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ABSTRACT 
 

 The purpose of this study is to investigate the impact of Learning organisational 

culture on the growth of intrapreneurship in the healthcare sector of the Pakistani 

economy. The survey research design was used in this study, which involved 

administering a structured questionnaire to staff of four hospitals in the city of Islamabad. 

The study's sample population consisted of 5825 physicians and nurse practitioners. It 

was determined that a sample size of 359 was appropriate using the Raosoft sample size 

determination technique. Intrapreneurship growth in the healthcare industry in Pakistan is 

favourably and significantly influenced by learning organisational culture, according to 

the findings of this study. A second finding of the study was that, intrapreneurship growth 

in the healthcare industry in Pakistan is highly affected by organisational norms and 

shared values, with coefficient and probability values of (𝛽1 = 0.908, 𝑝 < 0.05) and 

(𝛽2 = 0.967, 𝑝 < 0.05), respectively. It was discovered that organisational culture 

variables are responsible for 71.9 percent of the variation in intrapreneurship growth, 

according to the adjusted coefficient of determination (adj. R squared). As a result, it is 

concluded that corporate learning culture has a substantial impact on the growth of 

intrapreneurs. In order to foster the growth of intrapreneurship within their organisations, 

it is recommended that healthcare sector should strengthen their organisational norms as 

well as their corporate shared values. 
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1. INTRODUCTION 
 

 The term Intrapreneurship has sparked a great deal of debate in the research 

community in industrialised, emerging, and developing economies. An example of 

intrapreneurship is the development of entrepreneurs inside a company who are used as 

tools to achieve strategic corporate objectives. Gursoy (2016) relates that, the expansion 

of intrapreneurship activities inside a business has the potential to improve the overall 

performance of the firm. A natural extension of social entrepreneurship, "Health Care 

Intrapreneurship" focuses on and inside health care business, and it encourages people of 

the community to take on the role of change agents for the health care system. 
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Intrapreneurs in the healthcare sector (who, by definition, works for health care) engages 

intrapreneurial ideologies to improve the supply and administration of health care, with 

the prime goal of cultivating patient care along the scope of access, quality, and cost. This 

is similar to the social entrepreneur, who employs entrepreneurial philosophies to fashion 

and accomplish endeavors in order to solve a social problem. Secondary objectives 

include the advantages to health-care professionals and institutions as well as benefits to 

industry, governments, and the economy as a whole. 
 

 Intrapreneurs are the agents of change in the health care system. As transformation 

managers, intrapreneurs are assigned to enhance the conveyance and supervision of 

health care services while refining patient care by supplying and imparting extensive 

access to value and affordability. Even with its complexities, great deal of hindrances and 

increasing competition, health system pathway involves work in partnership across the 

ecosystem. The health care ecosystem has an sprawling extent, which is why 

collaborative intrapreneurial energies, extending across organizations, can epitomize an 

exemplar shift in health care’s future. The bolder organizations seize the chance to 

synergizing. Innovators (pharmaceuticals) align next to industry regulators (Food and 

Drug Administration), with providers (doctors, medical groups and hospitals) squeezed 

beside payors (insurance companies); all living an uneasy co-existence. 
 

 The authors of McDowells (2017) contend that intrapreneurship is together a cultural 

and a behavioural design that may assist firms in maintaining or increasing their 

competitive edge in a constantly changing commercial and economic environment. The 

course through which workers are enabled to execute, develop, and uncover novel 

business prospects plus to produce commercial value in health centres is defined by Bau 

and Wagner (2015) as intrapreneurial behaviour of an institution. Organizational culture 

is a structure of common norms, beliefs, and values that determines how individuals act 

in groups of people inside companies (Odor, 2018; Alvesson, 2013). Scholars such as 

Moriano, Molero, Topa and Levy (2014), Webb (2013), Otsu (2016), McDowells (2017), 

Odor (2018), and Blanka (2018) conducted research on the notions of learning 

organisational culture and intrapreneurship development in seclusion from one another. 

According to their results, learning organisational culture has a substantial effect on an 

organization's performance, and intrapreneurship has a major influence on an 

organization's ability to be creative. But the majority of the research was carried out in 

developing as well as established countries, and the majority of the research looked at the 

concepts intrapreneurship and organisational culture in isolation from one another. It is 

via this study that the research gap is filled by linking the two notions that have 

historically been addressed independently. This study also seeks to examine the 

relationship between learning organisational culture (as measured by organisational 

learning norms and shared values) and intrapreneurship growth in Pakistan, taking into 

account the economic, social, cultural and political variances that exist between Pakistan 

and advanced economies, and also the scarcity of alike research in Pakistan. 

