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Abstract

This study investigates how entrepreneurial leadership affects employees' innovative behavior in
the hospitality and tourism industry through organizational agility as a mediator. PLS-SEM was
used to analyze four hundred valid responses gathered from full-time employees working in five-
star hotels and category (A) travel agencies operating in Egypt. Data analysis was performed
using the WarpPLS 7.0 program. The findings indicated that entrepreneurial leadership is
positively correlated with organizational agility and employees' innovative behavior. Findings
also indicated organizational agility positively correlated with employees' innovative behavior.
Furthermore, organizational agility acts as a mediator in the relationship between entrepreneurial
leadership and employees' innovative behavior. The study advances the theoretical understanding
of entrepreneurial leadership, organizational agility, and employees' innovative behavior in the
context of Egypt's tourism and hospitality industry. Practically, the study provides tourism and
hospitality enterprises with recommendations for maximizing the benefits of entrepreneurial
leadership in terms of organizational agility and employees' innovative behavior.

Keywords: Entrepreneurial leadership, organizational agility, employees’ innovative behavior,
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Introduction

Innovation is a significant source of development and provides a competitive advantage for
hotels and tourism firms due to the uncertainty and competitive intensity in the hospitality and
tourism industry (Tajeddini et al., 2020). Although innovation in manufacturing firms is mostly
dependent on research and development activities, innovation in hospitality and tourism
organizations depends more on the innovative behavior of employees (Eid & Agag, 2020; Li &
Hsu, 2016a). Innovative behavior refers to all employees' actions that are aimed at the formation,
introduction, and application of novel and useful ideas to enhance the organization (de Jong &
den Hartog, 2007). Employees' innovative behavior is the foundation that promotes the
organization's performance and lays the groundwork to allow bottom-up innovation, as
employees are the first ones to become aware of issues at work, which often permits them to
develop innovative ideas (Li & Hsu, 2016b; Luu, 2019).

Innovative behavior of employees plays a critical role in forming positive customer experiences
and improving their satisfaction (Slatten & Mehmetoglu, 2011), and is a fundamental driver of
organizational innovation (Kallmuenzer, 2018). Therefore, determining the aspects that
encourage employee innovation behavior is crucial for hospitality and tourism organizations to
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improve their business performance to survive and flourish in a fast-changing environment (Eid
& Agag, 2020). Among a wide range of external elements, leadership style has been always
recognized as a crucial antecedent that influences employees’ innovative behavior (Zhou &
Velamuri, 2018). Consequently, scholars have called for more studies to investigate other
leadership methods that effectively boost employees’ innovative behavior, among which is
entrepreneurial leadership (Miao et al., 2019; Kimbu et al., 2021; Igbal et al., 2022).
Entrepreneurial leadership was defined as affecting and controlling the performance of
employees toward the accomplishment of organizational goals that include identifying and
exploiting entrepreneurial opportunities (Renko et al., 2015). Entrepreneurial leadership may
play a crucial role in many situations that require employees' creativity and innovation (Chen
2007). In particular, entrepreneurial leadership significantly stimulates and enhances employee
innovation behaviours (Bagheri, 2017). Entrepreneurial leadership has emerged as an influential
leadership type that promotes innovation in competitive and uncertain environments, such as
new businesses and high-technology organizations (Miao et al., 2019; Bagheri et al., 2022).
Utoyo et al. (2020) noted that entrepreneurial leadership is the proper factor to prompt an
organization's innovation strategy. In addition, it promotes the organization's agility to be ready
to compete in an unpredictable environment. Organizational agility is the ability to do various
activities that need to be done to make the organization more effective and efficient in response
to change (Tallon & Pinsonneault, 2011). By having this ability, an organization will become
more innovative in conducting its activities to become more flexible and adaptive and to
accomplish the goals of the organization, employees, and shareholders (Shahrabi, 2012).
Research on entrepreneurial leadership has significantly increased over the last two decades
(Leitch & Volery, 2017; Bagheri & Akbari, 2018; Newman et al., 2018); however, the impact of
entrepreneurial leadership on employees’ innovative behavior has obtained insufficient attention
in hospitality and tourism management literature, regardless of an increasing interest in both
concepts. Renko et al. (2015) and Renko (2017) noted that entrepreneurial leadership and its
relationship with employee innovation is a research area that needs deeper investigation. Many
researchers indicated that entrepreneurial leadership as a distinctive leadership style requires
further research (e.g., Renko et al., 2015; Leitch & Volery 2017). There is limited understanding
of how entrepreneurial leadership stimulates employees’ innovative behavior (Newman et al.,
2018). While the effect of entrepreneurial leadership on innovative behavior is conceivable, the
crucial question of how entrepreneurial leaders affect and guide employees’ innovative behavior
has not yet been fully addressed (Cai et al., 2019). Therefore, the current study investigated the
effect of the entrepreneurial leadership style on employees’ innovative behavior in the hospitality
and tourism industry. In addition, the study demonstrated the mediating role of organizational
agility in the relationship between entrepreneurial leadership on employees’ innovative behavior.

