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Abstract. This study investigates the relationship between transformational leadership and the adoption of a learning organization culture.
Specifically, it aims to answer the following questions: How does transformational leadership influence the adoption of organizational
learning? Which dimensions of transformational leadership are most critical in fostering a learning culture? And what are the mechanisms
through which transformational leadership creates a learning-oriented environment? A quantitative research methodology was employed,
using a survey to collect data from a sample of academicians. The Multifactor Leadership Questionnaire (MLQ) and the Organizational
Learning Scale (OLS) were used to measure the study variables. Data analysis was conducted using SPSS. The findings revealed a significant
positive correlation between transformational leadership and organizational learning. Notably, the dimensions of intellectual stimulation and
individualized consideration played a crucial role in enhancing employees' learning behaviours. These results support previous theories
linking transformational leadership to organizational learning. This study contributes to the existing literature by providing empirical
evidence on the positive impact of transformational leadership on organizational learning. The findings suggest that leaders can foster a
learning culture by inspiring their followers, encouraging intellectual stimulation, and providing individual support. The study's implications
for practice include the need for organizations to invest in developing transformational leaders and creating learning-oriented environments.
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1. INTRODUCTION

Transformational leadership is one of the most important concepts that have attracted the attention of
researchers in the field of management and organization in recent decades. It represents a leadership style that
aims to inspire and change individuals and organizations and motivate them to achieve higher and more
ambitious goals. In light of the rapid changes in the global business environment, it has become necessary for
organizations to adapt to these changes and build a culture of continuous learning to ensure their survival and
competitiveness. (Udin, 2023), The importance attached to organizational learning is increasing as a critical
element in the success of organizations. Through continuous learning, organizations can develop their
capabilities and skills, innovate their products and services, and adapt to environmental changes.

This study aims to investigate the relationship between transformational leadership practices and the
adoption of a culture of organizational learning within organizations. Specifically, the study seeks to answer the
tfollowing questions:

e What is the relationship between transformational leadership practices and the adoption of the concept of
organizational learning in organizations? Is there a positive relationship between the level of application of
transformational leadership and the degree of adoption of the concept of organizational learning?

e  Which dimensions of transformational leadership play a more important role in promoting organizational
learning? How does transformational leadership contribute to building a learning culture within the
organization?

e  What are the mechanisms used by transformational leadership to create an environment that encourages
continuous learning and innovation? How does transformational leadership contribute to changing the
prevailing beliefs and values in the organization to support learning?

e What are the factors that affect the impact of transformational leadership in building learning
organizations? Are there other organizational or environmental factors that affect this relationship? And
what are the challenges facing transformational leaders in building learning organizations?

The importance of this study lies in the fact that it contributes to a deeper understanding of the mechanisms
that link transformational leadership and organizational learning, which enables organizations to develop more
effective strategies to enhance learning and innovation. The results of this study will also help leaders develop
their leadership skills and adopt practices that stimulate continuous learning.

The study expects a positive relationship between transformational leadership practices and the adoption of
an organizational learning culture. It also assumes that dimensions of transformational leadership, such as
inspirational motivation and intellectual stimulation, play a crucial role in enhancing organizational learning.

A research methodology based on a questionnaire will be used to collect data from a sample of employees.
The data will be analyzed using descriptive and inferential statistics programs to determine the relationship
between the various variables.

The results of this study are expected to contribute to the development of theories related to transformational
leadership and organizational learning and provide practical guidance for practitioners in the field of management
and organizational development. The research concludes with a review of the findings of the study and the areas
that are available for further research.
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2. LITERATURE REVIEW

Transformational leadership is one of the most important factors that atfect the performance and success of
organizations. Many studies have focused on the role of transformational leadership in enhancing organizational
learning. This literature review aims to review previous research that addressed the relationship between
transformational leadership and organizational learning and to identify knowledge gaps in this area. The review
will focus on analyzing the different dimensions of transformational leadership and the mechanisms of its impact
on the adoption of a learning culture in organizations. It will also discuss the factors that affect this relationship,

such as the size of the organization and organizational culture. The main topics of the theoretical aspect include:

2.1. Transformational Leadership

Transformational leadership is one of the most important concepts that have attracted the attention of
researchers in the field of management and organization in recent decades. It represents a leadership style that
aims to inspire and change individuals and organizations and motivate them to achieve higher and more
ambitious goals. In this section, we will learn about the roots of this concept and its historical development while
highlighting the most prominent researchers who contributed to its formulation and development.

