. (2023) and  Aristarini et al. (2024),
transformational leadership and organizational
culture positively enhance the innovative behaviours
of employees in the organizations. The studies of
Mohammed and Al-Abrrow (2024) and Amankwaa
et al. (2019) suggest the substantial contribution of
transformational leadership in developing positive,
innovative behaviour. There is a positive connection
between transformational leadership, innovation
climate, work engagement, knowledge sharing, and
innovative behaviour with each other (Reuvers et al.,
2008; Mayastinasari & Suseno, 2023; Zhao, 2024).
The 7role of transactional leadership in
organizational culture is positive and significant
(Khan et al., 2021). According to Nurlina (2022), work
satisfaction, organizational culture, commitment,
compensation and transactional leadership positively
predict innovation and performance. Avci (2016)
suggests the positive influence of transactional
leadership styles on organizational culture.
The leadership styles, including transactional
leadership, have a direct impact on organizational
culture, as indicated by Siriicii and Yesilada (2017).
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In small and medium enterprises (SMEs), organizational
culture is predicted by leadership and transactional
styles (de Amorim Cantermi & Lizote, 2023). Work
motivation, job satisfaction, workplace learning, and
green knowledge management positively affect
employees’ innovative behaviour (Kim & Lee, 2011;
Cai et al., 2024).

The cultural factor also has enormous
significance in enhancing innovative behaviour.
The studies of Zheng et al. (2019) and Mutonyi et al.
(2022) suggest a positive effect of organizational
culture on organizational attractiveness and innovative
behaviour. The innovative orientation is also
reinforced by (Naranjo-Valencia et al., 2011; Li et al.,
to Rizki et al. (2019), leadership and cultural values
forecast employees’ innovative behaviour.

The existing literature extensively elucidates
the interconnectedness among leadership styles,
innovative behaviour and organizational culture
within organizational settings. Nevertheless, there
are discernible gaps in the current body of
knowledge that warrant attention and further

exploration. Specifically, there is a need to
investigate the combined impact of leadership on
innovative behaviour and organizational culture
concurrently. Furthermore, the literature should
delve into organizational culture’s direct and
mediating roles in a more integrated manner.
In addressing these gaps, it is crucial to focus on
the contextual nuances, particularly within
the project management domain in construction
sites in Egypt. The examination should focus on
project managers, considering their unique role and
influence in this context. In light of the identified
existing knowledge and contextual gaps, we propose
a comprehensive model (refer to Figure 1) to
substantiate these relationships among project
managers operating in construction sites in Egypt.
This model seeks to advance understanding and
practice in the field by observing the simultaneous
influences of leadership on organizational culture
and innovative behaviour, explicitly emphasizing
the mediating role of organizational culture.

Figure 1. Model of the study

Organizational culture

Transformational leadership

Transactional leadership

Source: Authors’ elaboration.

2.1. Transformational leadership, organizational
culture and innovative behaviour

Transformational leadership predicts organizational
culture, as demonstrated by the literature (Zheng
et al., 2019; ElKordy, 2013; Al-Shibami et al., 2019).
These studies emphasize the pivotal role of
transformational leaders in cultivating a positive
and innovative organizational culture, contributing
to enhanced employee performance, attitudinal
outcomes, and overall organizational excellence
(Lasrado & Kassem, 2021; Tipu et al, 2012).
The scholars like Al Amin et al. (2023) and Aristarini
et al. (2024) recognized the mediation role of
the work environment in developing the association
between transformational leadership and
organizational culture.