Conceptual Framework and Hypothesis Development
Entrepreneurial Leadership and Employees’ Innovative Behavior

Employees' capabilities for innovation are the powerful driving force for an organization's
survival, competitiveness, and constant growth (Bagheri, 2017). Innovative behavior is the
initiation and deliberate introduction of new and useful ideas regarding products, services, and
work methods, as well as the group of behaviors required to develop, establish, and execute these
ideas (Saeed et al., 2018). Previous studies have noted that leaders play a critical role in boosting
and empowering employee innovation and setting an inspiring and supportive atmosphere that
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promotes the innovation process in the organization (Khaola & Coldwell, 2018; Akbari et al.,
2021; Bagheri et al., 2022). Given the critical role of employees' creativity in organizational
survival and competence, scholars have investigated the impact of leaders on creative outcomes
in organizations (Behrendt et al., 2017; Gottfredson & Aguinis, 2017). Entrepreneurial
leadership is a concept that emerged at the intersection between entrepreneurship and leadership.
Entrepreneurial leadership particularly reflects that the development of leadership styles is
context-specific. That is, organizational and entrepreneurial success is primarily dependent on
leaders who have strong entrepreneurial indications and influence employees to exhibit creative
and innovative behaviors (Kuratko, 2007; Surie & Ashley, 2008). Renko et al. (2015) reported
that entrepreneurial leaders improve employees’ beliefs in their entrepreneurial skills and
abilities and ignite passion for innovation and creativity. The goal of entrepreneurial leadership is
to affect and motivate employees’ creative attitudes and behaviors regarding investigating and
exploiting opportunities for their organizations (Renko et al., 2015; Bagheri, 2017).

It was suggested entrepreneurial leadership is the effective leadership practices and principles
that prompt and facilitate innovation in the incredibly difficult, rough, and uncertain business
environment that hospitality and tourism organizations are currently encountering (Freeman &
Siegfried, 2015; Karol, 2015, Eid & Agag, 2020). Employee innovation behavior is highly
dependent on how they interact with others in the workplace (Anderson et al., 2014; Zhou &
Velamuri, 2018). Therefore, leaders serve as a power source and a critical factor that impacts
employee innovation behavior (Bagheri, 2017). Entrepreneurial leaders set a supportive and
empowering atmosphere, in which all employees are provoked to view innovation as one of their
main tasks and persist in facing inherent issues in innovation efforts (Karol, 2015). Studies have
pointed out the significant effect of entrepreneurial leadership on innovative behavior (e.g.,
Bagheri, 2017; Bagheri & Akbari, 2018; Khaola & Coldwell, 2018; Bagheri et al., 2022).
Therefore, the following hypothesis was formulated:

H1: Entrepreneurial leadership is positively correlated with the innovative behaviour of
employees.

