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Abstract

This study aims to examine the impact of innovation orientation and self-leadership
on organizational agility. This study employs a descriptive-correlational design, with
a population consisting of employees from selected organizations. Based on the
Morgan and Krejcie table, a sample of 365 participants was randomly selected.
Standardized questionnaires were used, including the Sharifi and Zhang (1999)
Organizational Agility Questionnaire, the Hurt (1977) Innovation Orientation Scale,
and the Houghton and Neck (2002) Self-Leadership Questionnaire. Data were
analyzed using Pearson correlation and multiple linear regression in SPSS-27. The
results indicated a significant positive relationship between innovation orientation and
organizational agility (r=0.61, p<0.001). Additionally, self-leadership had a significant
positive effect on organizational agility (r=0.54, p<0.001). Multiple regression analysis
revealed that innovation orientation and self-leadership collectively explained 48% of
the variance in organizational agility (R?=0.48, p<0.001). The findings suggest that
innovation orientation and self-leadership play crucial roles in enhancing
organizational agility. Organizations that foster a culture of innovation and empower
self-leadership among employees are better equipped to respond swiftly to
environmental changes and maintain a competitive advantage. These insights can
assist managers and policymakers in formulating strategies to improve organizational
performance.
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Extended Abstract
Introduction

In an era characterized by rapid technological advancements and environmental changes,
organizational agility has become a crucial factor for sustaining competitive advantage and
responding effectively to external pressures (Cobanoglu & DemiR, 2022; Elhadidy & Gao, 2024).
Organizational agility refers to an entity's ability to recognize, react to, and adapt to new
circumstances in a dynamic environment (Akkaya & Bagienska, 2022; Akkaya et al., 2022). Two
fundamental factors influencing organizational agility are innovation orientation and self-leadership.
Innovation orientation is an essential characteristic of successful organizations, denoting the
willingness to adopt and implement novel ideas to enhance organizational performance (Baydar,
2023). Similarly, self-leadership, which encompasses individuals' ability to direct themselves, set
personal goals, and foster motivation for achieving them, is instrumental in increasing flexibility and
organizational agility (Park, 2022).

Agile organizations require leaders and employees who can remain adaptable to change and guide
organizations toward innovation and transformation (Silva-Martinez, 2023). Research indicates that
organizations that integrate agile leadership and management approaches are better equipped to
tackle environmental challenges (Akkaya & Bagienska, 2022; Akkaya et al., 2022). Moreover, studies
have highlighted the role of transformational leadership in fostering an agile culture, emphasizing
that agile leaders can enhance organizational efficiency by empowering employees, improving
communication, and strengthening trust (Cobanoglu & DemiR, 2022). Additionally, research suggests
that interpersonal trust plays a crucial role in developing agile teams and improving overall
organizational performance (Akkaya & Bagienska, 2022; Akkaya et al., 2022).

One of the most significant components of organizational agility is innovation orientation, which
enables organizations to devise novel solutions to existing challenges and capitalize on emerging
opportunities (José da Silva Azanha et al., 2022). Innovation-driven organizations often exhibit flexible
structures, a learning-oriented culture, and support for creativity, all of which contribute to enhanced
agility (James & Amdanata, 2023). Studies have shown that innovation orientation not only enhances
organizational performance but also fosters sustainable competitiveness (Harvey & Valerio, 2022).
Additionally, organizational leaders who promote an innovation-oriented culture can directly
influence organizational agility, ensuring responsiveness to environmental changes (Gutiérrez et al.,
2022).

Self-leadership has also been recognized as a critical factor in improving organizational agility. Self-
leaders possess the capacity to operate independently, make strategic decisions, and function
effectively in dynamic environments (Elhadidy & Gao, 2024). By fostering intrinsic motivation and self-
efficacy, self-leadership contributes to both individual and organizational performance enhancement
(Ankhtsetseg & Lee, 2022). Research suggests that employees exhibiting high levels of self-
leadership perform better in agile organizations, as they are more adept at navigating change and
resolving complex issues (Tabassum, Raziq, Allen, et al., 2024; Tabassum, Raziq, & Sarwar, 2024).
Furthermore, agile leadership can reinforce self-leadership among employees, enabling them to play
more effective roles within the organization (Tabassum, Raziq, & Sarwar, 2024).

Recent studies have explored the relationship between agile leadership and organizational
performance. For instance, research conducted by (Weichbrodt et al., 2022) demonstrated that agile
leaders enhance team productivity while fostering trust and collaboration. Additionally, research has
identified strategic foresight, rapid decision-making capabilities, and employee empowerment as
pivotal elements in increasing organizational agility (Ibrahim et al., 2022). Organizational leaders
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seeking greater agility should prioritize learning-oriented cultures and employee empowerment.
Some studies suggest that organizational learning is a primary driver of agility (Wang & Torrisi-Steele,
2023), while others emphasize that self-leadership fosters innovation, efficiency, and organizational
performance (Saruchera, 2022).