The literature demonstrates the substantial
association between innovative behaviour and
transformational leadership across diverse backgrounds.
Bednall et al. (2018) emphasize the pivotal
contribution of leadership in fostering innovation,
while Ismail and Mydin (2019) highlight
the influence of transformational leadership and
commitment on teachers’ innovative behaviour.
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Among nurses, there is a positive stimulus of
transformational leadership on nurse innovation
behaviour (Weng et al, 2013). According to
Amankwaa et al. (2019), transformational leadership
contributes too positively towards innovative
outcomes. In the perception of Reuvers et al. (2008),
transformational leadership, work engagement,
and innovative behaviour are positively connected.
Employees’ innovative behaviour. In the same
direction, Mohammed and Al-Abrrow (2024) recognize
the mediating contribution of psychological
empowerment in the connection of empowering and
transformational leadership on innovative behaviour
in the healthcare sector. More recently, scholars like
Mayastinasari and Suseno (2023) and Zhao (2024)
also recognize the critical role of transformational
leadership, innovation climate and knowledge sharing
in the development of innovative work behaviour.
Consequently, a substantial body of literature
highlights transformational leadership’s constructive
and positive impact on developing organizational
culture and stimulating innovative behaviour across
diverse contexts. Nevertheless, when considering
the unique dynamics within the project management
domain at construction sites in Egypt, there is
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a discernible gap in empirical evidence. Therefore, to
bridge this gap and contribute to the existing
knowledge base, we propose:

HI: Transformational leadership
related to organizational culture in
projects.

H2: Transformational leadership
related to innovative behaviour in
projects.

is positively
construction

is positively
construction

2.2. Transactional leadership, organizational culture
and innovative behaviour

Transactional leadership plays a pivotal contribution
in shaping organizational culture. Khan et al. (2021)
suggest the positive influence of organizational
culture on leadership styles. Similarly, Nurlina (2022)
explores the interconnections between performance,
commitment, compensation, organizational culture,
transactional leadership and work satisfaction.
The association between work motivation and
performance is mediated by transactional leadership
(Adriansyah et al., 2020). According to Avci (2016),
the effect of transactional leadership styles of
school principals on organizational culture is
substantial. In the perception of Siriicii and Yesilada
(2017), leadership styles, including transactional
leadership, have a direct impact on organizational
culture. The empirical assessment of Nam Nguyen
and Mohamed (2011) offers a broader perspective,
exploring the substantial connection between leadership
behaviours, knowledge management practices and
organizational culture. In SMEs, the contribution of
leadership, including transactional styles, is robust
and substantial in shaping organizational culture
(de Amorim Cantermi & Lizote, 2023).

With regard to the association of transactional
leadership with innovative behaviour, it was also
found to be positive and significant. According to
scholars like Sethibe and Steyn (2017), transactional
leadership directly influence work behaviour.
Renowned scholars like Udin et al. (2022) and Zhao
and Sun (2024) demonstrate a direct and mediating
role of knowledge sharing and the influence on
employees’ innovation ability and transactional
leadership. The studies by Kim and Lee (2011) and
Cai et al. (2024) introduce additional dimensions by
investigating the mediating effects of work
motivation, job satisfaction, workplace learning,
and green knowledge management, illustrating
the multifaceted nature of the relationship.

In consequence, the argument is grounded in
the established positive effects of transactional
leadership on organizational culture and innovation,
with the exception noted for construction site
managers in Egypt. Hence, we suggest:

H3: Transactional leadership is positively related
to organizational culture in construction projects.

HA4: Transactional leadership is positively related
to innovative behaviour in construction projects.

2.3. Organizational culture and innovative behaviour

The role of organizational culture is positive
towards innovative behaviour, as demonstrated by
the domain literature. According to Rizki et al
(2019), leadership and cultural values affect
employees’ innovative behaviour. Hartmann (2006)
narrows the focus to the construction industry and
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claims the motivating role of organizational culture
in driving innovation. Well-known scholars like
Sardar and Mahdi (2020) broaden the scope by
confirming the positive impact of organizational
culture on innovative work behaviour. According to
Mutonyi et al. (2022) and Zheng et al. (2019), factors
such as leadership climate and organizational
culture positively predict innovative behaviour and
organizational attractiveness in Norwegian hospital
employees. Similarly, the study of Naranjo-Valencia
et al. (2011) demonstrates the positive effect of
organizational culture on innovative orientation,
while Li et al. (2018) highlight the pivotal roles of
leadership and organizational culture in raising
organizational innovation. Lazarevi¢-Moravcevié and
structure and culture on the innovative behaviour of
the organization.