Entrepreneurial Leadership and Organizational Agility

Organizations must have adequate organizational agility to survive unexpected environmental
changes and fierce competition (Anca-loana, 2019). To build such agility, organizations must
own some essential factors such as innovative and strategic thinking and the capacity to sustain
change (Harraf et al., 2015). Organizational agility refers to the ability of an organization to
effectively manage unexpected challenges and encounter unforeseen threats. This capability
allows organizations to take advantage of changes as opportunities for development and
improvement in the modern context (Thathsara & Sutha, 2021). The success of creating
organizational agility is very much dependent on the leadership. The role of leadership is critical
in developing approaches and strategies used by organizations (North & Varvakis, 2016).
Effective leadership is considered a key aspect in creating organizational agility (Gagel, 2018).
Through proper leadership, the views and actions of leaders can impact and direct the behavior
of employees toward executing the desired objectives (Khalid et al., 2020). Several studies have
shed light on the importance of leadership in creating organizational agility. The results of
previous studies exhibited the positive impact of leadership style on organizational agility
(Karimi et al., 2016; Raeisi & Amirnejad, 2017).
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To build agility, organizations need leaders who are not only there to manage, but also who
become contributors or facilitators. Therefore, entrepreneurial leadership is believed to be the
suitable leadership style to help organizations create organizational agility (Syauqiy &
Dirgantara, 2022). Entrepreneurial leadership has two main characteristics: future orientation and
community building that differentiate it from other styles of leadership. Future orientation refers
to the ability of entrepreneurial leaders to develop their vision and direct their team in an
uncertain environment while building community refers to the endeavors of entrepreneurial
leaders to provoke a supporting set of employees in the creation of strategic value (Dabi¢ et al.,
2021). Entrepreneurial leadership improves organizational agility because aspects of
entrepreneurial leadership, such as proactiveness, innovation, risk taking, and competitive
aggressiveness, positively affect agility (lbrahim & Rashid, 2019; Dabi et al.,, 2021).
Entrepreneurial leaders are more likely to create personal and team innovative outcomes (Cai et
al.,, 2019). Entrepreneurial leadership has a significant role in organization innovation
configuration, guiding organizations to an advantageous position in an unsettling environment by
constructing an innovation strategy (Newman et al., 2018; Utoyo et al., 2020). Building on this,
the following hypothesis was assumed:

H2: Entrepreneurial Leadership Positively Correlates with Organizational Agility.

Organizational Agility and Employees’ Innovative Behavior

It is believed that innovation plays a crucial role in creating organizational agility. Innovative
employees with novel ideas can change processes and organizations to work more effectively
through appropriate planning that meets the needs of the organization. Therefore, these
organizations can increase their agility by paying attention to novel ideas, providing support and
employee participation, trusting them, creating a space for collective dialogue and discussion
about operations in the organization, modifying business processes, and interacting with the
external environment and thus increasing the agility of the organization (Hasoumi et al., 2014).
Organizational agility is the capacity to deal with unforeseen changes, overcome threats from the
business environment, and gain advantage of those changes (Zhang et al., 2022). Organizational
agility is known as the capability of the organization that helps it distinguish innovation
opportunities and quickly seize competitive market opportunities using its knowledge, assets and
relationships (Wahyuono & Moeljadi, 2023). Darvishmotevali et al. (2020) claimed that
organizational agility is a pivotal driver for organizations in fostering innovation and managing
complexity in uncertain environments such as hospitality and tourism context. Leaders
acknowledge employees’ innovative behavior as an intangible asset that yields the best ideas to
stay competitive, regardless of the job type or organizational standards (Jo & Hong, 2022).
Given the significance of innovation for success in uncertain and competitive environments,
organizations must promote the capability to respond to changes proactively. Agile organizations
can clear uncertainty, and obstacles, and empower employees' innovative behavior
(Darvishmotevali et al., 2020). Employees’ innovative behavior requires them to make more
agile efforts in learning and investigating knowledge. Employees who have the agility to find
novel ideas and attempt to implement them will produce innovative behaviors (Srimulyani,
2023). Therefore, the following hypothesis was formulated:

H3: Organizational Agility is positively correlated with the innovative behaviour of employees.
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The Mediating Role of Organizational Agility