 

2. LITERATURE REVIEW 
 

 Within the context of corporate innovation, intrapreneurship is primarily concerned 

with the characteristics of intrapreneurial persons as well as the methods of leveraging 

these individuals to achieve corporate innovation. Individual champions, according to 
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Dauber et al. (2012), are often engaged in the process of organisational innovation. Those 

people are employed by the organisation and are in charge of the organization's creative 

initiatives. Rather than being driven by organisational procedures, Blanka (2018) 

contends that people are responsible for recognising new opportunities. Intrapreneurship 

is distinguished from the idea of corporate entrepreneurship by the presence of an 

individual component. Pinchot's work provided the inspiration for the term 

"intrapreneur," which was coined in 1982. (1985). It is used to refer to personnel who are 

self-starters. This refers to the entrepreneurial activity that take place inside a company. 

Pinchot (1985) as a blend of two notions, proposed the idea of intrapreneurship as an 

amalgamation of the thoughts of entrepreneur and intracorporate. Pinchot also mentioned 

that intrapreneurs are those who transform ideas into reality inside an organisation. There 

are three key dissimilarities between intrapreneurs and entrepreneurs, according to 

Baruah and Ward (2015), which are as follows: intrapreneurs are able to take advantage 

of the company's already-existing resources; they function within organisations; and they 

work within hospitals that previously have their own structures and policies. When we 

talk about corporate entrepreneurship. Here entrepreneurial actions of corporate entities 

are referred. The notion of intrapreneurship is strongly associated with the concept of 

corporate entrepreneurship, however the two concepts are not synonymous (Moriano et 

al., 2014). Employees' intrapreneurial behaviour, according to Rigtering and Weitzel 

(2013), is a significant distinguishing feature between intrapreneurship and corporate 

entrepreneurship. They argue that Corporate entrepreneurship, can be thought of as an 

innovative development originated from the top-down within an organisation, whereas 

intrapreneurship can be thought of as a bottom-up method linked to the intrapreneurial 

behaviour of employees. An archetype of an intrapreneur is introduced by Kuz (2010). 

This prototype describes a set of characteristics that individuals who are intrapreneurs 

should possess. These characteristics include progressive extensive network building 

capabilities, emotional intelligence and the ability to work in several organizational areas, 

ranging from product growth to business development, strategy building and market 

investigation. Accordingly, intrapreneurs have a built-in inclination to encourage the 

growth of other intrapreneurs if they are given the authority inside the business to do so. 

With leader intrapreneurs, they naturally gravitate toward hiring more intrapreneurial 

persons or assisting in the creation of new intrapreneurs from among the current 

organisational members via inclusion in their job and a network-based strategy of 

inclusion and networking (Blanka, 2018). Using the model of enabler intrapreneurship, 

Kuz (2010) proposes behaviours sets that may be used to promote the development of 

intrapreneurship inside a company. The paradigm begins with the assumption that some 

people exist who possess intrapreneurial qualities, and that these persons should be used 

as change managers to accelerate the creation and evolution of intrapreneurship in 

organisations. Value proposition conception, idea supporter positions, facilitating 

innovation networks, exploitation of technology intersections, culture change agency, 

supporting workforce creativity, and intrapreneur resource development are the seven 

components that make up this collection of behaviours (Kuz, 2010). Intrapreneurship has 

also been studied as a phenomena that occurs at the level of a team. Teams serve as a 

core unit for the development of new enterprises because they bring together a pool of 

people with a diverse range of skills and expertise, therefore serving as an interface for 

the emergence of new initiatives. And especially in a hospital setting, teams are essential 

part of operations. Teamwork is commonly used as a strategy for strengthening 
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organizational-wide collaboration, promoting idea exchange, and, as a result, establishing 

an atmosphere conducive to the growth of intrapreneurs (Blanka, 2018; Eesley and 

Longenecker, 2006). 