To sum it wup, the literature suggests
the positive effect of organizational culture on
innovative behaviour. However, in the presence of
leadership (transformational and transactional), this
relationship is explicitly avoided among project
managers of construction sites in Egypt. Hence, we
suggest:

Hb5: Organizational culture is positively related
to innovative behaviour in construction projects.

2.4. Mediating contribution of organizational culture

The domain literature comprehensively considers
the elaborative association between leadership
styles, organizational culture, and innovative
behaviour across diverse organizational contexts
directly and indirectly. In the healthcare sector,
the impact of organizational culture and leadership
climate is positive (Mutonyi et al., 2022). In the study
of Khan et al. (2020), the exploration offers
a positive connection between citizenship behaviour
and leadership through organizational culture.
Likewise, Li et al. (2018) demonstrate a direct
and indirect relationship between leadership,
organizational culture and organizational innovation.
Innovativeness also mediates in connecting
organizational culture, leadership, and performance
(Zheng et al., 2019). According to Suifan (2021) and
Jung et al. (2021), an organizational learning culture
moderates and mediates authentic leadership and
leader-member exchange. Kim and Kang's (2015)
study claims the effect of professional staff’s
innovative behaviour and leadership through
corporate culture. Recently, Budur et al. (2024)
brought in knowledge sharing and quality of work
life as mediating factors’ positive role in fostering
innovative behaviours among academicians.

The existing body of literature consistently
establishes a correlation between leadership and
innovative behaviour within the framework of
organizational culture, considering various constructs
and contexts. Nevertheless, the mediating contribution
of organizational culture requires further validation,
especially in the context of construction sites in
Egypt, hence:

H6: Organizational culture mediates the connection
between transformational leadership and innovative
behaviour in construction projects.

H7: Organizational culture mediates the connection
between transactional leadership and innovative
behaviour in construction projects.
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3. RESEARCH METHODOLOGY

3.1. Approach and respondents

We applied quantitative assessment following
the domain researchers like Zheng et al. (2019),
Mutonyi et al. (2022), Naranjo-Valencia et al. (2011),
Li et al. (2018), Lazarevi¢-Moravéevi¢c and Ruzicié
(2023) and Rizki et al. (2019) who applied the same
strategy to explore the leadership, organizational
culture and innovative behaviour in several
organizations. This highly reputable technique
enhances the reliability of facts by providing
authentic results with numbers. The study context is
Egypt’s construction industry, it is the largest and
an essential part of the economy of Egypt. This is
due to the country’s massive infrastructure program
and continuous growth in business technology
(ElSafty et al, 2012; Khamis & Ismail, 2022).
The researchers collected data from project
managers who were involved in different projects at
construction sites in Egypt. The role of a project
manager in construction is meaningful, and it entails
an amalgamation of leadership competencies, skills,
effective communication and technical knowledge to
ensure the successful completion of projects on
time, within budget, and of high quality.

3.2. Survey tools and sample size

The researchers used a survey questionnaire
as a significant tool for data collection.
The questionnaire is considered the most feasible
and accessible for researchers and respondents. This
provides several choices that offer more comfort
and ease to respondents (Slattery et al., 2011).
We applied the convenience sample strategy due to
its diverse advantages to both modes of data
collection, such as online and offline. Still, it limits
generalizability as previous researchers may have
opted for probability sampling methods such as
random or stratified sampling. However, this
method is more suitable for researchers as many
researchers employed this with great precision and
confidence (Lazarevié-Moravéevié & Ruzicié, 2023;
Rizki et al., 2019). As a result, we succeed in
collecting 342 raw samples. After data cleaning and
screening, we utilized 336 valid samples to infer
the final results.

3.3. Respondents’ ethical protocols

We collect information using personal visits, emails,
WhatsApp groups and online surveys. We obtained
permission from participants that they wanted to
contribute to the research before collecting their

collection were explained to participants in an email,
and participants were instructed to return and
complete the survey. We followed the participants
using ethical protocols. We ensured their privacy
and confidentiality in their responses. We ensured
they were free to withdraw from the study without
mentioning any reason. Finally, we got a signed
consent form and handed over the survey
questionnaire.

