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Abstract
This study aimed to identify the causal factors of health-oriented leadership using an organizational behavior knowledge approach in

governmental organizations of Razavi Khorasan Province. This applied research employed an exploratory mixed-method design. In the
qualitative phase, grounded theory was used, while the quantitative phase followed a descriptive-survey approach. The qualitative sample
included 14 experts selected from a population of 25 using snowball sampling until theoretical saturation. The quantitative sample
consisted of 383 participants selected through stratified random sampling from 124,376 managers and employees. Data were collected
using semi-structured interviews and a researcher-made 13-item questionnaire. Validity and reliability were confirmed, and structural
equation modeling was used for data analysis. The results indicated that awareness and training of managers and employees (B=0.786)
and structural and bureaucratic barriers (=0.625) significantly influenced causal conditions, which in turn affected health-oriented
leadership (=0.391). The model explained 39.1% of the variance (R2=0.391), and all path coefficients were statistically significant at
the 95% confidence level. Enhancing awareness and training while addressing structural barriers plays a critical role in fostering health-
oriented leadership, and systematic attention to these factors can significantly improve organizational performance in public sector
institutions.
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Extended Abstract

Introduction

In contemporary organizational environments characterized by complexity, rapid change, and increasing
demands for efficiency and accountability, the role of leadership has evolved beyond traditional managerial
functions toward more human-centered and health-oriented approaches. Among these, health-oriented
leadership has emerged as a critical paradigm that integrates principles of organizational behavior with a focus
on employees’ psychological and physical well-being. This approach emphasizes creating supportive work
environments, fostering positive interpersonal relationships, and enhancing employees’ motivation and job
satisfaction, ultimately contributing to improved organizational performance (Arnold & Rigotti, 2023; Koenig
& Diehl, 2021). Health-oriented leadership is not merely a leadership style but a comprehensive framework
that aligns organizational objectives with employee well-being, thereby promoting sustainable organizational
development.

Recent studies have highlighted the significant impact of health-oriented leadership on various organizational
outcomes, including employee engagement, innovation, and psychological health. For instance, research has
demonstrated that leaders who prioritize health-related practices can significantly enhance employees’ mental
health and developmental outcomes, leading to higher productivity and organizational commitment (Zada et
al., 2025). Similarly, empirical evidence indicates that health-oriented leadership positively influences work
engagement by fostering supportive and communicative leadership behaviors (Han & Mohamed, 2025).
These findings underscore the importance of leadership practices that prioritize employee well-being as a
strategic organizational resource.

At the macro level, the relevance of health-oriented leadership extends to public sector organizations, where
leaders play a crucial role in shaping policies and delivering public services. Effective leadership in such
contexts requires not only technical competence but also the ability to address employees’ psychological needs
and create a healthy organizational climate. Studies in global health leadership further emphasize the
importance of leadership approaches that integrate health considerations into organizational practices,
highlighting their role in enhancing public service delivery and societal well-being (Gostin et al., 2025;
Kalbarczyk et al., 2025). In this regard, public organizations face unique challenges due to bureaucratic
structures and complex governance systems, which necessitate innovative leadership approaches.
Organizational behavior knowledge provides a theoretical foundation for understanding how individual and
group behaviors influence organizational effectiveness. It offers valuable insights into motivation,
communication, and interpersonal dynamics, all of which are essential for implementing health-oriented
leadership practices. Scholars have emphasized that integrating organizational behavior principles into

leadership frameworks can enhance leaders’ ability to manage employees effectively and promote a culture of



well-being (Boroumand, 2025; Rezaeian, 2023). This integration enables leaders to design interventions that
address both structural and human aspects of organizational functioning.

Furthermore, communication between leaders and employees has been identified as a key component of health-
oriented leadership. Effective communication fosters trust, transparency, and mutual understanding, which are
essential for creating a supportive work environment. Research suggests that leaders who engage in meaningful
and open communication with employees can significantly improve organizational outcomes and employee
satisfaction (Bruhn et al., 2025). In addition, the role of psychological factors, including employees’
emotional and cognitive states, has been highlighted in the context of leadership effectiveness. Neuroleadership
perspectives emphasize that understanding brain-based processes can enhance leaders’ ability to manage
emotions and behaviors in the workplace (Ahmadi, 2018).