The emergence of the concept of transformational leadership dates back to the mid-twentieth century.
Researchers began to wonder about the factors that distinguish successful leaders from others. In this context,
the importance of the role played by the leader in motivating and inspiring subordinates and exceeding the
traditional goals of the organization emerged (Khanin, 2007; Burns, 1978; Burns, 2003; Burns, 2012; Riggio et al,,
2004; Bass, 1985). The most prominent researchers and their contributions:

e James MacGregor Burns is considered one of the most prominent pioneers of the concept of
transformational leadership. In his book (Leadership) in 1978, he presented a comprehensive definition of
transformational leadership. He focused on transformational leaders raising the level of awareness among
subordinates and motivating them to achieve common goals.

e Bernard Bass: Bass developed a comprehensive model of transformational leadership and identified four
main dimensions: idealized influence, inspirational motivation, intellectual stimulation, and empowerment.
He contributed significantly to the generalization of the concept of transformational leadership and its
application in various fields (Bass & Riggio, 2006; Bass, 1985).

e Abraham Zaleznik Zaleznik presented a unique vision of leadership, as he considered transformational
leaders to be artists who create a new reality through their vision and creativity. This perspective has
influenced our understanding of the creative role of leadership in organizations (Zaleznik, 2004).

Over the past decades, the concept of transformational leadership has witnessed significant developments as
its scope has been expanded and applied to various types of organizations and fields. The most prominent of these
developments are:

e Linking transformational leadership to organizational culture: Some studies focus on the relationship
between transformational leadership and building a positive organizational culture that supports learning
and innovation (1996 (Den et al.,.

e The role of transformational leadership in change management: The importance of transformational
leadership in managing complex change processes in organizations has been emphasized (Jamshidian &
Yazdanshenas, 2008).

e Application of transformational leadership in various fields: Transformational leadership has been applied
in fields such as education, health care, and the nonprofit sector (Bose & Haque, 2021; Duressa & Asfaw,
2014; Esquilin, 2018; Sunaengsih et al., 2021).

Therefore, studying transformational leadership is of great importance for several reasons (Sun & Anderson,
2012; Zefeiti & Mohamad, 2015; Bass & Riggio, 2006):

e Better understanding of effective leadership: Studying transformational leadership helps us understand the
tactors that contribute to the success of leaders and achieve positive results for organizations.

e Developing leaders: The principles of transformational leadership can be used in designing training
programs to develop leaders' skills and raise their efficiency.

e Building more effective organizations: Organizations that adopt the principles of transformational
leadership can achieve better performance and achieve their strategic goals.

Therefore, transformational leadership is considered one of the most important contemporary theories in the
field of management and organization, and this theory has developed significantly over the years, as many
researchers have contributed to its formulation and development. Understanding the roots of this theory and its
development helps us appreciate its importance and role in building more eftective and innovative organizations.

2.1.1. Definition of Transformational Leadership

Researchers have provided many definitions of transformational leadership, but they all agree that
transformational leadership is more than just business management; it is rather a deep human interaction. The
most prominent of these definitions are: James MacGregor Burns believes that transformational leadership is a
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process that occurs when one or more people engage with others in a way that enables leaders and followers to
raise each other to higher levels of ethics, motivations, and behaviours (Burns, 2012). Bernard Bass presented a
comprehensive model of transformational leadership, focusing on four main dimensions, which are ideal influence,
inspirational motivation, intellectual stimulation, and empowerment (Bass & Riggio, 2006). Abraham Zaleznik
believes that transformational leaders are artists who create a new reality through their vision and creativity
(Zaleznik, 2004). Al-Husseini et al. (2021) explained that transformational leadership is an important and
influential factor in innovation and knowledge management systems. Similarly, (Rafique et al. 2022) research
revealed that transformational leadership positively affects employee engagement, knowledge sharing, and
creating an environment of trust.

Therefore, transformational leadership can be defined as a leadership style that aims to inspire and change
individuals and organizations and motivate them to achieve higher and more ambitious goals. This leadership is
characterized by the leader's ability to transform his vision into a tangible reality by involving and developing the
capabilities of his subordinates.

