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Abstract

The purpose of this paper is to investigate theiatied) role of person-organization fit in the effex perceived
organizational identification and leader-memberhexge on the innovative behaviors of the nursemdJs five-
phase survey, data were collected from 408 nurses Working in a university hospital in the provénof Eskisehir
(Turkey). Regression analysis was used to exanhiegdlationship between of variables. The mediagifigcts is
further examined by using three-statelier archiregression analysis proposed by Baron and KenngsoRe
organization fit partial mediates the positive tielaship between perceived organizational iderdtfan and
innovative behavior, and person-organization fityfunediates the positive relationship between éadember
exchange and innovative behavior.
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Introduction Innovative behaviour is when the employee

ﬁ?nsciously applies or adopts new ideas of progducts

frocesses, and procedures to his job role, business
i}, or the whole organization (West & Farr, 1989)

From the beginning of human history to the prese

day, the field of human health protection an

diagnosis and treatment of diseases has been on hal . .
n- other words, it is a multi-stage behavior

the fields in which science, scientific informa‘r,ionC nsisting of individuals. aroups or oraanizational
and technologies are produced and applied the meY! 9 » group 9

The discovery of new scientific information anoScale prqducing, develqping and realizing the goods
technologies in this field of science continuegnd services produced in order to be able to campet

increasingly today. Nevertheless, innovation iﬁ(mh competitors in an organization (Arun &

healthcare is mostly on the shoulders of healthc%élﬁgi/rino’ufoi;;nQ?gkzg’rf;nﬂﬁa%g;g)b Inr(;cr)rYaItcl)vies
professionals (Afsar et al., 2015).Therefore y ploy

determining the variables that cause or support tﬁéi‘fﬁ(\)/ggﬂ% ar(];i\?évéecgg?slogesi ir?rolgg\?vmv%orﬂﬁw
innovative behavior of nurses, who are an importaﬁn?ethods securin gthe ,rezga/rcgs needed %0
member of the professional healthcare team, ’ 9

IS . i
extremely important for the effectiveness angnplement new ideas, and researching new
efficiency of the health care system.

resources (Yuan & Woodman, 2010).
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Understanding and promoting the motivation oThe aim of this study is to determine the effect of
innovative behaviours an important research toparganizational identification and leader-member
(Scott & Bruce, 1994; De Spiegelaere et al., 20128xchange on innovative behaviour while mediating
as innovative behavior of employees plays the professional roles and responsibilities of esirs
decisive role in the success of the organizaticand the mediating role of person-organizationrfit i
(Amabile, 1988; West & Farr, 1990; Janssen, 200this effect. In the literature, no study investiggt
Yuan & Woodman, 2010; Bos-Nehles, et al., 2017)he innovative behaviour of nurses, together with
Innovation ability of an organization is based loa t these variables, has been found. Accordingly, the
innovative behaviour of its employees (Gebert et atesearch question has been determined, and it is
2006 De Jong &Den Hartog, 2010). Innovativeaimed to reveal new information about the
behaviors are not likely to occur at a high levelelationships between the variables in the study
unless there is encouragement and support from tinedel (Figure 1).

organization, leaders, and fellow teanl
members(Paulus et al.,, 2012). Additionallyo
Individual innovativeness is likely to occur in z

iterature Review and Hypotheses

rganizational Identification and Innovative
ehaviour Relationship: Social identity theory
Tajfel, 1978) takes identification as a concept.

identification has an impact on innovative trong organizational phenomena, such as identity

behaviour. The use of person—organization fﬂnd identification, form the basis of many
. . i rganizational behaviors (Albert et al., 2000).
theories can be linked to management sty%

work context characterized(Nisula & Kianto, 2016
that not only leaders but also organization

rganizational identification allows employees to
évegggﬁir\,:t 2&82(3803)6?'@:532;?5 rgﬁeaeﬂ:)rg;g dopt organizational identity (Tompkins & Cheney,