3.4, Measures

We assessed all the items of scale from the literature.
More precisely, we assessed transformational
leadership (TFL) on five items. These items are
adopted from Chen et al. (2012) and Li and Shi
(2008). The sample content of scale is “The leader
focuses on giving individual consideration to each
member of the project”. Likewise, we adopted four
items from Waldman et al. (2001) and Yang and
Yang (2019) to assess transactional leadership (TSL).
The taster item is “The leader points out what
the project members would receive if they do what
needs to be done”. We gauged organizational culture
(OC) based on nine items of Tsui et al. (2006).
The sample content of the scale is “My organization
emphasizes team building”. Finally, innovative
behaviour (IB, dependent variable) is measured on
five items, which are adapted from Liu (2011), Hu
(2023) and Scott and Bruce (1994). The taster
content of the item is “I would generate creative
ideas in the work process”. Importantly, we measured
all the items on a five-point Likert scale (where
1 = strongly agree; 5 = strongly disagree).

4. ANALYSIS AND RESULTS

4.1. Measurement of reliability and validity

To gauge the validity and reliability, the researchers
applied the confirmatory factor analysis (CFA).
As presented in the findings in Table 1, we
measured internal consistency (reliability) through
Cronbach’s alpha. The alpha scores range
from 0.789 to 0.862, above the threshold of 0.7, as
Bryant et al. (1999) recommended. Moreover,
the factor loadings scores are found to range from
0.777(IB5) to 0.877(TFL1), which are also within fair
ranges (Hair et al., 2020), except the items OC3 and
OC6 (deleted due to low loading of < 0.70). Likewise,
the average variance extracted (AVE) is found to
be from 0.662(0C) to 702(TFL), which is above
the threshold wvalue (0.50) (Hair et al., 2020).
In the last, the composite reliability (CR) scores were
found to be 0.891(TSL) to 0.932(0C), which are also
above the threshold value (0.70) (Hair et al., 2020).

responses. The aims and objectives of data
Table 1. Confirmatory factor analysis for the measurement model (Part 1)
Construct Item code Loadings scores CR AVE a
TFL1 0.877
TFL2 0.866
Transformational leadership TFL3 0.827 0.922 0.702 0.862
TFL4 0.818
TFL5 0.799
TSL1 0.847
) ) TSL2 0.821
Transactional leadership TSL3 0807 0.891 0.671 0.822
TSL4 0.800
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Table 1. Confirmatory factor analysis for the measurement model (Part 2)

Construct Item code Loadings scores CR AVE a

0OC1 0.876
oc2 0.851
oc4 0.832

Organizational culture oC5 0.817 0.932 0.662 0.789
ocrz 0.787
ocs 0.768
0oc9 0.755
IB1 0.862
IB2 0.838

Innovative behaviour 1B3 0.807 0.909 0.668 0.819
IB4 0.799
IB5 0.777

Note: Deleted items: OC3, OC6. CR — composite reliability.
Source: Authors’ elaboration.

In the second stage, we confirmed the discriminant
validity (DV) and compared the squared correlations
of the factors for the variance extracted. Table 2

demonstrates the squared correlations and suggests
adequate DV (Hair et al., 2020). Hence, the measurement
model and DV ensured the ideal values.

Table 2. Discriminant validity

Constructs Innoyative Tmnsforr_national Tmnsac_tional Organizational
behaviour (IB) leadership (TFL) leadership (TSL) culture (OC)
Innovative behaviour (IB)
Transformational leadership (TFL) 0.078
Transactional leadership (TSL) 0.139 0.059
Organizational culture (OC) 0.131 0.137 0.088

Note: Diagonals represent the AVE while the other entries represent the squared correlations.