As for the main dimensions of transformational leadership, they are represented by the following (Tari et al,,
2023; Karimi et al., 2023):

e Vision and inspiration: This dimension is represented by the leader's ability to ignite the spark of
enthusiasm and optimism in subordinates, instil a clear vision for the future, and motivate them to make the
utmost efforts to achieve goals.

e Individual motivation: This dimension focuses on the leader's interest in his subordinates, appreciating
their efforts, and providing them with support, which increases their sense of importance and belonging.

e Trust and appreciation: The transformational leader encourages critical and creative thinking among
subordinates and supports them in proposing new ideas and solving problems in innovative ways.

e Individual growth: The transformational leader is a good role model for his subordinates and is
characterized by integrity and high ethics, which inspires them to follow his example and strive for
perfection.

Both (Kilag et al., 2023 Pratiwi & Amini, 2023 Alanazi et al., 2023 Wibowo et al., 2023 Al Amin et al., 2023)
point to the importance of transformational leadership in its ability to achieve positive change, as
transformational leadership contributes to achieving radical changes in organizations, by motivating individuals
to adopt new ideas and develop themselves. Enhancing innovation and creativity, as transformational leadership
encourages thinking outside the box, creates a work environment that stimulates innovation and creativity.
Increased job satisfaction and productivity, as well as the sense of belonging and appreciation provided by the
transformational leader, leads to increased job satisfaction among employees, which is positively reflected in their
productivity. Transformational leadership also helps build strong relationships based on trust and mutual respect
between the leader and his subordinates. Therefore, transformational leadership is an effective leadership style
that contributes to achieving organizational success in the long term; by understanding its main dimensions and
applying its principles, leaders can transform organizations into stimulating and innovative work environments.

2.1.2. Transformational Leadership Models

Transformational leadership is one of the most important concepts that has attracted the attention of
researchers in the field of management and organization. Many researchers have contributed to developing
different theoretical models to describe and explain this leadership style. In this section, we will discuss in detail
some of the most prominent of these models, focusing on the Prince and Prince models and the Bass and Baum
models.

e Prince Model (Bruns, 1978): James Burns is considered one of the first researchers to address the concept of
transformational leadership in depth. In his book Leadership, Burns provided a comprehensive definition of
transformational leadership and focused on the ability of transformational leaders to raise the level of
awareness among subordinates and motivate them to achieve common goals. The main points in Burns'
model are:

1) Interaction between the leader and the subordinate: Burns believes that transformational leadership is a
process of interaction between the leader and subordinates, where the leader seeks to inspire and change
subordinates. In contrast, subordinates seek to achieve self-realization through achieving the organization's
goals.

2) Raising awareness: The transformational leader aims to raise awareness among subordinates about
important issues and motivate them to think critically and creatively.

3) Achieving common goals: The transformational leader focuses on building a common vision between him
and his subordinates and motivating them to work together to achieve this vision.

e Bass & Avolio Model (1994): Bernard Bass and Bruno Avolio developed a comprehensive model of
transformational leadership, where they identified four basic dimensions of this leadership style:

1) Idealized influence: This dimension represents the leader's ability to gain the respect and appreciation of
subordinates and act as a good role model for them.
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2) Inspirational motivation: This dimension focuses on the leader's ability to motivate subordinates and
encourage them to do their utmost to achieve goals.
3) Intellectual stimulation: The transformational leader encourages critical and creative thinking among
subordinates and supports them in proposing new ideas and solving problems.
4) Empowerment: The transformational leader gives subordinates the confidence and authority to make
decisions and supports them in developing their skills and abilities.
In addition to the Prince and Prince models and the Bass and Wavelio models, many other models have
addressed transformational leadership from different angles, such as:
1) Ethical leadership model: This model focuses on the importance of ethics and values in transformational
leadership (Jamobawo, 2018).
2) Values-based leadership model: This model links transformational leadership to the organization's values
(Kusakci & Busatlic, 2022.(
3) Creative leadership model: This model focuses on the role of transformational leadership in stimulating
innovation and creativity (Zurai, 2017).
Studying transformational leadership models is of great importance in understanding this leadership style and
applying it effectively in various fields. By understanding these models, leaders can develop their leadership skills,
improve the performance of work teams, and build more effective and innovative organizations.

2.1.3. The Mechanisms Through Which Transformational Leadership Works

Transformational leadership is a leadership style that aims to motivate and develop employees and transform
them into cohesive team members to achieve the organization's goals. This leadership works through several
main mechanisms, which are (Choi et al., 2017; Lehmann et al., 2015; Nohe & Hertel, 2017):

1) Inspiration and influence: The transformational leader inspires his team with a clear vision for the future
and becomes a role model.

2) Individual motivation: The leader appreciates the achievements of employees and encourages them to
develop.

3) Creative thinking: The leader encourages thinking outside the box and innovation.

4) Building trust: The leader builds relationships based on trust and mutual respect.

5) TFocusing on collective goals: The leader works to unify the team's efforts to achieve common goals.

The result of these mechanisms will be increased employee satisfaction, higher levels of commitment to work,
improved performance and productivity, and the creation of a positive work environment. Transformational
leadership makes employees feel that they are an important part of the organization and motivates them to do
their best to achieve success (To et al., 2015; Yasin et al., 2013).

2.2. Organizational Learning

Organizational learning is a continuous process that includes organizations acquiring and developing
knowledge and applying this knowledge to improve their performance and adapt to environmental changes. It is
not just an individual process but rather a collective process that includes all members of the organization and its
different levels. Definitions of organizational learning vary, but they all agree on the essence of this process,
which is the organization's ability to learn and develop (Nimran et al., 2024; Inthavong et al., 2023).

Argyris and Schon describe organizational learning as the process of discovering and correcting errors, the
process in which the organization seeks to develop its knowledge through individuals seeking to build their
knowledge through the relationships that link behaviour and actions to results (Gijbels & Spaenhoven, 2021;
Mitchell & Larry, 2021). Senge sees the organizational learning process as the continuous testing or review of
managerial experiences and transforming them into knowledge that the organization can obtain and use for its
main purposes (Sajek, 2019; Gusmao et al., 2018). Huber defines organizational learning as the correct processing
of acquired information that accompanies or results in a change in the organization’s behavior (Garmaki et al,,
2023, Grossan et al., 1995). Organizational learning is of great importance in achieving sustainable success for
organizations because it contributes to (Argote et al., 2021; Antunes & Pinheiro, 2020; Liethwood et al., 2021,
Bianchi & Testa, 2022):

1) Increasing competitiveness: by developing new products and services and improving their quality.
Improving performance: by leveraging knowledge to improve processes and procedures.

SN oY

NS
SEZSE

Increasing innovation: by encouraging new ideas and turning them into reality.
Responding to changes: through the ability to adapt to environmental and organizational changes.
Enhancing team spirit and teamwork: by exchanging knowledge and experiences.
Therefore, organizational learning is a vital process that contributes to the development of organizations and
achieving their strategic goals.

Organizational learning is considered the basis for achieving institutional excellence and sustainability. Its
importance lies in the organization's ability to adapt to rapid changes in the surrounding environment, improve
its continuous performance, and the multiple dimensions of organizational learning that contribute to achieving
this goal, the most important of which are (Smere, 2017; Crossan 2003; Santos et al., 2012; Sony & Naik, 2012;
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Oh & Ha, 2020; Ivaldi et al., 2022): 1. Learning culture: In a learning culture, a spirit of inquiry prevails, where
everyone is encouraged to ask questions and inquire about everything around them, an atmosphere of openness to
new ideas prevails, and individuals exchange their opinions freely without fear of criticism. Leaders are the first
supporters of this quality, as they encourage continuous learning and provide everything necessary for this. 2.
Learning from mistakes: In an environment that promotes learning from mistakes, mistakes are not viewed as a
catastrophic failure but rather as gateways to growth and development. Instead of hiding mistakes or placing
responsibility on a specific individual, they are turned into valuable opportunities for learning and development.
Each mistake is carefully analyzed to uncover the root causes that led to it, and then appropriate solutions are
proposed to avoid its recurrence in the future. Not only that but the lessons learned from these mistakes are
shared with all team members to ensure that everyone benefits from them and avoids making the same mistakes.
In this way, the organization becomes more flexible and able to learn and develop. 3. Innovation and renewal: In
an environment that encourages innovation, new ideas flow like a waterfall, and individuals feel completely free
to share their creative ideas, no matter how strange or unconventional they are. All the support and resources
necessary to transform these ideas into a tangible reality are provided, whether financial or human resources. Not
only that but individuals are encouraged to take risks and discover, as mistakes are a natural part of the
innovation process and an opportunity to learn and develop. In this way, the organization turns into an
environment that nurtures creativity, where new ideas flourish and turn into innovative products and services
that contribute to the organization's advancement. Adopting these three dimensions of organizational learning is
a long-term investment in the organization's success, as it contributes to building a flexible organization capable
of adapting to continuous changes (Argote et al., 2021).

2.2.1. Organizational Learning Models

1) Argyris and Schon model: This model focuses on the importance of learning through discovering and
correcting mistakes. Argyris and Schon believe that individuals in organizations often adopt defensive
patterns that prevent them from admitting their mistakes and learning lessons from them. Therefore, the
model emphasizes the importance of creating a safe organizational environment that allows individuals to
freely express their opinions and concerns and thus learn from mistakes and develop themselves and the
organization (Auqui-Caceres & Furlan, 2023).
Senge model: Senge presents in his book "The Glorious Fifth" a comprehensive model of organizational
learning based on five main dimensions (Lau & Mackechnie, 2023):
Shared vision: The existence of a clear and shared vision among all members of the organization.
Personal learning: Developing individuals' capabilities and skills.
Mental model: Challenging assumptions and preconceptions.
Professional competence: the ability to work effectively in teams.
Systemic thinking: seeing the organization as an interconnected whole.
Griffin's model: Griffin divides organizational learning into five stages (Ramos & Ellitan, 2023):
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Realization: realizing the need for change.

Initiation: starting the change process.

e Diffusion: spreading new knowledge throughout the organization

e Deepening: integrating new knowledge into processes and systems.

e Transformation: transforming the organization into a learning organization.

The theoretical models of organizational learning are valuable tools to help organizations build a strong
learning culture and achieve excellence. Each model offers a unique perspective that organizations can leverage to

develop their learning strategies.

2.2.2. Factors Affecting Organizational Learning
The factors affecting organizational learning can be divided into two main factors (Inthavong et al., 2023;
Shaikh & Siponen, 2024; Nimran et al., 2024; Garmaki et al., 2023; Da'as et al., 2023; Rass et al., 2023; Zhang et

al., 2023):

2.2.2.1. Internal Factors: Including
1) Organizational culture: It includes the values, beliefs, and behaviours shared among the organization's

members. An encouraging learning culture contributes greatly to facilitating the learning process.
2) Organizational structure: It includes how work is organized, and responsibilities are instilled. A flexible

and flat structure encourages cooperation and communication between individuals.
3) Leaders and managers: They play a crucial role in encouraging learning and providing the necessary

support to employees.
4) Information systems: They help collect and analyze data and exchange knowledge among individuals.
5) Organizational resources: include financial and human resources that support the learning process.
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2.2.2.2. External Factors Include

Competitive environment: The ongoing competitive environment requires continuous learning and

development to survive.
Technological changes: Rapid technological changes require the development of skills and knowledge

among employees.

Economic changes: Economic changes affect organizations' strategies and learning capabilities.
Government regulations: Government regulations play a role in determining the work environment and

directing the behaviour of organizations.

The relationship between transformational leadership and organizational learning: Transformational

leadership is the cornerstone of building organizations capable of continuous learning and development. It plays a
crucial role in creating a stimulating environment for learning and encourages individuals to exceed their limits
and achieve the organization's goals (Udin, 2023; Purwanto et al., 2023; Soelton, 2023). How transformational
leadership affects the creation of a supportive environment for organizational learning through the mechanisms
of linking transformational leadership and organizational learning, as follows (Kim & Park, 2020; Begun et al,,

2020; Althnayon et al., 2022):

1)

Inspiring a shared vision: Setting a clear vision as the transformational leader contributes to formulating a
clear and inspiring future vision for the organization, which gives individuals a common goal to strive to
achieve. Linking individual goals to the organization's vision, as the leader, helps individuals understand
how their personal goals are related to the organization's vision, which increases their enthusiasm and
engagement in achieving it. By building trust and optimism through the leader's belief in his team's
capabilities and potential, he creates an atmosphere of trust and optimism, which encourages individuals to
take risks (Bakker et al., 2023; Bunjak et al., 2022).

Intellectual stimulation: By encouraging critical thinking, the transformational leader supports creative,
critical thinking among individuals and encourages them to ask questions and challenge the status quo.
They are providing continuous learning opportunities, as the leader offers a stimulating environment for
continuous learning by providing training courses and development programs. As well as learning about
new ideas, as the leader encourages the exchange of ideas and knowledge between individuals (Khan et al,,
2022; Sutanto et al.,, 2021; Saad, 2021).

Ideal influence: Including good example, as the transformational leader is considered a good example for his
individuals, as he practices the values and principles he calls for. He builds strong relationships based on
mutual respect and trust with his individuals, which creates an atmosphere of cooperation and teamwork. In
supporting personal growth, the leader encourages the development of individuals' skills and abilities,
which contributes to their professional and personal growth (Budur, 2020; Khan et al., 2020). 4- Personal
considerations: The transformational leader shows genuine interest in the needs and aspirations of each of
his members. The leader provides opportunities for training and development in line with the needs of each
individual. The leader gives individuals the authority to make decisions and responsibility for their actions
(Bakker et al., 2023; Jaroliya & Gyanchandani, 2022).

Framework of the study: The framework presented in Figure (1) presents the hypothesized relationship of
the current study between the independent variable (transformational leadership) and the dependent
variable (organizational learning). This study relied on the descriptive analytical approach. The theoretical
framework and literature review form the basis for the framework that links the independent variable to the
dependent variable, which led to the formulation of the following hypotheses:

Hypothesis ; H1: There is no significant correlation between transformational leadership and organizational learning.
H,_; There is no significant correlation between the dimension of vision and inspiration and organizational learning.
H,_; There is no significant correlation between the dimension of individual motivation and organizational learning.
H,_s There is no significant correlation between the dimension of trust and appreciation and organizational learning.
H,_, There is no significant correlation between the dimension of individual growth and organizational learning.
Hypothesis ;Heo: There is no significant effect of transformational leadership on organizational learning.

H,._, There is no significant effect of the dimension of vision and inspiration on organizational learning.

H,._, There is a significant effect of the dimension of individual motivation on organizational learning.

H,._; There is no significant effect of the dimension of trust and appreciation on organizational learning.

H,._, There is no significant effect of the dimension of individual growth on organizational learning.
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Figure 1: The hypothetical research models.

3. MYTHOLOGY
3.1. Research Design

Quantitative data were collected through questionnaires directed to a random sample of academics in (100)
universities in the (private academic education) sector. The MLQ scale was used to measure the dimensions of
transformational leadership (Multifactor Leadership Questionnaire - MLQ) is a commonly used research tool to
measure the dimensions of transformational leadership. This scale was developed by prominent researchers in the
field of leadership and aims to provide a reliable and validated means to assess the extent to which leaders
practice transformational leadership styles), according to the scale (Bass & Avolio, 1996). The OLS scale to
evaluate the variables and dimensions of organizational learning (Organizational Learning Scale - OLS) is a
research tool specifically designed to measure the level of organizational learning in organizations. This scale
aims to provide a clear picture of the organization's ability to acquire, develop and apply knowledge to improve
its performance), according to the scale (Goh & Richards, 1997). These sources were selected to ensure the
validity and reliability of the data collected. The following is a breakdown of the main points:

e Source of the scale: The items used to measure the variables (transformational leadership, organizational
learning) were taken from previously published studies.
e Specific sources: The exact studies in which these items were originally found were cited
e Reason for selection: The researchers selected these specific studies because they are considered reliable
sources in the field.
Purpose of selection: The goal was to ensure that the data collected using these measures would be accurate
and reliable.
In simple terms, this statement says that the researchers built their survey questions based on the work of

other researchers who had already developed reliable measures of these concepts.

Using online surveys certainly offers many advantages, such as speed and access to a large sample. However,
it also exposes us to some limitations related to response biases. These biases can significantly affect the validity
and reliability of the results we obtain. The most prominent biases in online surveys are sampling bias, social

desirability bias, and response bias. Ways to mitigate these biases include:

e Carefully design the survey: This includes asking clear and concise questions, ordering the questions
logically, and pretesting the study.

e Increase response rates: This can be achieved by personalizing invitation messages, emphasizing the
importance of the research, following up with participants, and making the survey available in multiple
languages or on different devices.

e Carefully analyze the data: Check the quality of the data and use appropriate statistical methods.

In addition, the use of open-ended questions allows participants to express their opinions freely. By
implementing these measures, we can reduce biases in the online survey and improve the quality of the collected

data.

3.2. Research Approach

The descriptive analytical approach was adopted in this study as it is the best method for studying the
relationship between transformational leadership and organizational learning. This approach was chosen for its
ability to describe and deeply analyze this relationship accurately. It contributes to testing the hypothesis that

transformational leadership positively affects organizational learning and institutional performance.
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In addition, in-depth interviews will be conducted with a smaller sample of leaders and employees to collect
qualitative data about their experiences and beliefs about transformational leadership and organizational learning.
Quantitative data will be analyzed using SPSS. This study is expected to reveal the relationship between
transformational leadership and organizational learning and identify the factors that aftect this relationship.

3.3. Population and Sample of the Study

To achieve fair representation, (114) questionnaires were distributed to senior and middle leaders in a number
of private colleges in Baghdad. (100) valid questionnaires were analyzed, providing a strong database for
analyzing the relationship between the studied variables. Table (1) shows the relative distribution of the sample
across the different colleges. The questionnaires were sent to the selected participants after conducting validity
and reliability assessments of the initial test of the prepared scale.

Table 1: Relative distribution of the sample by each college.

Colleges Distributed Forms Returned Forms Percentage
Hikmah University college 11 10 10
University of Dijlah 17 16 16
Al Salam University college 18 15 15
Al Mamoun University College 15 13 13
Al Nisour University College 15 10 10
Baghdad College of Economic Sciences University 8 7 7
Al-Turath University 14 14 14
Al-Hadi College 9 8 8
Al-Bani University College 7 7 7
total 114 100 100

4. DATA ANALYSIS

This study used SPSS and partial least squares structural equation modelling (PLS-SEM) on Smart Pls v.4 to
analyze the data and followed a two-stage strategy to analyze the measurement model and structural model,
respectively. The following main standards and techniques are used to estimate the external and internal role of
transformational leadership in enhancing organizational learning. In the first stage, unidimensionality, reliability,
convergent validity, and discriminant validity are considered. In contrast, in the second stage, the goodness of fit
and the scope of the research hypotheses are assessed (Lee and Chen, 2013).

4.1. Confirmatory Factor Analysis of Research Scales
4.1.1. Confirmatory Factor Analysis of Transformational Leadership

The transformational leadership model as an independent variable consists of four basic dimensions, namely
(vision and inspiration, individual motivation, trust and appreciation, and individual growth) with (12) questions.
Figure (2) shows the confirmatory structure of the scale. The values of the composite reliability coefficient and
the achieved Cronbach's alpha coefficient indicate that they are greater than 0.70, indicating that the scale has a
high level of internal stability and consistency. This data reflects the reliability of the model and its ability to
provide accurate and consistent results. The value of the average variance extracted (AVE) reached more than
0.50, indicating that the variables used explain more than half of the variance in the indicators of the latent
variables. This enhances the credibility of the scale and confirms the quality of the model used in the analysis, as
shown in Table 2, as the extracted quality of fit indicators confirmed the validity of the scale and its readiness for
use in subsequent studies.

Table 2: Quality of match indicators for transformational leadership.

Dimensions AlphaCronbach CR AVE
Vision & inspiration 0.837 0.838 0.631
Individual motivation 0.764 0.844 0.577
Trust & appreciation 0.783 0.792 0.559
Individual growth 0.807 0.819 0.598
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Figure 2: Confirmatory factor analysis of transformational leadership.
Note:  The numbers inside the circle indicate the values of the Cronbach's alpha coefticient.

The results of the statistical analysis, as shown in Table (3), indicate that all questions of the dimension
related to transformational leadership are highly statistically significant, as the values of the standard estimates
range between (0.863-0.631) and the values of the t between (8.644-5.788), which ensures the reliability of these
dimensions in measuring transformational leadership in subsequent analyses.



Journal of Management World 2024, 4: 703-719

Table 3: Estimates for the dimensions of the transformational leadership variable.

Dimensions--< Questions Estimates T P
VI1 <- Vision and Inspiration 0.822 - -

VI2 <- Vision and Inspiration 0.774 8.341 0.000
VI3 <- Vision and Inspiration 0.786 8.644 0.000
IM1 <- Individual Motivation 0.631

IM2 <- Individual Motivation 0.784 5.788 0.000
IM3 <- Individual Motivation 0.848 5.983 0.000
TAR1 <- Trust and Appreciation 0.708

TAR2 <- Trust and Appreciation 0.656 6.150 0.000
TARS <- Trust and Appreciation 0.863 7.951 0.000
IG1 <- Individual Growth 0.662

IG2 <- Individual Growth 0.852 6.934 0.000
1G3 <- Individual Growth 0.794 6.669 0.000

4.1.2. Confirmatory Factor Analysis of Organizational Learning

The organizational learning model as a dependent variable consists of three basic dimensions, which are
(learning culture, learning from mistakes, innovation and renewal) with (9) questions as shown in Figure (3)
shows the confirmatory structure of the scale. The values of the composite reliability coefficient and the achieved
Cronbach's alpha coefficient indicate that they are greater than 0.70, which indicates that the scale has a high
level of internal stability and consistency. This data reflects the reliability of the model and its ability to provide
accurate and consistent results. The value of the average variance extracted (AVE) reached more than 0.50, which
indicates that the variables used explain more than half of the variance in the indicators of the latent variables.
This enhances the credibility of the scale and confirms the quality of the model used in the analysis, as shown in
Table 4, as the extracted quality of fit indicators confirmed the validity of the scale and its readiness for use in
subsequent analyses.

Table 4: Quality of conformity indicators for organizational learning.

Dimensions AlphaCronbach CR AVE
Learning Culture 0.812 0.813 0.591
Learning from Mistakes 0.797 0.801 0.575
Innovation and Renewal 0.825 0.830 0.616
CEma
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Figure 3: Confirmatory factor analysis of organizational learning.
Note: The numbers inside the circle indicate the Cronbach's alpha values
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Table 5 shows the estimates values that ranged between (0.833- 0.639), indicating that all questions of the
organizational learning variable are influential. It is also clear from the ('T) values ranging between (8.923-6.392)
that they are all greater than the tabular value of (1.984), which is a sufficient indicator to adopt the model in its
final form in subsequent analyses.

Table 5: Estimates for the dimensions of the organizational learning variable.

Dimensions--< Questions Estimates T P
LC1 <- Learning Culture 0.795 - -
LC2 <- Learning Culture 0.758 7.696 0.000
LC3 <- Learning Culture 0.753 7.748 0.000
LFM1 <- Learning from Mistakes 0.803 - -
LFM2 <- Learning from Mistakes 0.639 6.625 0.000
LFM3 <- Learning from Mistakes 0.820 8.923 0.000
IAR1 <- Innovation and Renewal 0.807 - -
IAR2 <- Innovation and Renewal 0.833 7.582 0.000
IARS3 <- Innovation and Renewal 0.709 6.392 0.000

4.2. Descriptive Analysis of Research Variables
4.2.1. Transformational Leadership

It is clear from Table 6 that the highest general arithmetic mean was at the individual motivation dimension,
as it reached (3.43) and at a good level, as its standard deviation reached (0.923) and a coefficient of variation
(26.90), as this dimension came at the first level in terms of relative importance. As for the vision and inspiration
dimension, it reached (3.2867) at an average level and standard deviation (1.057) and a coefficient of variation
(82.17), as this dimension came at the third level in terms of relative importance. As for the trust and appreciation
risks dimension, its arithmetic mean reached (3.4) and at an average level, as its standard deviation reached
(0.945), while its coefficient of variation reached (27.80), as this dimension came at the second level in terms of
relative importance. As for the individual growth risks dimension, its arithmetic mean reached (3.3033) and at an
average level, as its standard deviation reached (1.012), while its coefficient of variation reached (30.63), as this
dimension came at the fourth level in terms of relative importance. Overall, the transformational leadership
variable achieved an arithmetic mean of (3.855) at an average level and with a standard deviation of (0.855), as the
coeflicient of variation reached (25.47), as it came at the first sequence in terms of relative importance at the level
of the research variables.

Table 6: Descriptive statistics for the transformational leadership variable.

No. Dimensions of research variables Mean ST. Dev. C.v.

1. Does your leader encourage you to develop a shared vision for the 3.34% 1.265 37.88
organization?

2. Can your leader motivate you to achieve the organization’s goals? 3.15 1.158 36.76

3. Does your leader inspire you to achieve higher levels of performance? 3.87 1.228 36.44

4. Vision and Inspiration 3.2867 1.057 32.17

5. Does your leader care about developing your skills and abilities? 3.27 1.109 33.91

6. Does your leader support and encourage you to achieve your personal 3.52 1.185 33.66
goals?

7. Does your leader encourage you to take responsibility and make 3.5 1.059 30.25
decisions?

8. Individual Motivation 3.48 0.923 26.90

. Does your leader trust your abilities and skills? 3.59 0.965 26.88

10. Does your leader make you feel valued for your contributions to the 3.19 1.208 37.73
work?

11. Does your leader encourage you to express your opinions and 3.42 1.216 35.55
suggestions?

12. