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Abstract

Organizational culture represents a complex system of shared values, professional beliefs, 
and behavioral patterns that shape employees’ cooperation, decision-making, and work 
performance within healthcare institutions. The quality of organizational culture directly 
influences employees’ motivation, job satisfaction, and readiness to accept changes in 
contemporary healthcare systems. This study examines the relationship between the 
psychological dimensions of organizational climate and employees’ innovation readiness in 
everyday professional practice. The research was conducted on a sample of 127 employees 
from different professional profiles working at the Health Center Zajecar. Data were collected 
using a questionnaire designed to assess organizational climate and employees’ innovation 
potential in healthcare institutions in Serbia. The results indicate that employees demonstrate 
readiness to accept new professional solutions; however, their implementation largely depends 
on organizational support, participative leadership, and available institutional resources. The 
findings highlight the importance of strengthening transformational leadership, improving 
internal communication, and developing organizational mechanisms that support innovation 
in healthcare institutions. 
Keywords: organizational culture, psychological workplace factors, healthcare organizations, 
employee innovation readiness

Healthcare organizations today 
operate in conditions characterized by 
intensive professional and technological 
changes that require continuous adaptation 
of work processes, improvement of 
service quality, and the development of 

new models of healthcare organization. 
Increasing expectations of healthcare 
service users, demographic changes in 
the population, and the accelerated digital 
transformation of healthcare systems 
contribute to organizational culture becoming 

     558



one of the key determinants of efficiency 
in contemporary healthcare institutions. 
In this context, particular importance is 
attributed to the psychological dimensions 
of organizational culture, which influence 
employees’ professional motivation, the 
quality of interpersonal relationships, 
and their readiness to accept innovative 
solutions in everyday professional practice 
(Stepanovic, 2023a).

Understanding organizational 
climate as a psychological framework 
of employees’ functioning represents an 
important prerequisite for the development 
of employees’ innovation readiness in 
healthcare institutions. Research indicates 
that organizations encouraging participative 
management practices, professional 
autonomy of employees, and open 
information exchange achieve a higher level 
of organizational adaptability and more 
successfully implement modern technologies 
and work procedures (Andersson et al., 
2023). Particularly important dimensions 
include managerial support, mutual trust 
among employees, teamwork, and the 
organization’s readiness to integrate new 
professional approaches into existing work 
processes.

The psychological aspects of 
organizational culture in healthcare 
institutions have a direct impact on the 
quality of healthcare services, patient safety, 
and employees’ professional satisfaction. 
The quality of interpersonal relationships, 
the transparency of communication, the 
availability of professional support, and 
opportunities for continuous professional 
development are key determinants of the 
stability and effectiveness of the healthcare 
system. Moreover, strong interprofessional 
collaboration and clearly defined roles and 
responsibilities contribute to more efficient 
work organization and enhance the overall 
quality of healthcare services.

Managers of healthcare institutions 
play a particularly important role in 
shaping organizational culture, as their 
leadership style can significantly influence 
the development of an innovative 
professional environment. Contemporary 
management approaches emphasize the 
importance of leadership that encourages 
employee initiative, strengthens the sense 
of professional responsibility, and reduces 
resistance to organizational change. In such 

an organizational environment, conflicts are 
not viewed exclusively as obstacles to work 
but also as potential sources of new ideas and 
creative solutions. At the same time, a higher 
level of professional autonomy contributes 
to greater employee involvement in work 
improvement processes and decision-making 
activities.

Although there is a considerable 
body of research addressing the relationship 
between organizational culture and 
innovation in various organizational systems, 
a relatively limited number of empirical 
studies have examined this relationship in 
the context of healthcare institutions in the 
Republic of Serbia. Therefore, the subject 
of this study refers to the examination of 
psychological dimensions of organizational 
culture as one of the important factors 
influencing the development of employees’ 
innovation readiness in healthcare 
organizations. The study aims to determine 
the relationship between key psychological 
characteristics of organizational climate 
and employees’ readiness to participate in 
improving professional practice through the 
implementation of innovative approaches at 
work.

The empirical research was conducted 
on a sample of 127 employees of different 
professional profiles working at the Health 
Center Zajecar, with the aim of identifying 
dominant dimensions of organizational 
climate that contribute to the development of 
employees’ innovation potential in healthcare 
institutions.

Based on the defined research subject 
and research objectives, the following 
research questions were formulated:
1.	 Which psychological dimensions of 

organizational climate are the most 
significant for the functioning of 
healthcare organizations? 