. . . . -~ ~2~"1983). The employee creates cognitive awareness
innovative behaviors, not all studies investigatin bout organization membership. It makes sense of
tzh(;izr_elﬁ/l“c?;:h"&p Igzteosasz eg%%l;r)agxgéﬁgssrisn et h His awareness by shaping it with its values (Tajfe

v . S - g ?L982). With organizational identification, members
apparent inconsistencies in the literature, leduilers

has a positive effect on employee innovation onIOf the organization satisfy their psychological
P ploy P{eeds, such as safety, affiliation, self-enhancémen

when employee psychological empowerment 'aﬁnd self-actualization. Employees who satisfy these

high (Pieterse et _aI., 200.9)' The proposition th%eeds behave following the organization's goals and
moderator or mediator variables are responsible er eds (Mills et al, 2005). Organizational

the mixed resuilts reported in the leadership aentification means the general satisfaction of

creativity literature supports this paper's argume%mployees from their organizations; it reflects the

that context must be considered when trying t8rganization's evaluations about its image

understand innovative behaviour in Organization%ttractiveness and appropriateness (Chen et al
Additionally, Diversity of expertise or background2015). organizational identification has important

may facilitate creativity, but S.UCh diversity ne¢ds ffects on individual behavior and performance
Ibnet;fe:f\slzgtséolizzztg:llégrosrgr?-lgr(P:r:JilstjastigLall.i’tEgé Carmeli, 2005). organizational identification of
9 rses is reflected in job performance and hospital

an important mediator in the leadership an uccess in achieving organizational goals (Chen et

mnova'uye behaviour . relation. . W.'th th'sal., 2015). In his research on nurs€hen et al.
perspective, understanding the motivation sourcg

of the innovative behaviour of nurses, which are a 015) ~ concluded  that by  maximizing

) ' : rganizational identification, nurses could improve
important element of the health care system, is t eir service concepts and attitudes. In this
main purpose of this study. Nurses 'nteraCt'nmS?direction they will achieve siénificant
with the manager, colleagues, and patients durir ’

. L Mprovements in nurses' extra-role performances. In
working hours. The characteristic features of t%E b b

profession indicate that organizationa ight of theoretical knowledge, the following

identification, leader-member exchange, an ypothesis has been established.
person-organization fit can have an impact on the
innovative behaviour of nurses.
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Hypothesis 1: Organizational identification not only satisfied with his job but also feels gl
positively and significantly effects the innovativeto display behaviors that are directly in the iatts
behavior of nurses. of the leader and beyond the job description.
Leader-Member Exchange and Innovative Likewise, the leader feels obliged to give the
Behavior Reationship: Leader-member exchangeemployee rewards and privileges by the principle of
theory is an approach that focuses on the mutualkiprocity (Settoon, et al., 1996). In previous
relations between the leader and members in linesearches, positive and significant relationships
with the assumption that leaders do not interattt wiwere determined between leader-member exchange
their members within the working group (Dansereaand the innovative behaviour of employees
et al.,, 1975; Graen & Cashman,1975). This theo(\olmer, et al., 2012; Turek & Turek 2013;
addresses each leader and employee relationsBigarwal, 2014; Wang, et al.,, 2015; Alsughayir,
separately (Dansereau et al., 1975; Graen & UI017). In order to better understand the relatiqpssh
Bien, 1995; Gerstner & Day, 1997; Liden &between the two variables in the nurses' samme, th
Maslyn, 1998; Van Breukelen, et al., 2006). Leadefellowing hypothesis has been established in the
member exchange theory was influenced by rol@ght of theoretical and empirical research finding
theory and social change theories (Maslyn & UhHypothesis 2:leader-member exchange positively
Bien, 2001). This theory is an approach that bringsd significantly effects the innovative behaviotir

a different perspective to leadership theories amairses.