Source: Authors’ elaboration.
4.2. Structural model

We applied structural equation modelling (SEM),
which is regarded as a strong and powerful
multivariate analysis technique (Gonzalez et al.,
2008). This is a frequent practice used by social,
management and business researchers as it is
favourable in dealing with complex analyses of
measurement (Hershberger, 2003). Moreover, SEM
offers a flexible framework for evolving and
examining multifaceted associations among multiple
variables, allowing researchers to test the theory’s
validity using empirical models. In this way,
the researchers applied the maximum likelihood

estimate (MLE) through AMOS software version 27.0
to ensure the structural paths (Lo & Ramayah, 2011).
As presented in Figure 2 and Table 3, the direct path
suggests a significant effect of transformational
leadership on organizational culture and innovative
behaviour (HI =f=0.570; p <0.01; H2=4=0.352;
p <0.01), which accepted the HI and HZ2. Likewise,
transactional leadership positively affects organizational
culture and innovative behaviour (H3=p=0.318;
p <0.01; H4=4=0.326; p <0.01). As a result, H3
and H4 were also accepted. On the other hand,
the impact of organizational culture on innovative
behaviour is negative (H5=p=-0.023; p> 0.01).
Hence, H5 is not supported.

Table 3. Structural equation modelling estimations (direct path)

No. Effects Estimate SE CR p Decision
Hl Transformational leadership (TFL) — Organizational culture (OC) 0.570 0.053 10.789 0.000 Supported
H2 | Transformational leadership (TFL) — Innovative behaviour (IB) 0.352 0.041 8.629 0.000 Supported
H3 | Transactional leadership (TSL) — Organizational culture (OC) 0.318 0.059 5.347 0.000 Supported
H4 | Transactional leadership (TSL) — Innovative behaviour (IB) 0.326 0.068 4.798 0.000 Supported
H5 | Organizational culture (OC) — Innovative behaviour (IB) -0.023 0.05 0.459 0.646 [Not supported

Note: SE — standard error, CR — critical ratio, p — significance level. *** p < 0.05.

Source: Authors’ elaboration.

With regard to mediating effects, the analysis
exerts a positive mediating impact on organizational

behaviour (H6=4=0.112; p<0.01; H7=8=0.115;
p <0.01) (Table 4 and Figure 2). Henceforth, H6-H7

culture in developing an association between are also supported.

transformational leadership and innovative behaviour

and transactional leadership and innovative

Table 4. Structural equation modelling estimations (indirect path)
No. Effects Estimate SE CR p Decision

6 Transfpmational leadership (TFL) — Organizational culture (OC) — Innovative 0.112 0.026 | 4332 | 0.000 | Supported
behaviour (IB)

H7 Tmnsqctional leadership (TSL) — Organizational culture (OC) — Innovative 0.115 0029 | 4.014 | 0.000 | Supported
behaviour (IB)

Note: SE — standard error, CR — critical ratio, p — significance level. *** p < 0.05.

Source: Authors’ elaboration.
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Figure 2. Structural equation modelling estimates

TFL1
TFL2
TFL3
TFL4
TFL5

H1=p=0.570**

TSL1
TSL2
TSL3
TSL4

H3=p=0.31¢

1

Note: ***p < 0.01.
Source: Authors’ elaboration.

5. DISCUSSION

The study proposed the exploration of innovative
behaviour through the leadership and organizational
culture of Egyptian project managers at construction
sites. The study confirmed the positive impact of
transformational leadership on innovative behaviour
and organizational culture. These findings are in line
with prior studies (Zheng et al., 2019; Al-Shibami
et al.,, 2019; Lasrado & Kassem, 2021; Tipu et al,,
2012; Al Amin et al., 2023; Aristarini et al.,, 2024;

Mohammed & Al-Abrrow, 2024), who claimed
the same results. These results suggest that
transformational leadership positively impacts

organizational culture and innovative behaviour.
By focusing on individual consideration, leaders
cultivate a sense of belonging and commitment
among team members, raising a personalized and
substantial organizational culture. Emphasizing
project goals and values contributes to a shared
team attitude, aligning individual efforts with
collective objectives and promoting a collaborative
culture. Inspiring work passion energizes
the organizational environment, motivating
employees to engage in innovative activities. Leaders
who pose stimulating questions encourage critical
thinking and open communication, shaping a culture
that values creative problem-solving. Actively
participating in the construction process and
sharing work responsibilities strengthens teamwork
and unity, enhancing the exchange of ideas among
project members. Moreover, when an organization
emphasizes team building, cooperative spirit, and

VIRTUS

H4=3=0.326"*

H6=0.112**
H7=0.115*

H5=p=-0.023

(= e

social responsibility, it further supports a positive
culture that encourages employees to explore new
ideas and actively contribute to innovation. This,
in turn, translates into a proactive attitude toward
generating and implementing creative ideas,
reinforcing the organization’s overall capacity for
innovation.