Effective leadership affects and leads the employees’ behavior toward the improvement of
organizational agility (Colquitt et al., 2017). In today’s changeable market environment,
effective leaders not only have to lead but must also be a contributor and facilitators as an
entrepreneur (Zainol et al., 2018). The idea of entrepreneurial leadership is becoming
significantly relevant as organizations need to be more entrepreneurial to enhance their
efficiency and the ability to adapt (Esmer & Dayi, 2017; Renko, 2017). Entrepreneurial
leadership is the most effective leadership style in enhancing innovation and opportunity
detection (Garcia-Vidal et al., 2019). Entrepreneurial leadership fosters and allows organizations
to adopt processes that strengthen the culture of corporate innovation by recognizing and
exploiting opportunities to improve organizational success, handle challenges creatively, and
efficiently and successfully utilize the organization’s resources (Sawaean & Ali, 2020). The
innovation activities of every employee in the workplace may lead to the discovery and
introduction of novel ideas that are profitable for the organization. New ideas created by
employees in organizations can help organizations adapt and survive in a competitive
environment (Srimulyani, 2023). Adaptation and survival are the core of organizational agility
where the organization can respond to any changes in its dynamic environment (Wahyuono &
Moeljadi, 2023).

Leadership and innovation are two essential elements in the achievement of organizational
agility (Moran, 2015). Many studies have underlined the positive impacts of entrepreneurial
leadership on organizational agility (e.g. Gagel, 2018; Jan & Maulida, 2022), the positive effects
of entrepreneurial leadership on employees' innovative behavior (e.g. Khaola & Coldwell, 2018;
Bagheri et al., 2022), and the positive effects of organizational agility on employees' innovative
behavior (e.g. Hasoumi et al., 2014; Darvishmotevali et al., 2020). Accordingly, it can be
concluded that leadership has a positive indirect effect on employees' innovative behavior
through organizational agility. Hence, the following hypothesis was stated:

H4: Organizational agility mediates the relationship between entrepreneurial leadership and
employee innovative behaviour.

The conceptual framework of the study is illustrated in Figure 1 below.

Organizational agility

/'

H1 H2

>~

Entrepreneurial leadership [ H3 —» | Employees' innovative behavior

___________________ H4 S |

Figure (1): Conceptual framework of the study
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Materials and Methods
Measures and Instrument Development

This study used a self-administered questionnaire. The questionnaire was split into two sections.
One had 13 elements to examine latent variables “entrepreneurial leadership, employee
innovative behavior, and organizational agility” and used a five-point Likert scale ranging from
“1= for strongly disagree to 5 = for strongly agree” to measure all latent variables. The other
section included the characteristics of the study sample and had five questions ‘gender, age,
education, experience, and work organization”. The questionnaire was created in English, and
then translated into Arabic by an expert who is multilingual in English and Arabic, and lastly
back into English by a second bilingual professional. The older and later English versions were
evaluated to ensure consistency. Because there was a match, the questionnaire was administered
in Arabic to ensure that the phrases were clearly understood and to get the best possible response
rate.

Entrepreneurial leadership was assessed by a 5-item scale of Renko et al. (2015). For instance,
“My leader often comes up with radical improvement ideas for the products/services we are
selling” and “My leader often comes up with ideas of completely new products/services that we
could sell.” In addition, organizational agility was evaluated by a 4-item scale adapted from
Melian-Alzola et al. (2020). For example, “The Hotel/Travel agency is an agile organization
capable of adapting to changes” and “The Hotel/Travel agency can predict and identify
changes”. Furthermore, employee innovative behavior was measured using the 4-item scale of
Kang and Lee (2017). Sample elements include: 'l generate creative ideas' and 'l promote and
champion ideas to others. The complete scale items are outlined in Appendix (A).

Sampling and Data Collection

Data from full-time staff working in five-star hotels and category (A) travel agencies in Egypt
during June and July 2023 were used to test the study model. Such two types of enterprises were
chosen because they dominate Egypt's hospitality and tourist industries and share comparable
characteristics in between "i.e., they both deal with international visitors" (Elgarhy et al., 2023).
In 2018, there were 158 5-star hotels and 2222 category (A) travel agencies in Egypt, according
to the Egyptian Ministry of Tourism. Because of the huge population and the researchers' limited
resources, the convenience sample strategy was used in this study. Seven hundred questionnaires
were distributed to the organizations being researched. Only four hundred valid questionnaires
were obtained, resulting in a response rate; 271 surveys (67.75%) were obtained from 22 five-
star hotels and 129 surveys (32.25%) were obtained from 45 travel agencies. Hair et al. (2010)
recommend estimating the suitable sample size depending on the number of variables
investigated, with a minimum acceptable ratio of "variable: sample = 1:10". As a result, our
sample size of four hundred employees appeared sufficient for the investigation.