 

3. LEARNING ORGANIZATION CULTURE 
 

 It is a set of common conventions, beliefs and values, that determines in what way 

people act in a certain company, according to the dictionary definition. These shared 

values have a significant impact on the doctors as well who work in the hospitals, 

dictating how they behave, dress, and carry out their responsibilities (Odor, 2018). Being 

that learning organisational culture plays such a significant role in the success of hospital 

departments, it should come as no surprise that purposeful and planned culture reform 

activities are becoming more common in health care contexts. The introduction of new 

management tools and trends to steer organisational development occurs on a regular 

basis, and staff use these tools and trends persistently in order to make their hospitals 

more effective, inventive, and competitive. Alvesson and Sveningsson, (2008); Odor, 

(2018) believed that generally organizational culture is regarded as a critical component 

of all organisational transformation processes as well as the ability to innovate inside a 

health care facility. According to Yildiz (2014), learning organisational culture is 

strategically crucial to intrapreneurship since it has an impact on the organization's 

process, which improves the firm's existence and performance. Paunovic and Dima 

(2014) investigated the impact of learning organisational culture on corporate 

entrepreneurship with the goal of determining if learning organisational culture has an 

impact on intrapreneurship in the hospital workplace. Their findings suggested that 

businesses are finding it increasingly difficult and challenging to maintain and grow 

competitive advantages over a longer period of time. They also suggested that large 

corporations are feeling the compression of constant change while also besieged to 

overcome the damage done in the recent past, which they described as "turbulent 

business environment." The corporate strategies that are based on passive adaptation to 

change are increasingly being replaced by proactive strategies that are based on 

innovation intervention, which involves the deployment of various types of 

intrapreneurship in different sectors. 
 

 Considering intrapreneurship a cultural type of innovation and sustained competitive 

advantage, McDowells (2017) asserts that intrapreneurial actions inside a business differs 

depending on the perspective and motivation of employees. 

 

4. THEORETICAL REVIEW 
 

 Numerous theories have related entrepreneurial qualities, such as entrepreneurial 

enthusiasm to personality, treating them as though they were permanent features of 

individuals (Cardon, 2009). Individual characteristics such as, a desire for autonomy and 

achievement, the ability to take risks, intrinsic motivation, goal orientation and control 

are frequently cited as being favourable for the development of intrapreneurial behaviour 

and are often referred to as entrepreneurial characteristics (Nassif, Hashimoto and 

Amaral, 2014; Dauber et al., 2012). The theory of organisational perspective and the 

theory of planned behaviour are the primary emphases of this research. It is based on 

rational models in which judgments are made built on the probability of alternative 
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outcomes that the theory of planned behaviour is founded. According to the idea, 

behaviour is a result of three elements: beliefs about the qualities of an item, the intensity 

with which these beliefs are held, the appraisal of the features (whether they are good or 

bad), and additionally also the confidence with which a person feels about himself or 

herself (Antoncic, 2003). Using this theory, it is possible to study contextually dependent 

individual behaviour via the use of a collection of psychological human cognitions 

(Antoncic, 2003). In addition to resonating with people' non-rational, emotive aspects, 

organisation viewpoint theory fosters a feeling of collective membership and belonging 

that is a universal human quality (Antoncic, 2003). Organizational theory is founded on 

three viewpoints, which are the modern, the symbolic interpretative, and the post-

modern, which are all interconnected. When it comes to the administration of an 

organisation, the viewpoints take a very different approach to each other. Modernists are 

objectivists who place a strong emphasis on the actuality of knowledge, which is 

constructed on the basis of conceptualization and theorization. As an example, consider 

the fact that a company's capacity to create profits is dependent on the CEO's capability 

to make sound judgments when capitalizing on the money of the business. Profit and loss 

are two ways in which the outcomes of activities may be quantified, and they can also be 

measured directly. The same argument is valid for health care facilities as well, since they 

operate to do business. 

 

5. METHODOLOGY 
 

 The survey research design was used in this study. This helps the researcher to 

acquire the pertinent data required for the investigation. Considering that there were a big 

number of people that participated in the research, a survey design was chosen as the 

most appropriate. A survey study approach was also used in related investigations (Findik 

and Altindag, 2017; Brigic and Umihanic, 2015). The population of this study was 4 

Public Hospitals which were PIMS Hospital, Holy Family Hospiatl, District headquarters 

hospital, Benazir Bhutto Hospital and 4 Private Hospitals which were Shifa Hospital, 

Maroof Hospital, Fazaia Hospital, and Kulsoom International Hospital, with a total of 

5825 employees (Nursing Staff and Doctors). The aggregate sample for this research was 

calculated using the Raosoft sample estimator programme, which is based on normal 

distribution with an error margin of 5 and a 95 percent significant level of significance. 