Moreover, the study confirmed the positive
impact of transactional leadership on organizational
culture and innovative behaviour. These results are
accorded with the domain literature (Adriansyah
et al., 2020; Avci, 2016; Nam Nguyen & Mohamed,
2011; de Amorim Cantermi & Lizote, 2023; Udin
et al.,, 2022; Zhao & Sun, 2024; Cai et al.,, 2024).
The results may reflect that transactional leaders
instil clarity by providing clear expectations and
guidelines, which is essential in the precision-
demanding construction industry. The use of
a reward system by transactional leaders motivates
project managers to meet deadlines and maintain
quality work, fostering a culture of achievement.
Furthermore, the risk-mitigating focus of transactional
leadership aligns well with the unpredictable nature
of construction projects, contributing to a stable
organizational culture. Emphasizing compliance
with industry standards promotes a sense of
responsibility and professionalism. While transactional
leadership traditionally prioritizes task-oriented
approaches, its structured environment allows for
innovation within established parameters. Moreover,
the regular performance monitoring and feedback
characteristic of transactional leaders contributes
to continuous improvement and professional
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development, enhancing the positive impact on
organizational culture and innovative behaviour
among project managers in Egyptian construction
settings.

On the other hand, the results demonstrate
a negative impact of organizational culture on
innovative behaviour. These outcomes contradict
the field literature (Sardar & Mahdi, 2020; Zheng
et al.,, 2019; Mutonyi et al.,, 2022; Naranjo-Valencia
et al., 2011). The negative impact of organizational
culture on innovative behaviour among project
managers in Egyptian construction sites could be
attributed to a confluence of factors. A hierarchical
and bureaucratic organizational structure may
impede the agility needed for creative problem-
solving. Moreover, a risk-averse culture prevalent in
the construction industry may encourage managers
to explore innovative solutions, given the sector’s
inherent safety and financial stability concerns.
A lack of explicit support for innovation within
the organizational culture, coupled with insufficient
human and financial resources, may hinder
the development and implementation of novel ideas.
Communication barriers and a traditional mindset
that values the preservation of established practices
could also contribute to the observed negativity.
Besides, external factors like regulatory constraints
and market conditions may further limit the scope
for innovation. Ultimately, a nuanced understanding
of these interconnected elements is crucial for
comprehending the intricate dynamics between
organizational culture and innovation among project
managers in Egyptian construction contexts.

Finally, the organizational culture mediates
the connection between leadership (transformational
and transactional) and innovative behaviour and is
supported by the literature (Mutonyi et al., 2022;
Khan et al., 2020; Li et al., 2018; Zheng et al., 2019;
Suifan, 2021; Jung et al., 2021). This can be attributed
to several factors. Through their inspirational
vision and intellectual stimulation, transformational
leaders foster an environment that encourages
creative thinking and risk-taking, contributing to
innovative practices. Transactional leaders, focusing
on clear expectations and rewards, may motivate
project managers to seek innovative solutions to
meet performance goals. The mediating role of
organizational culture implies that a positive and
innovative culture, characterized by shared values,
open communication, and collaboration, amplifies
the impact of leadership styles on individual
behaviour. Contextual factors, including the cultural
and industry-specific dynamics of Egypt’s
construction environment, significantly influence
how leadership styles are perceived and how they
translate into innovative outcomes. In addition,
individual and team characteristics and the quality
of measurement tools and research methodology
contribute to the nuanced understanding of how
leadership, organizational culture, and innovation
intersect in the context of construction project
management in Egypt.