Given the growing importance of organizational agility in contemporary business landscapes, this
study aims to examine the role of innovation orientation and self-leadership in enhancing
organizational agility. Specifically, it seeks to explore how these two factors contribute to an
organization's ability to respond effectively to environmental changes.

Methods and Materials

This study employed a descriptive-correlational research design to investigate the impact of
innovation orientation and self-leadership on organizational agility. The study population comprised
employees from selected organizations, and based on the Morgan and Krejcie table, a sample of
365 participants was selected using random sampling to ensure generalizability.

Participants voluntarily completed standardized questionnaires measuring the study variables.
Organizational agility was assessed using the Sharifi and Zhang (1999) Organizational Agility
Questionnaire, which consists of four key dimensions: responsiveness, competence, flexibility, and
speed. This questionnaire includes 25 items rated on a five-point Likert scale ranging from "strongly
disagree" to "strongly agree." Previous studies, such as those by Yusuf and Dubey (2012) and Lee
et al. (2018), have confirmed its validity and reliability, with Cronbach's alpha values typically
exceeding 0.80.

Innovation orientation was measured using the Hurt (1977) Innovation Orientation Scale, a widely
used instrument that evaluates an individual's or organization’s tendency to embrace change, accept
new ideas, and foster learning. This 20-item scale is also rated on a five-point Likert scale. Studies
conducted by Goldsmith and Fox (1982) and Chen et al. (2015) have validated this scale, with
reported Cronbach’s alpha values ranging from 0.75 to 0.85.

Self-leadership was assessed using the Houghton and Neck (2002) Self-Leadership Questionnaire,
which includes six subscales: goal setting, focusing on natural rewards, constructive self-talk, self-
observation, self-reward, and self-criticism. The 35-item instrument is scored on a five-point Likert
scale, with previous research demonstrating Cronbach’s alpha values above 0.85.

Data were analyzed using Pearson correlation and multiple linear regression in SPSS-27. The
correlation analysis examined the relationships between the dependent variable (organizational
agility) and the independent variables (innovation orientation and self-leadership). Multiple linear
regression was conducted to assess the extent to which innovation orientation and self-leadership
predict organizational agility. The significance level for all tests was set at 0.05.

Findings

Among the 365 participants, 198 (54.2%) were male, and 167 (45.8%) were female. The average
participant age was 36.8 years (SD = 7.4). Regarding educational background, 56 (15.3%) held a
high school diploma, 112 (30.7%) had a bachelor's degree, 146 (40.0%) had a master's degree, and
51 (14.0%) had a doctoral degree. In terms of work experience, 87 (23.8%) had less than five years,
145 (39.7%) had 5-10 years, 99 (27.1%) had 10-15 years, and 34 (9.3%) had more than 15 years
of work experience.

Descriptive analysis revealed that the mean score for organizational agility was 4.15 (SD = 0.72), for
innovation orientation was 3.98 (SD = 0.81), and for self-leadership was 4.05 (SD = 0.76).

Pearson correlation analysis showed a significant positive relationship between innovation
orientation and organizational agility (r = 0.61, p < 0.001) and between self-leadership and
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organizational agility (r = 0.54, p < 0.001). Multiple regression analysis indicated that innovation
orientation and self-leadership collectively explained 48% of the variance in organizational agility (R?
=0.48, p < 0.001). Regression coefficients confirmed that both innovation orientation (B = 0.46, 8 =
0.51,t=7.67, p <0.001) and self-leadership (B = 0.39, f = 0.44, t = 5.57, p < 0.001) had significant
positive effects on organizational agility.

Discussion and Conclusion

The findings of this study indicate that innovation orientation and self-leadership significantly
contribute to organizational agility. Organizations that foster innovation and empower employees to
lead themselves are more adaptable to changes in their environment. The results suggest that
innovation-driven organizations tend to be more flexible, responsive, and competitive, while self-
leadership enhances employees' decision-making, motivation, and ability to navigate complex
challenges.

The study highlights the complementary role of agile leadership in promoting both innovation
orientation and self-leadership. Organizations that cultivate a culture of self-leadership and
encourage innovative thinking can achieve superior agility compared to those that focus on only one
of these factors. The implications for practice suggest that managers should prioritize strategies that
integrate innovation and self-leadership development to enhance organizational responsiveness and
long-term sustainability.

Future research should explore longitudinal effects, industry-specific variations, and potential
mediating variables such as organizational culture and leadership styles. Further qualitative research
may also provide deeper insights into how these factors interact in real-world settings.
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