Despite the growing body of literature on health-oriented leadership, there remains a need to explore its causal
determinants, particularly within the context of public sector organizations. Previous studies have primarily
focused on the outcomes of health-oriented leadership rather than the underlying factors that contribute to its
development. However, recent research has begun to address this gap by identifying key antecedents, including
organizational structures, training programs, and leadership competencies (Safarmohammadloo et al., 2024;
Shariatnejad et al., 2024). Additionally, the role of organizational conditions and mediating variables in
shaping leadership effectiveness has been emphasized in empirical studies (Hamzavi et al., 2023; Yen et al.,
2024). Therefore, understanding the causal factors of health-oriented leadership is essential for designing
effective interventions and policies.

Methods and Materials

This study was conducted as an applied research with an exploratory mixed-method design, combining
qualitative and quantitative approaches. In the qualitative phase, grounded theory methodology was employed
to identify the key dimensions and indicators of health-oriented leadership. The qualitative sample consisted
of experts and university professors in the field of organizational behavior and health-oriented leadership,
selected through snowball sampling until theoretical saturation was achieved. Semi-structured interviews were
used as the primary data collection tool, and the data were analyzed through open, axial, and selective coding
processes.

In the quantitative phase, the study adopted a descriptive-survey design. The statistical population included
managers and employees of governmental organizations, and a stratified random sampling method was used
to select a representative sample. The sample size was determined using Cochran’s formula. Data were
collected using a researcher-developed questionnaire based on the findings of the qualitative phase, consisting
of multiple items measured on a Likert scale. The validity of the instrument was confirmed through content,
construct, and face validity, while reliability was assessed using Cronbach’s alpha coefficient.

Data analysis in the quantitative phase was conducted using structural equation modeling. This approach

enabled the examination of relationships between latent variables and the assessment of the overall model fit.




Statistical software was used to perform both descriptive and inferential analyses, ensuring the robustness and
accuracy of the findings.

Findings

The findings of the qualitative phase led to the identification of 13 indicators categorized into two main
dimensions: awareness and training of managers and employees, and structural and bureaucratic barriers.
These dimensions were validated and used to construct the quantitative model.

The results of the structural equation modeling indicated that awareness and training of managers and
employees had a strong and significant effect on causal conditions, with a path coefficient of 0.786. Similarly,
structural and bureaucratic barriers demonstrated a significant impact on causal conditions, with a coefficient
of 0.625. The causal conditions, in turn, had a moderate but significant effect on health-oriented leadership,
with a coefficient of 0.391.

The coefficient of determination (R?) for the dependent variable was calculated as 0.391, indicating that
approximately 39.1% of the variance in health-oriented leadership was explained by the independent variables
in the model. All path coefficients were statistically significant at the 95% confidence level, as indicated by t-
values exceeding the critical threshold.

The measurement model also showed strong factor loadings for all indicators, confirming the validity of the
constructs. The results demonstrated that the indicators related to awareness and training had particularly high
loadings, highlighting their importance in measuring the corresponding latent variable. Similarly, the indicators
associated with structural and bureaucratic barriers were found to be reliable and valid measures.

Discussion and Conclusion

The findings of this study highlight the critical role of both human and structural factors in shaping health-
oriented leadership within public sector organizations. The strong influence of awareness and training
underscores the importance of investing in human capital development as a foundation for effective leadership.
Leaders who possess the necessary knowledge and skills are better equipped to create supportive work
environments and address employees’ needs, thereby enhancing organizational performance.

At the same time, the significant impact of structural and bureaucratic barriers indicates that organizational
context plays a crucial role in enabling or constraining leadership effectiveness. Even highly competent leaders
may face challenges in implementing health-oriented practices if organizational structures are rigid or
inefficient. Therefore, addressing these barriers is essential for creating conditions that support effective
leadership.

The mediating role of causal conditions further emphasizes the complexity of the relationships between
variables. It suggests that the effects of training and structural factors are not direct but operate through broader
organizational conditions. This finding highlights the need for a holistic approach to leadership development

that considers both individual competencies and organizational context.



Overall, the study contributes to the existing literature by providing a comprehensive model of the causal
factors of health-oriented leadership. It offers practical insights for policymakers and organizational leaders
seeking to enhance leadership effectiveness and promote employee well-being. By integrating organizational
behavior knowledge with leadership practices, organizations can create healthier and more productive work

environments, ultimately achieving sustainable success.
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