draws attention to bilateral relations between th@rganizational Identification and Person-
leader and employees (Dansereau et al., 1975). Theganization Fit Reationship: According to
differences in relationships affect both the leadé€Chatman (1989:339), person-organization fit is the
and employee behaviors (Graen & Uhl-Bien, 199%natch or overlap between the values and norms of
Gerstner & Day, 1997; Breukelen et al., 2006). Thilie organization and the values of the individual.
relations of leaders with their employees arBerson-organization fit focuses on the harmony of
evaluated in two categories. The first of theshdés the person and the organization as a whole rather
in-group category, which includes improved mutughan a specific job, group, or occupational harmony
respect, trust, interaction, and appreciation betwe(Kim, 2012). Person-organization fit is a
the leader and the employee. The second is the noamiltidimensional approach that covers the
group category, where the leader uses traditionaiployee's relationship with many working
management methods against his subordinat®gnamics within the organization. (Kristof-Brown
(Dienesch & Liden, 1986). According to the theoryet al., 2002). The concept of person-organizaiion f
relations vary according to the nature of financiak based on the assumption that organizations have
resources, information, and support exchanges. Teeme characteristics that have the potential to be
higher the perceived value of the traded abstratt acompatible with the character of employees and that
concrete assets, the more the quality of the leadéne behavior of employees will be significantly
member exchange (Wayne et al., 1997). Accordiraffected by the degree of this fit (Hoffman &
to this theory, as the quality of the relationshigfWoehr, 2006). person-organization fit is the
between leaders and employees increases, siitnilarity between a number of personality traits
develops and transforms towards giving respedych as values, goals, personality traits andidé#
trust, and support, which are higher values than tbf individuals, and organizational characteristics
change of economic resources (Gerstner & Daguch as organizational culture, organizational
1997; Graen & Uhl-Bien, 1995). This situationclimate, organizational values, goals, and rules
provides leaders with the opportunity to have mor&hatman, 1989). Person-organization fit is about
influence on resource and time planning decisiortiBe extent to which the person is compatible with t
for more autonomous and out-of-role jobs in thewalues, goals, and mission of the organization
work with employees. The comfortable workingLauver & Kristof-Brown, 2001). Ashforth and
climate that emerges encourages employees Nael (1989) define organizational identification as
express their innovative ideas. Leaders at thiel levthe perception of unity or belonging. The employee
support innovative problem-solving behaviorgstablishes social cooperation with other employees
(Boerner, et al., 2007). In this case, the emplageethrough communication (Cheney, 1983; Cheney &
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Tompkins. 1987: Scott, 2007). The employe&997). Leader-member exchange theory suggests
becomes a member of the group, and the grotimat leaders will develop a special relationshithwi
members gather around similar thoughts, valuetheir employees and establish social exchange
and norms. Organizational identification is thGraen & UhI-Bien, 1995). Research reveals
perception of belonging to a group (Ashforth &consistently that the quality of the relationship
Mael, 1989). The employee uses the identity of thHeetween the leader and his employees is associated
organization to identify himself (Ravishankar &with beneficial outcomes such as business attifudes
Pan, 2008). Organizational identification idnterpersonal behavior and performance for
effective in work-related attitudes and behavioremployees and their organizations (Kim, et al.,
Individuals who are more identified with their2015; Martin, et al., 2016). There has been little
organization, profession, career, and workingesearch on situational conditions affecting the
groups are more prone to innovative thinking andevelopment of leader-member exchange (Green et
mobilizing these thoughts (Van Dick et al., 2004)al., 1996; Yukl, 2013). Some aspects of the sitwati
Organizational identification is accepted as ththat are likely to be relevant include demographic
desired link of the employee with the organizatioattributes of work unit members (e.g. person-
(Dutton et al., 1994; Pratt, 1998). Organizationalrganization fit), job characteristics, work unit
identification is strengthened by the harmony ofharacteristics, and type of organization (YukKl,
values between the organization and the employ2@13). These situational variables may affect the
(Dutton et al., 1994).Employees who are stronghype of dyadic relationships that occur, the
identified with the organization they work withunderlying exchange processes, and the
form self-definitions as members of themplications for effective leadership. In studas
organization and establish a psychologicalerson-organization fit; when a good level of
connection with the organization. The employeperson-organization fit has been established,st ha
feels the organization as a part of himself (S&ott been shown that employees adapt to their jobs and
Lane, 2000). Thus, he sees the success and failypesform well a develop positive attitudes and
of the working organization as his success armkhaviors related to work (O'Reilly, et al., 1991;
failure (Mael & Ashforth, 1995). OrganizationalCable & Judge, 1996; Kristof-Brown, et al., 2005).
identification and person-organization fit are th&herefore, it can be stated that the quality
cognitive adaptation of the person to thénteraction that will occur between the leader and
organization. The feeling and integration of th¢he employee will strengthen the person-
individual to the organization helps him to adapt torganization fit. The negative or positive effects