2.	 To what extent do managerial support 
and the level of employees’ professional 
autonomy contribute to the development 
of employees’ innovation readiness in 
healthcare institutions?

Theoretical Framework: Psychological 
Dimensions of Organizational Culture in 
Healthcare Institutions

Contemporary healthcare 
organizations operate in conditions 
characterized by continuous professional, 
technological, and organizational changes 
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that require a high level of adaptability 
and employees’ readiness to improve 
work procedures. In such an environment, 
organizational culture represents an 
important integrative framework that 
connects professional values, behavioral 
norms, and employees’ expectations into a 
unified system of institutional functioning. 
A stable and clearly defined organizational 
culture contributes to stronger employee 
cohesion, more efficient decision-making 
processes, and the development of 
professional responsibility at work. Managers 
of healthcare institutions play a particularly 
important role in shaping organizational 
culture, as leadership practices significantly 
influence employees’ readiness to accept 
change and actively participate in work 
improvement processes. Contemporary 
leadership approaches emphasize the 
importance of developing an organizational 
climate that encourages employee initiative, 
open exchange of opinions, and constructive 
resolution of professional disagreements. 
In such an environment, conflicts are not 
perceived as obstacles but rather as potential 
sources of new ideas and improvements to 
existing procedures, thereby contributing 
to the development of the organization’s 
innovation potential (Rnjak, 2024). The 
development of an innovative organizational 
culture requires a systematic understanding 
of the interrelationship between various 
psychological and organizational factors 
influencing employees’ professional behavior. 
Decision-makers and managers in healthcare 
institutions therefore play a key role in 
creating a work environment that encourages 
cooperation, professional responsibility, 
and readiness to introduce new solutions 
into everyday practice. In the healthcare 
system, an innovative organizational 
culture is particularly important because it 
enables faster implementation of modern 
medical procedures, improves patient 
safety, and contributes to more efficient 
responses in situations involving increased 
demands, including crisis situations such 
as epidemiological challenges (Babic et al., 
2019).

One of the key prerequisites for 
developing employees’ innovation readiness 
is the existence of an organizational 
climate based on open and transparent 
communication. Organizations in which 
employees are encouraged to freely express 

their professional opinions, suggestions, and 
concerns achieve a higher level of creative 
engagement and a stronger readiness to 
improve work processes. Managers play 
a particularly important role in creating 
such a professional environment by 
supporting employees and promoting 
participative decision-making processes, 
thereby contributing to the development 
of organizational innovativeness (Amabile 
& Khaire, 2008). The effectiveness of 
healthcare organizations largely depends 
on their ability to successfully introduce 
and implement innovations in work 
organization, technological application, and 
improvement of healthcare service quality. 
Employees’ creative potential and the quality 
of teamwork represent important resources 
for the development of contemporary 
healthcare institutions. Organizations that 
encourage interdisciplinary cooperation and 
professional initiative demonstrate greater 
readiness to respond to complex professional 
challenges and changes characteristic of 
modern healthcare systems. At the same 
time, the development of innovation requires 
employees’ readiness for continuous 
professional development, adoption of 
new working methods, and adaptation to 
contemporary professional standards (Zhang 
et al, 2022). In this process, the development 
of employees’ professional resilience to 
organizational and emotional job demands 
also plays an important role, as higher levels 
of resilience contribute to easier acceptance 
of change and more active participation in 
work improvement processes (Stepanovic, 
2024).

Organizational change represents 
a transition from the current state toward 
an improved model of organizational 
functioning, in which innovation plays 
a central role. Although not every 
organizational change necessarily represents 
an innovation, every innovation implies 
transformation of existing procedures and the 
introduction of new professional solutions. 
The innovation development process 
includes several interconnected phases 
that require coordinated management of 
organizational resources and active employee 
participation in their implementation 
(Chen & Sriphon, 2022). In contemporary 
healthcare organizations, human resources 
represent a key factor of organizational 
efficiency and the quality of healthcare 
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services provided. Human resource 
management includes planned development 
of employees’ professional competencies, 
improvement of interpersonal relationships, 
and the creation of conditions for optimal 
use of employees’ capacities at work. 
Particular importance is attributed to the 
development of an organizational climate 
that promotes professional cooperation, 
mutual trust among employees, and active 
participation in work improvement processes, 
thereby contributing to increased overall 
organizational effectiveness (Edmondson, 
2012). Contemporary approaches to work 
organization emphasize that the quality 
of professional cooperation and clearly 
structured work models significantly 
influence the efficiency of institutions 
operating within complex systems such 
as education and healthcare (Stepanovic, 
2023b).