Data Analysis

To analyze the study's measurement and structural model, as well as test the research hypotheses,
the current study used the PLS-SEM approach with WarpPLS software version 7.0. In tourism
and hospitality research, PLS-SEM is a prominent analytical tool (Hair et al., 2020). Multigroup
analysis (MGA) was also conducted to assess if there are significant differences among
employees' responses to the differences in their workplace, either hotel or travel agency.
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Results
Participant profile

Among the four hundred participants in this study, 311 (77.75%) were men and 89 (22.25%)
were women. There were 174 (43.5%) respondents under the age of 30 years and 146 (36.5%)
respondents between the ages of 30 and 40 years. In addition, the majority (n=297, or 74.25% of
them) held a bachelor's degree. Furthermore, 155 employees (38.75%) had less than two years of
experience, 184 (46%) had two to five years, and 61 (15.25%) had six to ten years. Moreover,
271 respondents (67.75%) worked in five-star hotels, while 129 (32.25%) worked in travel
agencies.

Table 1. Participant profile (N=400).

Frequency Percentage
Gender Male 311 77.75
Female 89 22.25
Age < 30 years 174 43.5
30 : <40 years 146 36.5
40 : <50 years 30 7.5
> 50 years 50 12.5
Education High schools 73 18.25
Bachelor's degree 297 74.25
Master/PhD 30 7.5
Experience < 2 years 155 38.75
2 to 5 years 184 46
6 to 10 years 61 15.25
Work organization Hotels 271 67.75
Travel agency 129 32.25

Reliability and validity

Factor loading was calculated using confirmatory factor analysis (CFA) (see Table 2). The
computed item loadings varied from 0.721 to 0.918. Factor loading values greater than 0.5 were
deemed acceptable by Hair et al. (2010). Table 2 also shows that Cronbach's alpha and
composite reliability values for all variables are more than 0.7. Furthermore, because the AVE
values are greater than 0.5, the scales' validity has been proven using the Hair et al. (2020)
criterion.

Table 2. Factor loadings, Cronbach’s, CR, and AVE.

Item loading | P value** | CR CA AVE
Entrepreneurial Leadership
(EL)
EL.1 0.746 <0.001
EL.2 0.817 <0.001 0.900 0.861 0.645
EL.3 0.865 <0.001
EL.4 0.743 <0.001
EL.5 0.836 <0.001
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Organisational Agility (OA)

OA.l 0.817 <0.001

OA.2 0.801 <0.001 0.894 0.842 0.678
OA.3 0.869 <0.001

OA4 0.806 <0.001

Innovative behaviour of

employees (EIB)

EIB.1 0.918 <0.001

EIB.2 0.876 <0.001 | 0916 0.876 10733
EIB.3 0.896 <0.001

EIB.4 0.721 <0.001

CR: Composite reliability; CA: Cronbach's alpha; AVE: average variance extracted

** P value for item loading

Furthermore, Franke & Sarstedt (2019) stated that "the correlation between two latent variables
must be significantly less than unity to prove discriminant validity, and the AVE value for each
variable must be greater than the greatest common value”. According to the results in Table 3,
the discriminant validity of the study model can be attained.

Table 3. Discriminant validity results

OA EL EIB
Organizational Agility (OA) 0.824 0.389 0.575
Entrepreneurial Leadership (EL) 0.389 0.803 0.398
Employee Innovative Behavior (EIB) 0.575 0.398 0.856

The HTMT for validity was also calculated (see Table 4), and all values were <0.85, showing

that it is the best result to confirm validity.

Table 4. HTMM for validity

HTMT ratios OA EL EIB
Organizational Agility (OA)

Entrepreneurial Leadership (EL) 0.458

Employee Innovative Behavior (EIB) 0.663 0.464

P values (one-tailed) for HTMT ratios OA EL EIB
Organizational Agility (OA)

Entrepreneurial Leadership (EL) <0.001

Employee Innovative Behavior (EIB) <0.001 <0.001

Model fit and quality metrics for the research model

The current study met all ten of Kock's (2021) model fit and quality index criteria (see Appendix

B).
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The structural models for hypotheses testing

The findings of the hypothesis testing (see Figure 2 and Table 5) indicated that there is a positive
relationship between entrepreneurial leadership with organizational agility (3=0.58, P<0.01), and
employee innovative behavior (B=0.37, P<0.01). This means that when entrepreneurial
leadership increases, organizational agility, and employee innovative behavior tend to be high.
Therefore, H1 and H2 are supported. Furthermore, organizational agility positively correlates
with employee innovative behavior (f=0.36, P<0.01). This means that when organizational
agility is higher, employee innovative behavior tends to be high. Thus, H3 is supported.

R2=0.34

Organizational agility

/'

B=0.58, P<0.01 B=0.36, P<0.01

\ R?=0.42

— p=0.37, P<0.01 —»| Employees' innovative behavior

Entrepreneurial leadership

| A

oo B=0.209, P<O.01  ---—ommmom oo -
Figure 2: model of the study

Furthermore, Figure 2 shows that the entrepreneurial leadership interpreted 34% of the variance
in organizational agility (R2=0.34). Moreover, entrepreneurial leadership and organizational
agility interpreted 42% of the variance in employee innovative behavior (R2=0.42).

Table 5. Mediation analysis

Bootstrapped
Confidence Interval

Path a Path b Indirect SE t-value | 95% LL | 95% UL Decision
EL-OA OA-EIB Effect

H4: Agility as a 0.580 0.360 0.209 0.034 | 6.141 0.142 0.275 Mediation
mediator

In addition, to assess the impact of organizational agility as mediator, the indirect effect was
examined using a bootstrapping analysis (see Table 5). According to the bootstrapping analysis,
the indirect effect is Std. $=0.209 (0.580%0.360) was significant, which had a t-value of 6.141.
Furthermore, the indirect effect of 0.209, "95% Bootstrapped Confidence Interval™: (LL= 0.142,
UL= 0.275), does not cross a zero in the center, confirming mediation. Thus, it can be concluded
that there is statistically substantial evidence for the mediation impact of organizational agility in
the relationship between entrepreneurial leadership and employee innovative behavior. So H4 is
supported.
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Lastly, a multi-group analysis (MGA) was conducted to assess if there are significant differences
among employees' responses by the differences in their workplace. The results in Table (6)
indicated that there are no significant differences in all path coefficients between the employees
of five-star hotels and those of travel agencies.

Table 6: Multi-group analysis for differences by organization

Group pair results (Five-Star Hotel=1; Travel Agency=2)

Path

coeff. | Path coef. Aal?[;olute i Sunported/Not
Constructs/Hypotheses (Five- | (Travel P P T-statistic PP

coeff. values Supported

Star Agency) Diff

Hotel) '
EL-OA 0.543 0.674 0.131 0.085 | 1.371 Not Supported
OA-EIB 0.333 0.456 0.123 0.107 | 1.243 Not Supported
EL-EIB 0.400 0.284 0.116 0.123 | 1161 Not Supported

Discussion

This study aimed to examine how entrepreneurial leadership affects employees' innovative
behavior in the Hospitality and Tourism industry taking into consideration organizational agility
as a mediator. To reach the aim of the study, a quantitative approach was adopted, with a
questionnaire distributed to Egyptian travel agencies and five-star hotels. The study's findings
support the proposed research paradigm and all its hypotheses.

The findings indicated that there is a positive relationship between entrepreneurial leadership and
employee innovative behavior. This result is in line with some previous studies (e.g., Miao et al.,
2018; Li et al., 2020; Hoang et al., 2023). Entrepreneurial leaders inspire their subordinates to
examine the existing quo, think and act creatively, and take advantage of business-related
opportunities (Igbal et al., 2022). Entrepreneurial leaders also operate as role models by engaging
in entrepreneurial activities themselves, promoting vicarious learning, and encouraging their
followers to show entrepreneurial, and hence, innovative, behavior. In addition, the findings
highlighted a positive relationship between entrepreneurial leadership and organizational agility.
This result is consistent with previous studies that showed that entrepreneurial leadership
positively affects organizational agility (e.g., Jan and Maulida, 2022; Khalid and Firdaus, 2021).
The qualities of entrepreneurial leadership, including innovation, proactivity, competitive
aggression, and risk-taking, positively affect agility (Dabi et al., 2021).

The findings also indicated that there is a positive relationship between organizational agility and
employees’ innovative behavior. This result is in line with the previous study of Darvishmotevali
et al. (2020) who claimed that developing and enhancing organizational agility will enable
organizations to deal with unpredictability and beat competitors. Agile organizations respond
quickly to unexpected developments, new market possibilities, and consumer expectations.
Therefore, agile organizations can reduce uncertainty barriers, engage, and empower employees,
and hence, improve innovative behavior within the organization.
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The findings also indicated that there is a mediation effect of organizational agility in the
relationship between entrepreneurial leadership and the innovative behaviour of the employees.
This result is interpreted by the findings of Bos-Nehles and Veenendaal (2019) and Mokhber et
al. (2018) who argued that employees' willingness to engage in innovative entrepreneurial
activities can be positively stimulated by the innovative environment that entrepreneurial leaders
have created. They can also be given resources by integrating a variety of tools from various
sources to foster systematic thought processes and innovative perspectives. In addition, leaders
and subordinates who understand the atmosphere of an innovative organization are demonstrated
to be highly empowered, to utilize their intellectual strengths to flourish in a complex and
dynamic business environment and to behave innovatively.

Theoretical and practical implications

Based on the findings of the current investigation, this study has made several theoretical
contributions. First, by proposing and testing a novel model of entrepreneurial leadership that
supports the innovative behavior of employees through organizational agility, this study adds to
the literature on entrepreneurial leadership. Current study present added information proving that
entrepreneurial leaders inspire people to build organizational agility and foster an innovative
work climate. It also reinforces earlier studies by proving that entrepreneurial leadership is an
effective mechanism that promotes organizational agility and innovative behavior. Second, to the
best of our knowledge, there are no studies examining the impact of entrepreneurial leadership
on employee innovation specifically in the tourism and hospitality industry. Leaders
continuously shape the culture of the company they work for, including the environment of
innovation (Chen & Hou, 2016). As a result, this study expanded the leadership styles that
support employee innovation (Karol, 2015) to include entrepreneurial leadership. Lastly, the
current study adds to the empirical literature on the causes of employee creative behavior in the
tourism and hospitality industries, as well as the processes through which entrepreneurial
leadership influences this favorable employee behavior. Therefore, this study sheds light on what
leadership behaviors are required to awaken organizational agility and engage employees in the
innovation process.

Practitioners, particularly those in the tourism and hospitality industry, may use the study's
results to encourage employee innovation through their leadership style and organizational
agility. Employing entrepreneurial leadership abilities, tourism, and hospitality professionals can
create plans and policies to encourage staff members to adopt innovative behavior. The study
may also be useful for recruiting personnel since it allows them to hire individuals with the
necessary set of skills for innovation and entrepreneurial leadership. Additionally, employees
should be trained so that they are aware that their intellectual agility has a substantial influence
on how inventive they are at work. It helps people to continuously improve their ability to
recognize and analyze diverse viewpoints, as well as to analyze elements that change over time
and generate innovative solutions.

Limitations and further research

This study has some limitations that open the door for further research. First, the paradigm
considers solely entrepreneurial leadership as an antecedent. Future studies may compare
entrepreneurial leadership to other styles of leadership, such as inclusive leadership and
empowering leadership, to see whether they provide different results. Second, the framework
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only considers organizational agility as a mediator. Future studies may investigate other
mediators "i. e. innovation climate support” to see if they have different results. Third, although
we looked at emerging concepts like organizational agility, we strongly urge researchers to
investigate the moderating effects of epistemic curiosity and team potency. Doing so may help
translate the beneficial effects of entrepreneurial leadership on employees' innovative behavior.
Lastly, another substantial issue in the current study is the sample. Because the research sample
was limited to five-star hotels and category A travel agencies in Egypt, this study should be
replicated in different cultural contexts "i.e., other Eastern or Western countries™ as well as in
different tourism and hospitality contexts "i.e., restaurants or airline companies” to confirm or
dispute its conclusions.
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Appendix (A).

Entrepreneurial Leadership Renko et al. (2015)

EL.1. My leader often comes up with radical improvement ideas for the products/services we are selling.

EL.2. My leader often comes up with ideas for completely new products/services that we could sell.

EL.3. My leader takes risks.

EL.4. My leader has creative solutions to problems.

EL.5. My leader demonstrates a passion for his/her work

Organizational agility Melian-Alzola et al. (2020)

OA.1. The Hotel/Travel agency is an agile organization capable of adapting to changes

OA.2. The Hotel/Travel agency can predict and identify changes

OA.3. The Hotel/Travel agency can respond quickly to changes

OA 4. The Hotel/Travel agency can respond flexibly to new demands for services that arise, adapting
them to the resources and means available.

Employee Innovative Behavior Kang and Lee (2017)

EIB.1. | generate creative ideas.

EIB.2. | promote and champion ideas to others.

EIB.3. I investigate and secure funds needed to implement new ideas.

EIB.4. | develop adequate plans and schedules for the implementation of new ideas.

Appendix (B) Model fit and quality indices

Assessment Criterion Supported/Rejected

Average path coefficient (APC) 0.436, P<0.001 P<0.05 Supported
Average R-squared (ARS) 0.379, P<0.001 P<0.05 Supported
Average adjusted R-squared (AARS) 0.377, P<0.001 P<0.05 Supported

1.529 acceptable if <=5, Supported
Average block VIF (AVIF) ideally <= 3.3
Average full collinearity VIF 1.463 acceptable if <=5, Supported
(AFVIF) ideally <= 3.3

0.510 small >= 0.1, Supported
Tenenhaus GoF (GoF) medium >= 0.25,

large >= 0.36
Sympson's paradox ratio (SPR) 1.000 acceptable |f_>: 0.7, Supported
ideally =1

R-squared contribution ratio (RSCR) 1.000 acce;?(tjztglli;f:lz 09, Supported
Statistical suppression ratio (SSR) 1.000 acceptable if >= 0.7 Supported
Nonlinear bivariate causality 1.000 acceptable if >= 0.7 Supported
direction ratio (NLBCDR)

37



Journal of the Faculty of Tourism and Hotels-University of Sadat City, Vol. 7 Issue (1/2), June 2023

A3LE 1) ) 99 sdaludl g d8Luall (Sd gA (il gall oAl & gludl g daal ) BALAY (pu A3Mal)
- !. ..Qx‘

4ot gl A ) ) L)) Spua daaa Jolan) Zamaw o) e daaf daaf d galgd) L (R daaa

e o3l g Aaluall ) a1 dgre cdpald) bl Hall aud !
3 small Ay yall ASLaal) ¢ HlaY) a glall 2y Gl A0S (Jlae Y1 5 la) anid 2
e clabadl e daala (@2l g Al 40 (3alidl) 3 )0 and 3
e ¢l gan) 3oLl g Aabl) el dgrall (A gl il Hall and 4
O Aald) g ddlpall glhad 6 il sall e laY) @lsludl e 4ol 5 salal) b 488 8 dulHall o8 Cuag
e s &8 daaia 4l 400 Jisdl PLS-SEM pladiul &3 dpeakasl) 4805 U Jass gl ) gall asd DA
i) Jalat o) ) ai | eae 8 Alabadl (1) 238 Cpe jiall VS 55 0 3 Guadd) (30l 8 JalS ) gy (il gal)
Lpelaral) 48035, Lolagl Uals ) Ja 5 a5l salall o 1) il o jLsl . WarpPLS 7.0, gy alasiiul,
=y @bl sl JSy dag i dpedasll 28030 o ) ol @il S il gall el @l sl
ey @l s A0k N skl G ANl Jage o€ Lpaganill A8LE ) Jesd @l e 3 e (il gall
Cila sall e lay) sl g epardatill A8LE N (ol 5l oLl (g Ll gl sk e Al 5l Jax | (il sall
dilpall s daliall Clossse Al all 255 dlasll Lalill (g | pae 8 A8l dald) delia (Gl
O el o) Ll g Lpalaiil A5 5yl G (ol ) 83D 361 8 pulan] g 5

e ¢ hadl VIS 5 ¢l ¢yl gall e tasy) @l sl caadall Z8LE I il 1 salal sdsalibal) cilaldl)

38