all the dynamics of the organization (Chatmarextreme differentiation will be greater in someasgp
1991; Schneider, 1987). In studies conducted of situations than in others. Leader behaviors
different sectors and professional groups, a p@sitidirected at selected individuals to increase thelir
correlation was found between these two variablefficacy thus innovation and identification witheth
(Edwards & Cable, 2009; Vondey, 2010; Akbas &eader may have positive effects for those
Cetin, 2015). With the research conducted andividuals (Wu et al., 2010). Researches show that
nurses, it was evaluated that the relations betwetiiere is a positive relationship between leader-
the concepts were better understood, and the&ember exchange and person-organization fit (Van
following hypothesis was established in the light oVianen, et al., 2011; Jung & Takeuchi, 2014; Besen
theoretical and empirical research findings. & Aktas, 2016; Kocak, 2018). With the study on
Hypothesis 3: Organizational identification nurses, the relations between the two concepts will
positively and significantly effects nurses' persorbe better understood. The following hypothesis has
organization fit. been established in the light of theoretical and
Leader-Member Exchange and Person- empirical research findings.

Organization Fit Relationship: Leader-member Hypothesis4: Leader-member exchange positively
exchange is a theory that reveals the importance aid significantly effects nurses' person-orgarzati
communication. It is known that good relationit.

between leaders and employees are the basisPefson-Organization Fit and Innovative
effective behavior reflections. (House & Aditya,Behaviour Relationship: Innovative behaviour is
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conscious behaviors that are put forward by the the studies carried out; Among the IBs of
employee to put new and useful ideas, processesployees with leader-member exchange (Volmer,
products, or procedures into practice (De Jong ét al., 2012; Turek & Turek 2013; Agarwal, 2014;
Den Hartog, 2010). In addition to generating newWang, et al., 2015; Alsughayir, 2017), between
ideas, it also includes the internalization of neweader-member exchange and person-organization
ideas produced by other employees for thit (Van Vianen, et al., 2011; Jung & Takeuchi,
organization or business unit (Woodman et al2014; Besen & Aktas, 2016; Kocak, 2018) and
1993). Person-organization fit, pointing to theperson-organization fit and innovative behaviour
similarity between the personality traits andTurunc, et al., 2013) Findings regarding the
organizational traits of the employee (Chatmamxistence of a positive correlation obtained from
1989), encourages the employee's innovatilmth theory and empirical studies indicate that
behaviour and positively contributes to thdeader-member exchange may have an intermediary
internalization of innovative behaviour by otherole in the effect of nurses on the innovative
employees. In the literature, there is no studyehaviour effect of person-organization fit. Inhlig
investigating the relationship between persormsf theoretical and empirical research findings, the
organization fit and innovative behaviour in thdollowing mediation hypothesis was established.
sample of nurses. In a study conducted on a differeHypothesis 7: Person-organization fit has a
sector, a positive correlation was found between timediating role in the effect of leader-member
two variables (Turunc, et al.,, 2013). In light ofexchange on the innovative behaviour of nurses.
theoretical and empirical research findings, th&he research model and hypotheses created based
following hypothesis has been established. on theory and research are presented in Figure 1.
Hypothesis 5:Person-organization fit positively The Research Method
and significantly effects the innovative behaviofir Materials and Methods. Ethical approval was
nurses. obtained from the Non-Interventional Clinical
The Mediating Role of Person-Organization Fit ~ Research Ethics Committee of Eskisehir Osmangazi
Person-organization fit is a concept that affectdniversity (approval number: 19, date of approval:
many organizational variables and is often preterréd4/02/2020).  In addition, permission of the
as a mediator in research (Akko¢ & Gur, 2018nstitution where the study was conducted were
Caliskan & Pekkan, 2019; Ozdemir, et al., 2019). lobtained. A predictive research was conducted
the literature, there is no study investigating thesing a five-phase questionnaires. In the research,
mediating role of person-organization fit in thdactor analysis was performed for each variabld, an
effect of organizational identification employees othen correlations between variables were
innovative behaviour. however, the relationshipetermined. Hierarchical regression analysis and
between organizational identification anchypotheses and mediating effects were tested. Then
innovative behaviour stemming from theorySobeltests were conducted for the mediation effect
between organizational identification and persorResearch Sample The research sample consists
organization fit (Edwards & Cable, 2009; Vondeyof nurses working in a university hospital (n = 560
2010; Akbas, &Cetin, 2015), and personeperating in Eskisehir (Turkey). In this context, i
organization fit and innovative behaviour variables planned to conduct a survey applied to a tdtal o
(Turunc, et al., 2013). Moreover, findings regagdin480nurse randomly selected by the sampling
the presence of a positive correlation obtainethfromethod (data was collected between February and
empirical studies indicate that POl may have adarch 2020). After uncompleted questionnaires
intermediary role in organizational identificatisn' were excluded, a final sample was 408 (%85)
nurses' innovative behaviour effect. In light ofjuestionnaires was used for data analyses. The
theoretical and empirical research findings, théemographic characteristics of participants can be
following mediation hypothesis was established. seen in Table 1.
Hypothesis 6. Person-organization fit has aNurses participating in the research; 77.7% are
mediating role in the effect of organizationalvomen (n = 317), 54.9% (n = 224) are married and
identification on the innovative behaviour of nugse 49.3% (n = 201) are graduates. The average age of
the sample is 30.76 (SD= 7,97), the average
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working period as nurse is 8.28 years (SD= 6,6H)novative Behaviour Questionnaire: 6-item scale
and 6.4% (n = 26) have an executive position.  developed by Scott & Bruce. (1994) was used.
Measures. Person-Organization Fit QuestionnaireExamples of item is: “Searches out new
4-item scale developed by Netemeyer et al. (199%chnologies, processes, techniques, and/or product
was used to determine the level of persondeas”. Cronbach's alpha reliability coefficient of
organization fit in businesses.Examples of item ishe original scale was found to lee= .89. The

“I| feel that my personal values are a good fit witlitnswers in the scale were taken with the 5-point
this organization”. The Cronbach's alpha reliapilit Likert scale (1 = strongly disagree, 5 = strongly
coefficient of the original scale was found todbe agree). Leader-member Exchange Questionnaire: 5-
.88 (Netemeyer et al.,, 1997). The answers in tlitem scale developed by Graen, et al., (1982) was
scale were taken with the 5-point Likert scale (1 ased. Examples of item is: “I have enough
strongly disagree, 5 = strongly agree)confidence in my coach that | would defend and
Organizational Identification Questionnaire: 6-itenjustify his or her decision if he or she was not
scale developed by Mael&Ashforth (1995) wapresent to do so”. The Cronbach's alpha reliability
used. Examples of item is: “When someoneoefficient of the original scale was found tode
criticizes this firm, | feel like a personal insult .89. The answers in the scale were taken with the 5
Mael&Ashforth (1992) reported the Cronbach alphpoint Likert scale (1 = strongly disagree, 5 =
reliability coefficient of the scale was found te b strongly agree).

a=.87. The answers in the scale were taken with the

5-point Likert scale (1 = strongly disagree, 5 =

strongly agree).

Fevson - {rgEanizs i ion
Fit

Organizaticnal
Tddentiffcation

Leander Member
Exclmmme

Figure 1. Research Model and Hypotheses

Table 1.Demogr aphicCharacteristics of Participants (N = 408)

Characteristic N %
High school 106 26,0
IAssociate degree 47 11,5
Educational level University 201 49,3
Master's Degree 41 10,0
Doctorate 13 3,2
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Nurse 382 93,6
Job title
Executivenurse 26 6,6
Female 317 77,7
Gender
Male 91 22,3
Married 224 54,9
Marital status
Single 184 451
L owest Highest MSD
Age(yrs) 19 59 30,76 7,97
Working period as nurse 136 8.28 6.65
(yrs)

Note. M = mean; SD = standarddeviation; yrs = years

Results independent variable organizational identification

The study variables correlation matrix presented fj'd Innovative behaviour was examined. First stage,
ganizational identification has been found to

Table 2. As can be seen in Table 2, there are i v affect | ve behavi -
significant relationships between the variableh@ S'%rc')' |cantyahect mnova(tjlve € avu;l.[B € .ff P ¢
research subject.In order to determine whetheethér 1). In the second step, the effect o

are multiple linear connection problems in the gtud°r92nizational identification on the person-
model, collinearity is examined. The obtaine@"9anization fit, through which the intermediary

tolerance and VIF values gave results confirmin as myest!gated, was mvgsﬂgated. Asaregmrte_of
that there were no multiple connections betwe alys_|s, It was d_e_termmed that organizational
independent variables (Tolerance> .2, VI ent|f_|cat_|on . significantly  affected person-
<3).Three-stage regression analysis proposed Biganizationfitf=.32, p <.001). It was determined
Baron & Kenny (1986) was conducted to explaiﬁhat person-organization fit, whose mte_rmedlat_lon
the effect of organizational identification on"VaS mveshgated, significantly affected innovative
innovative behaviour and the role of personR€haviour § = .32, p <.001). In the last step,
organization fit in this effect. According to thisOrganizational |dent|f|cat|_on and its mterme_dlat(_e
method, the independent variable should affect t§¢ere analyzed together with person-organization fit
dependent variable and the mediator variable. Wh@Rd its effects on innovative behaviour were
the mediator variable is included in the regressigi@mined. As a result of this analysis, with the
analysis together with the independent variabl@nalysis of organizational identification and perso
while the regression coefficient of the independeFganization fit, its effect on innovative behaviou
variable on the dependent variable decreases, #tinued and decreasef8l £ .16, p <.01), and its
significant effect of the mediator variable on thé&ffect oninnovative behaviour continued in person-
dependent variable should continue. In this case,@rganization fit B = .27, p <.001). After these
order to determine the mediating role of persorgonditions were met, the sobel test was performed
organization fit, the relationships between leadeto confirm the mediation effect, and sobel (z) was
member exchange, innovative behaviour, arf@und significant (z = 4.0, p <.001). This finding
person-organization fit were examined througBhows that person-organization fit plays a partial
hierarchical regression analysis, and sobel tegtgdiating role in the effect of organizational
were performed. Findings related to brokerage tedgientification on innovative behaviour. As a result
are given in tables 3 and 4. Within the scope ef tiof this section analysis, it is en that H1, H3, E&d
mediation test, the relationship between th@ediation hypothesis H6 are supported
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Table 2. Mean, Standar d Deviation and Correation Analysis of theVariables

M SD 1 2 3 4
Organizational | dentification 3.49 .75 (.72)
L eader-M ember Exchange 3.46 .82 .39*  (.86)
Per son-Organization Fit 3.58 74 33 29%*  (.83)
I nnovative Behavior 3.86 .68 25%  2gx 3o+ (.88)

Note. n = 408;M = mean; SD = standard deviation; %<0.01;Cronbach’s reliability in parentheses

Table 3. Results of the Analysis

Stages of The Mediating Analysis: 1 2 3
Innovative Per son- Innovative
Variables Behaviours Organization Fit Behaviours
R K R
Organizational Identificatic 25%r* L32%** 16%*
PersorOrganization F 27
Age .022 -.00¢ 132
Control Variables
Expereinc -.089 -.042 123
AR2 =.067 AR2 = 107 AR? =,10¢
F=9.6*** F= 16.2*** F= 15.2%+*

Sobel Test(: 4.04***

** n<.01, **p< .001

In the second stage of the mediation test, tleresult of this analysis, the effect on innovative
relationships between the other independebthaviour continued and decreasdd: (.20, p
variable leader-member exchange and innovative001) with leader-member exchange and person-
behaviour were examined. First stage; it wasrganization fit, and its effect on innovative
determined  that leader-member  exchangsehaviour in person-organization fit continu@e (
significantly affected innovative behavio@@=(.28, .26, p <.001). After these conditions were met, the
p <.001). In the second step, the effect of leadesebel test was performed to confirm the mediation
member exchange on person-organization figffect and sobel (z) was found significant (z = 4.4
through which the agent was investigated, was001). This finding indicates that person-
investigated. As a result of the analysis, it wvasifl  organization fit plays a partial mediating roletlie

that leader-member exchange significantly affectesffect of leader-member exchange on innovative
person-organization fitBEe .29, p <.001). It was behaviour. As a result of this section analysiss it
determined that person-organization fit, whosseen that H2, H4 and mediation hypothesis H7 are
intermediation was investigated, significantlysupported.According to the results of the
affected innovative behaviou£ .32, p <.001). In hierarchical regression analysis, it was determined
the last step, leader-member exchange and perstirat independent variables affect the mediating
organization fit, whose intermediary wasvariable, and person-organization fit increases
investigated, were analyzed together and theitnovative behaviour

effects on innovative behaviour were examined. As

www.internationaljournalofcaringsciences.org



International Journal of Caring Sciences January-April 2022 Volume|1Ssue 1| Page 517

Table 4. Results of the Analysis

Stages of The Mediating Analysis: 1 2
Innovative Per son- Innovative
Variables Behaviours Organization Fit Behaviours
R 3 3
Leader-Member Exchange .28%x* 29" 207
Person-Organization Fit 26%**
Age . 030 137 .032
AR2 = .084 AR? = .086 AR?2 =147
F= 12.3%% F= 12.7%* F=17.3***

Sobel Test(: 4.42***

*p <001

the field of nursing—empowering nurses to have
a strengthened nurse human resource with
The results obtained with this study for the firshilateral relations. Will be able to provide better
time showed that organizational identification iguality, safer health care services. Thus, with
associated with innovative behaviour, and nursegiality leader-member exchange, nurses'
increased innovative behaviour positively anghnovative behavior will become widespread and
significantly. Organizational identification is acan develop positively. In the research, since both
unique form of social identity where employeesariables express the cognitive adaptation of the
see themselves as members of a private growmployee to the organization, it was foreseen that
When employees identify with groups, theythe relationship between them was positive, and it
perceive that they belong to these groups thevas determined that organizational identification
organizational identification creates a cognitivevas associated with person-organization fit and
link between the employee and the organizatiathat person-organization fit increased positively
(Mael & Ashforth 1992; Dukerich et al., 2002).and significantly. This result supports similar
This cognitive bond with organizationalresearch (Edwards & Cable, 2009; Vondey, 2010;
identification encourages the employee to tak&kbas, & Cetin, 2015). Organizational
part in my attitudes towards the benefit of théentification perceived by nurses; strengthens the
organization. Innovative behaviour is also a vitadimilarity between personality traits such as their
concept for organizations to gain a competitivgalues, goals, attitudes, and organizational traits
advantage. Thus, nurses will tend to exhibit morsuch as organizational culture, organizational
innovative behaviour if they have organizationatlimate, organizational value, goals, and rules and
identification or will adopt and implement anstrengthens person-organization fit. It has been
innovation discovered by their colleagues. It hagetermined that leader-member exchange was
been determined that leader-member exchangeatssociated with person-organization fit and that
associated with innovative behaviour angberson-organization fit increased positively and
increases innovative behaviour positively angignificantly this finding is compatible with
significantly. This finding is compatible with similar research findings (Van Vianen, et al.,
similar research findings (Volmer, et al., 20122011; Jung & Takeuchi, 2014; Besen & Aktas,
Turek & Turek 2013; Agarwal, 2014; Wang, et al.2016; Kocak, 2018). Between the leader and the
2015). In health organizations, administrativéurse; The development of the relationship, which
nurses are responsible for the planninds expressed as an in-group category with mutual
organization, execution, evaluation, and control abspect, trust, interaction, and appreciation, will
nursing services. In this direction, administrativéacilitate the harmony of the personality traitglan
nurses are in a strategic position to realizerganizational characteristics of the nurse, and
innovative behaviour, which is very important inwill ensure a higher level of person-organization

Discussion and Conclusion
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fit. It was determined that person-organization fit behavior: The mediating role of innovation trust.
is associated with innovative behaviour and J. High Technol. Manag. Re26(2), 105-116.
increases innovative behaviour positively an@9ars; M. D., Kaufman, J. C., Deane, A., & Smith, B
significantly. Nurses should be innovative to (2012). Fostering individual creativity through
protect and improve the health of the individual, °'92nizational  context In. Handbook of
family, and society, to prevent diseases, to fin Organizational Creativity (p_p. 271-_291). ElseV|er_.
. garwal, U. A. (2014). Examining the impact of saci
better solutions for the care and treatment OT" gychange relationships on innovative work
diseases (Herdman, 2009). The high level of pehaviour: Role of work engagemenTeam
harmony of nurses' personality traits and the performance Managemer (3/4), 102-120.
values, goals, and mission of the organization wilkbas, T.,& Cetin, A. (2015). The effects of job
encourage them to be involved in more beneficial satisfaction and  person-organization  fiton
activities on behalf of the organization, thereby organizational  identificatian ~ Cumhuriyet
contributing to the increase of innovative University, Journal of  Economics  and
behaviour and for both the organization and itself, Administrative Sciencess (1), 81-101.
This finding supports a similar research finding<ko¢: |» & GUr Y. (2018). The mediating role ofeth

- .Y person-organization fit on the effect of job
(Turunc, et al.,, 2013). The contribution of this satisfaction in  organizational commitment.

study to the theory can be expressed as the findingAcammmiC Research in Social, Humanities and

that organizational identification and leader- Administrative Sciences@p. 301-333), Ankara:
member exchange, which are perceived in Gece Kitaplg).

organizations, can be increased by the mediatingpert, S. Ashforth, B.E. & Dutton J.E. (2000).
role of person-organization fit in the effect of Organizational identity and identification: chagin
innovative behaviour, which is a crucial output new waters and building new bridgeécad.
variable. Secondly, the finding of the positive Manag.J.25, Special Issue.

effect of person-organization fit on perceived\Sughayir, A. (2017). The effect of leader-member

o : L exchange on innovative work behavior in the Saudi
organizational identification and leader-member Hospitality.Int. J. Bus. Manag12(6), 189-195.

Exﬁhange n 'Inc_l;'easmg nl:]rsefs of I,gnovatlv,&mabile, T.M. (1988). A model of creativity and
ehaviour Is significant as the first evidence ot jn,qyation in organizationfes Organ Behauo,

scientific knowledge about the role of mediation 153.157.

in person-organization fit In the re|at|0n5_h|pArun, K, & Yildirim, D.C. (2017). Effects of foreig
between the dependent and independent variablesdirect investment on intellectual property, patents
in this study. and R&D. Queen Mary Journal of Intellectual
Implications for Nursing: The contribution of  Property,7(2), 226-241. -
this study to practice is to determine that clihiceAshforth, B. E., & Mael, F. (1989). Social identity
nurses, which are an essential force in the meory ano{Rth.ew4c(>{§]a;(|)zggohcademy of
realization of the organizational goals of the 'V@nagement Revig y £0-539.

hospital, have a positive contribution to th aron, R:M., & Kenny, D.A. (1986). The moderator--

. e . e mediator  variable distinction in  social
perceived organizational |dent|f|cat|o'n, 'Iead'er- psychological research: Conceptual, strategic, and
member exchange, and person-organization fit. It giagistical considerationdournal of Personality
can be stated that the innovative behaviour of and Social Psycholog$1(6), 1173-1182.
nurses, which have a significant role in increasingesen, E., & Aktas, H. (2016). A research on
the effectiveness and efficiency levels of health automotive sector employees in Bursain the context
care systems, can be achieved through the of individual-organization and manager-trust-
identification and harmony of the leader and member interaction. Istanbul University Faculty of
nurses with the quality leader-member Busines; Administrzticgg )Jzournzal of Business
relationship and  organizations. Hospital%1 Economics Institute, 27(81),23-42.
managers, nursing practice environment; ca oerner, S.,Eisenbeiss, S., & Griesser, D. (2007).

. . . .. Follower behavior and organizational performance:
improve the quality of nursing care and safety if the impact of transformational leadedsurnal of

they support innovative behaviour by improving | eadership and Organizational Studi&8(3), 15-

organizational identification, leader-member 2g.

exchange, and person-organization fit. Bos-Nehles, A., Bondarouk, T., & Nijenhuis, K.

(2017). Innovative work behaviour in knowledge-

intensive public sector organizations: the case of

Afsar, B., Badir, Y., & Khan, M. M. (2015). Person—  Supervisors in the Netherlands fire
job fit, person—organization fit and innovative Wwor
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