Contemporary approaches to 
human resource management in healthcare 
institutions emphasize the need for 
strategic employee development as a key 
organizational resource. Effective human 
resource management contributes to the 
development of professional motivation, 
improvement of workplace relationships, 
and strengthening of organizational stability, 
which represents an important prerequisite 
for the development of an innovative 
organizational culture in healthcare 
institutions (Samaddar et al., 2018).

Methods and Results

Research Subject
The subject of this study refers 

to the examination of the psychological 
dimensions of organizational culture as 
an important factor in the development 
of employees’ innovation readiness in 
healthcare institutions. Particular attention 
in the research was directed toward 
employees’ perceptions of organizational 
climate through key psychological 
components of organizational functioning, 
including managerial support, employees’ 
professional autonomy, the quality of internal 
communication, teamwork, and opportunities 
for professional development. The study 
was designed to explore the relationship 
between these psychological aspects of 
organizational culture and employees’ 

readiness to participate in organizational 
change processes and the implementation 
of innovative professional solutions within 
healthcare institutions.

Research Aim
The general aim of the study was 

to determine the relationship between the 
psychological dimensions of organizational 
climate and the level of employees’ 
innovation readiness in healthcare 
institutions.

Research Tasks
In accordance with the defined 

research subject and general research aim, 
the following research tasks were formulated:
1.	 to identify the dominant psychological 

dimensions of organizational climate in 
healthcare institutions; 

2.	 to examine the level of managerial 
support in the development of an 
innovative organizational culture; 

3.	 to analyze the importance of employees’ 
professional autonomy for the 
development of innovation readiness; 

4.	 to determine the role of teamwork and 
the quality of internal communication 
in fostering innovative professional 
behavior among employees; 

5.	 to examine the importance of human 
resource management systems in 
developing an organizational climate that 
supports innovation; 

6.	 to assess the extent to which employees 
perceive a relationship between 
innovativeness and career advancement 
within healthcare organizations; 

7.	 to determine the overall level of 
employees’ innovation readiness in the 
healthcare institution included in the 
study. 

Research Hypotheses
Based on the theoretical framework 

and defined research objectives, one general 
hypothesis and several specific hypotheses 
were formulated. 
General Hypothesis

H: There is a statistically significant 
relationship between the psychological 
dimensions of organizational climate and the 
level of employees’ innovation readiness in 
healthcare institutions. 
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Specific Hypotheses
H1: Managerial support is positively 

associated with employees’ innovation 
readiness.

H2: A higher level of employees’ 
professional autonomy contributes to a higher 
level of readiness to accept innovations.

H3: The quality of internal 
communication and openness to the 
exchange of ideas positively influence the 
development of innovative professional 
behavior among employees.

H4: Well-developed teamwork 
represents a significant predictor of 
employees’ innovation readiness.

H5: A well-developed system of 
professional development and human 
resource management positively influences 
employees’ readiness to participate in 
organizational change processes.

H6: Employees’ perception of 
the relationship between innovativeness 
and career advancement influences their 
motivation to actively participate in 
innovation processes.

Research Variables
In accordance with the defined 

research aim and hypotheses, the following 
research variables were identified.

Independent Variables
The independent variables refer to the 

psychological dimensions of organizational 
climate:
•	 managerial support 
•	 employees’ professional autonomy 
•	 quality of internal communication 
•	 teamwork 
•	 opportunities for employees’ professional 

development 
•	 perception of organizational support for 

innovation 
•	 perception of the relationship between 

innovativeness and career advancement 

Dependent Variable
The dependent variable is:
employees’ innovation readiness in 

healthcare institutions 
This variable includes employees’ 

readiness to accept new work procedures, 
participate in the improvement of work 
organization, propose new ideas, and actively 
engage in organizational change processes.

Control Variables
For a more precise interpretation of 

the research findings, the following control 
variables were also analyzed:
•	 gender 
•	 age 
•	 level of education 
•	 length of work experience 
•	 organizational position 

These variables enabled additional 
insight into possible differences in 
employees’ perceptions of organizational 
climate and innovation readiness in relation 
to their socio-demographic and professional 
characteristics.