6. CONCLUSION

The overall findings of this research underscore
the positive impact of leadership (transformational

and transactional) on fostering organizational
culture and encouraging innovative behaviour
VIRTUS,

”»
NTERPRESS

among project managers within construction sites in
Egypt. Interestingly, the research also reveals
a nuanced aspect of the interplay between
organizational culture and innovative behaviour,
indicating a negative correlation. Notably, organizational
culture emerges as a crucial mediator, elucidating its
pivotal role in shaping the connection between
leadership and the innovative behaviours exhibited
by project managers. These insights contribute to
a comprehensive understanding of the dynamics
influencing organizational success within
the construction sector, emphasizing the intricate
interconnections between leadership, organizational
culture, and innovation.

With regard to practical implications, pursuing
the results of the study, organizational success
within the construction sector in Egypt can cultivate
transformational and transactional leadership
skills among project managers, ensuring strategic
alignment with the desired organizational culture.
Recognizing organizational culture as a crucial
mediator, initiatives should be implemented to
shape and reinforce a positive and innovation-
friendly environment intentionally. Performance
metrics and recognition systems need adaptation to
appreciate and reward innovative behaviours, fostering
motivation among project managers. Emphasizing
effective communication and collaboration within
leadership styles is essential to bridge potential
gaps. Continuous monitoring, feedback mechanisms,
and adaptability in leadership approaches are
critical for addressing evolving organizational needs.
Besides, training programs should be established
to navigate and mitigate challenges arising from
the nuanced negative correlation between
organizational culture and innovative behaviour.
Establishing knowledge-sharing platforms further
enhances the innovative capabilities of project
managers, contributing to meaningful knowledge of
the connections between leadership, organizational
culture, and innovation in the construction sector
in Egypt.

The theoretical implications of the study’s
findings contribute valuable insights to the existing
knowledge in organizational behaviour, leadership,
and innovation within the context of the construction
sector in Egypt. Firstly, the research underscores
the relevance of integrating transformational and
transactional leadership styles in understanding
their combined impact on organizational culture and
innovative behaviour. This enriches leadership
theory by emphasizing leaders’ multifaceted role in
shaping the work environment and fostering
innovation. Secondly, identifying organizational
culture as a crucial mediator highlights the intricate
dynamics between leadership styles and innovative
behaviour. This insight advances organizational
culture theory, providing a nuanced understanding
of how cultural elements mediate the association
between leadership and innovation. The study’s
revelation of a negative association between
organizational culture and innovation adds complexity
to the theoretical discourse, prompting further
exploration into the contextual factors influencing
this relationship. Overall, these theoretical implications
contribute to the interdependencies between
leadership, organizational culture, and innovation in
the unique context of construction projects in Egypt,
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offering a foundation for future research and the industry contexts studied or comparing findings
theoretical development in organizational studies. across different countries to enhance external
The study is limited to a few constructs, validity. A more nuanced analysis of leadership
i.e., innovative behaviour, leadership (transformational  styles, focusing on specific behaviours within
and transactional) and organizational culture. the transformational and transactional frameworks,
The context of the study is based on the Egyptian could deepen insights. To address concerns about
construction industry, where we targeted the project  generalizability, adopting a more representative
managers. The study is restricted to a convenience sampling strategy, possibly through random or
sampling strategy; this may create an issue of stratified sampling, would strengthen the study’s
the generalization of the results. The conclusion is  applicability. Increasing the sample size would
based on a total of 336 samples. Finally, the study improve statistical power while integrating established
did not apply the theory to support the study’s theoretical frameworks could provide a more solid
framework. foundation for the study. Longitudinal research
Future research in the field could explore designs may uncover the dynamic nature of
the limitations identified in the study to enrich our relationships over time, and combining quantitative
understanding of leadership, organizational culture, data with qualitative insights through a mixed-
and innovative behaviour within the Egyptian methods approach could offer a more comprehensive
construction industry. One avenue for improvement understanding. Cross-cultural comparisons and
involves expanding the scope of constructs considered, intervention studies could further contribute to
incorporating elements such as organizational refining strategies for fostering innovative behaviour
structure and communication patterns. Additionally, in the Egyptian construction industry.
researchers may benefit from diversifying
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