The sample considered was 359 staff and doctors in all. In order to gather data for the 

research, a structured questionnaire was used as the primary tool. To collect information 

from the target respondents, a 7-point Likert scale was employed, with the numbers 

ranging from 1 (minimum) to 7 (maximum). The Content Validity Index (CVI) is used to 

evaluate the research instrument’s validity. CVI was calculated and found to be 0.84, 

indicating that the study instrument is valid. To determine the dependability of the 

research instrument, a pilot study was done to test it out. The instrument was given to 30 

staff members of the Hospitals twice during a two-week period. The result of the pilot 

research was correlated with the outcome of the second, and a Cronbach alpha of 0.801 

was achieved, indicating that the instrument (questionnaire) is dependable, as shown by 

the correlation. 
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6. MODEL SPECIFICATION 
 

 INTRGRO = β0 + β1 (ORGLNORMS) i + β2 (ORSHVAL) I + µi 
 

where; INTRGRO = Intrapreneurship Growth  

 ORGLNORMS = Organizational Learning Norms  

 ORSHVAL = Organization Shared Value  

 β1, β2, are the coefficient estimators, whereas β0 is the constant term. 

 

7. STATEMENT OF HYPOTHESIS 
 

 Keeping with the study's aims, the following research hypotheses were investigated in 

this study:  
 

Ho1: Organizational learning norms significantly impacts intrapreneurial growth in 

public and private hospitals in Pakistan.  

Ho2: Organizational shared values significantly impacts intrapreneurial growth in 

public and private hospitals in Pakistan. 

Ho3: Organizational learning culture elements significantly impacts intrapreneurial 

growth in public and private hospitals in Pakistan 
 

 Because all measures of learning organisational culture are predicted to have a 

positive association with the development of intrapreneurship, it follows that there will be 

a positive relationship between learning organisational culture aspects and 

intrapreneurship growth in the given model. The model was tested using categorical 

regression, which was carried out with the help of STATA version 12. 

 

8. FINDINGS AND DISCUSSION 
 

 In accordance with the findings shown in Table 1, both organisational learning norms 

and organisational shared values have a favourable and statistically significant impact on 

the development of intrepreneurship. The F-statistics (47.89*0.000) reveal that factors of 

learning organisational culture have a positive and statistically significant impact on the 

development of intrapreneurship. According to the modified R square, learning 

organisational culture components are responsible for 77.9 percent of the variance in 

intrapreneurship development in health care facilities. The hypotheses numbered 1, 2, and 

3 are therefore acknowledged as valid. 

 

Table 1 

Result for Categorical-Regression 

Variables Coefficient Fc P-Value 

Dependent Variable - Intrapreneurship Growth 

Independent Variables 

Organizational  

Learning Norms 
0.908* 3.989 0.000 

Organizational  

Shared Value 
0.967* 4.123 0.000 

R square = 
Adjusted R 

square = 0.779 
 

F Stat 

= 47.89 (0.000) 
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9. CONCLUSION AND RECOMMENDATIONS 
 

 An exploratory survey methodology was used to investigate the relationship between 

learning organisational culture (as measured by organisational learning norms and 

organisation shared values) and the emergence of intrapreneurship in eight chosen public 

and private hospitals. The results demonstrated that there is substantial impact on the 

growth of intrapreneurship in public and private hospitals in Pakistan. Furthermore, the 

findings of the study revealed that organisational learning norms and organisational 

shared values have a significant impact on intrapreneurship growth with coefficient and 

probability values of 0.908(0.000) and 0.967(0.000), respectively. This further 

demonstrates that the organisational norm has the greatest influence on the emergence of 

intrapreneurship. When the adjusted coefficient of determination (adj. R squared) was 

calculated, it was shown that factors of learning organisational culture account for 77.9 

percent of the variance in intrapreneurship development. According to the findings of the 

research, organisational learning norms and organisational shared values are the most 

important factors of learning organisational culture that contribute to the development of 

intrapreneurship. As a result, the researchers came to the conclusion that corporate 

culture has a substantial impact on the development of intrapreneurs. It is advised that 

public and private hospitals work together to strengthen their organisational learning 

norms as well as their organisational shared values in order to foster the development of 

intrapreneurship inside their respective organisations. 
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