Results 

For the purpose of empirically 
examining the defined research questions, 
a study was conducted among employees 
of the Health Center Zajecar on a sample 
of 127 respondents representing different 
professional profiles. The sample included 
employees of different genders, age groups, 
educational levels, and lengths of work 
experience, which enabled a comprehensive 
analysis of the psychological dimensions of 
organizational climate from the perspective 
of diverse professional backgrounds and 
organizational positions. The majority of 
respondents were female, which corresponds 
to the general structure of employees in 
healthcare institutions. Most respondents 
belonged to the middle age category and to 
groups with secondary and higher levels of 
education. With regard to length of service, 
employees with medium-length professional 
experience predominated, which allowed 
for a reliable assessment of organizational 
relations and workplace climate.

Starting from the defined research 
subject, which refers to examining the 
psychological dimensions of organizational 
culture as factors influencing employees’ 
innovation readiness in healthcare 
institutions, the methodological approach 
was directed toward identifying key 
components of organizational climate that 
affect employees’ professional behavior 
and their readiness to accept organizational 
change and innovation. In accordance with 
the general research aim, which focused 
on determining the relationship between 
psychological dimensions of organizational 
climate and employees’ innovation readiness, 

     562HUMAN RESEARCH IN REHABILITATION, 2026, 16(2): 558-567                                                    



the research tasks addressed managerial 
support, employees’ professional autonomy, 
the quality of internal communication, 
teamwork, and systems of professional 
development. The obtained findings 
enabled an assessment of these dimensions 
of organizational climate as important 
factors contributing to the development of 
innovative professional behavior among 
employees in the healthcare institution 
included in the study. 

For data collection purposes, a 
standardized questionnaire designed to 
assess organizational climate and employees’ 
innovation readiness in healthcare institutions 
in Serbia was applied. The instrument 
consisted of several thematic sections aimed 
at evaluating psychological dimensions 
of organizational culture, managerial 
support, employees’ professional autonomy, 
communication processes, opportunities 
for professional development, and attitudes 
toward innovation. Respondents’ attitudes 
were measured using a five-point Likert 
scale, which enabled a quantitative 
assessment of agreement with the presented 
statements. Statistical data processing was 
performed using descriptive statistical 
procedures and parametric tests with 
the support of the IBM SPSS Statistics 
software package. The applied analytical 
procedures provided insight into the 
dominant psychological characteristics 
of organizational climate and the level of 
employees’ innovation readiness in the 
observed healthcare institution.

The obtained findings confirmed 
the main assumption of the general 
hypothesis that psychological dimensions of 
organizational climate represent an important 
factor in the development of employees’ 
innovation readiness. However, the results 
also indicated that the intensity of this 
influence is not equally expressed across 
all segments of organizational functioning. 
In particular, openness of communication 
and employees’ readiness to exchange 
professional ideas appeared to be more 
strongly developed than formal mechanisms 
of organizational support for innovation.

The results further indicated that 
employees’ assessments of the psychological 
aspects of organizational climate generally 
ranged from neutral to moderately positive 
values, suggesting the presence of a 
relatively stable but not sufficiently strong 

organizational environment capable of 
fully supporting innovative professional 
behavior. These findings confirmed the 
partial acceptance of specific hypotheses 
related to the importance of managerial 
support, employees’ professional autonomy, 
and communication quality as significant 
determinants of innovation readiness.

The variability of responses 
also indicated differences in individual 
perceptions of organizational climate, 
suggesting that organizational culture is not 
perceived uniformly across all organizational 
segments. This finding is particularly 
important in the context of hypotheses 
related to the relationship between perceived 
organizational support and employees’ 
readiness to participate in innovation 
processes, as it points to the need for further 
development of a more stable and consistent 
organizational climate at the institutional 
level.

Particularly positive results 
were observed in the area of openness 
of communication and the exchange of 
professional ideas among employees, 
which represents one of the fundamental 
psychological prerequisites for the 
development of an innovative organizational 
culture. These findings support the 
hypotheses related to the importance 
of internal communication quality and 
teamwork as important factors influencing 
the development of innovative professional 
behavior among employees.

At the same time, the results 
showed that support for innovation through 
formal career advancement mechanisms 
and institutional reward systems is still 
insufficiently developed. This finding 
partially limits the confirmation of the 
hypothesis related to the relationship between 
innovative professional behavior and career 
advancement systems and indicates the need 
for further improvement of organizational 
motivation models for employees.

The findings additionally confirmed 
that psychological aspects of organizational 
culture include employees’ perceptions 
of professional security, freedom of 
expression, and readiness to accept 
new working approaches. These results 
support the importance of employees’ 
professional autonomy as one of the 
key research variables and indicate its 
positive contribution to the development of 
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innovation readiness.

The findings also highlight the 
importance of a strategic approach to human 
resource management as an important factor 
in developing an innovative organizational 
culture. The development of employees’ 
professional competencies, strengthening 
their autonomy at work, and improving 
interpersonal relationships represent 
essential prerequisites for the successful 
implementation of organizational change 
in healthcare institutions. Contemporary 
research emphasizes that the quality of 
organizational climate and the perception of 
professional support significantly influence 
employees’ readiness to actively participate 
in processes of work improvement and 
innovation implementation (Stepanovic, 
2023a).

Overall, the results indicate that the 
research tasks were largely achieved, while 
the formulated hypotheses were confirmed 
in the segments related to communication 
quality, employees’ professional autonomy, 
and managerial support. At the same time, 
the hypotheses concerning institutionalized 
reward systems for innovation and systematic 
organizational support mechanisms 
were only partially confirmed. These 
findings further confirm the complexity 
of the relationship between psychological 
dimensions of organizational climate 
and employees’ innovation readiness in 
contemporary healthcare organizations.

Discussion of Research Results with 
Implications

 
	 The results of the conducted research 
indicate that the psychological dimensions 
of organizational culture in the observed 
healthcare institution represent an important, 
although still insufficiently stabilized, factor 
in the development of employees’ innovation 
readiness. The obtained findings confirm the 
general hypothesis assuming the existence 
of a statistically significant relationship 
between the psychological dimensions 
of organizational climate and employees’ 
innovation readiness, while at the same 
time suggesting that the intensity of this 
relationship varies across different segments 
of organizational functioning.

The findings confirm the presence 
of a relatively favorable organizational 

climate in the domain of interpersonal 
communication and the exchange of 
professional ideas, but also indicate the 
existence of certain organizational limitations 
that slow down the full institutionalization 
of an innovative professional environment. 
A particularly important result of the 
study refers to the relatively high level of 
employees’ openness to communication 
and the exchange of professional ideas, 
which represents one of the fundamental 
prerequisites for the development of an 
innovative organizational culture. Such 
findings directly support the hypotheses 
related to the importance of internal 
communication quality and teamwork 
as significant predictors of innovative 
professional behavior among employees. 
Openness to professional dialogue and the 
exchange of experiences contributes to 
strengthening teamwork and increases the 
likelihood of successful implementation 
of new work procedures. This finding is 
consistent with contemporary research 
indicating that transparent communication 
represents one of the key psychological 
indicators of a functional organizational 
climate in complex institutional systems 
such as healthcare organizations (Amabile & 
Khaire, 2008).

At the same time, the results 
indicate that employees’ innovativeness 
is still not sufficiently connected with 
formal mechanisms of career advancement, 
which may significantly affect employees’ 
motivation to participate more actively 
in work improvement processes. This 
finding partially limits the confirmation of 
the hypothesis related to the relationship 
between innovative professional behavior 
and career advancement systems and 
suggests that institutional recognition of 
innovative engagement remains an important 
developmental challenge for healthcare 
organizations undergoing organizational 
transformation. In this context, the role of 
healthcare managers becomes particularly 
important, since leadership style directly 
influences employees’ perception of 
professional support and their readiness 
to accept organizational changes, which 
further confirms the hypothesis concerning 
the importance of managerial support as a 
predictor of innovation readiness (Rnjak, 
2024).
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	 The results of the research 
additionally confirm that employees’ 
psychological safety represents one of the 
key factors in the development of innovation 
readiness within the organization. The 
presence of a professional environment that 
allows the expression of opinions without 
fear of negative consequences contributes 
to strengthening employees’ professional 
autonomy and encourages their more 
active participation in work improvement 
processes. These findings support the 
hypothesis referring to the importance 
of employees’ professional autonomy as 
an important determinant of innovation 
readiness. However, the observed variability 
in respondents’ perceptions indicates an 
uneven experience of organizational climate 
among employees, which may be related to 
differences in organizational position, length 
of service, or professional status.

The significance of the obtained 
results is also reflected in the identification 
of the need for systematic improvement 
of human resource management within 
healthcare institutions. The development 
of employees’ professional competencies, 
strengthening their autonomy at work, 
and improving internal communication 
models represent important prerequisites 
for the development of an innovative 
organizational culture. These findings support 
the hypothesis referring to the importance 
of professional development systems and 
strategic human resource management as 
relevant predictors of employees’ readiness 
to participate in organizational change 
processes. Contemporary approaches to 
human resource management emphasize 
that an organizational climate based on 
cooperation and mutual trust contributes to 
higher organizational efficiency and more 
successful implementation of innovations 
(Samaddar et al., 2018).

The obtained findings also indicate 
the importance of developing employees’ 
professional resilience as a significant 
psychological resource in conditions of 
organizational change. Employees with a 
higher level of resilience to professional 
stress demonstrate greater readiness to accept 
new working procedures and participate more 
actively in work improvement processes, 
which represents an important factor in the 
development of an innovative organizational 
culture (Stepanovic, 2024). These results 

further strengthen the interpretation of the 
general hypothesis by confirming the role 
of psychological resources of employees as 
mediating factors in the relationship between 
organizational climate and innovation 
readiness.

From a practical perspective, 
the results of the study indicate the 
need for systematic strengthening of 
transformational leadership in healthcare 
institutions, improvement of mechanisms 
for employees’ professional development, 
and the development of institutional models 
supporting innovation. Particular importance 
should be given to the development of 
participative management models that enable 
greater employee involvement in decision-
making processes and organizational change 
planning.

The implications of the conducted 
research are particularly significant for 
planning strategies aimed at improving 
organizational culture within healthcare 
institutions in the Republic of Serbia. 
The findings suggest that improving 
organizational climate should be directed 
toward strengthening employees’ 
professional autonomy, enhancing teamwork, 
and developing reward systems that 
recognize innovative professional behavior 
as an important component of institutional 
development. Such improvements would 
contribute not only to the confirmation of 
individual hypotheses related to managerial 
support, communication quality, teamwork, 
and professional autonomy, but also to 
the further strengthening of the overall 
relationship between psychological 
dimensions of organizational climate 
and employees’ innovation readiness in 
contemporary healthcare organizations.

Conclusion 

The results of the conducted research 
indicate that the psychological dimensions of 
organizational culture represent an important 
factor in the development of employees’ 
innovation readiness in healthcare 
institutions, although their influence has not 
yet been fully systemically integrated into 
the everyday functioning of the organization. 
The findings confirm the existence of a 
relatively developed organizational climate in 
the domains of interpersonal communication, 
the exchange of professional ideas, and 
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employees’ willingness to participate 
in improving work procedures, which 
represents an important foundation for 
the further development of an innovative 
organizational culture. At the same time, the 
results indicate that support for innovative 
professional behavior among employees is 
still insufficiently connected with formal 
mechanisms of career advancement and 
institutional reward systems, which may 
represent a limiting factor in the development 
of employees’ innovation readiness in 
healthcare institutions. This finding points 
to the need for systematic improvement of 
human resource management models and the 
development of organizational strategies that 
recognize the importance of psychological 
aspects of organizational climate in the 
process of healthcare system modernization.

A particularly important contribution 
of the obtained results is reflected in the 
confirmation that open communication, 
managerial support, and employees’ 
professional autonomy represent key 
determinants of the development of an 
innovative organizational culture. These 
findings support the general research 
hypothesis concerning the relationship 
between psychological dimensions of 
organizational climate and employees’ 
innovation readiness, while also confirming 
specific hypotheses related to the importance 
of communication quality, leadership support, 
and professional autonomy as predictors 
of innovative professional behavior. 
The development of an organizational 
environment that encourages employees’ 
professional initiative and enables their active 
participation in work improvement processes 
represents an important prerequisite for 
increasing the efficiency of contemporary 
healthcare organizations. The results of 
the study also indicate the importance 
of developing employees’ professional 
resilience as a significant psychological 
resource in conditions of organizational 
change and increased professional demands. 
Strengthening employees’ psychological 
safety contributes to greater readiness 
to accept innovations and more active 
involvement in organizational development 
processes.

Based on the obtained findings, it can 
be concluded that the observed healthcare 
institution possesses well-developed initial 

elements of an innovative organizational 
culture; however, its full institutionalization 
requires further improvement of leadership 
practices, systems of employees’ professional 
development, and organizational mechanisms 
supporting innovation. Particular importance 
should be given to the development of 
strategic human resource management 
approaches that encourage employees’ 
professional autonomy, improve the quality 
of interpersonal relationships, and strengthen 
organizational cohesion as a foundation for 
the long-term development of contemporary 
healthcare institutions. In this context, 
improving the psychological dimensions 
of organizational culture represents 
one of the key directions for the future 
development of healthcare institutions and 
an important prerequisite for the successful 
implementation of innovations in modern 
healthcare systems.
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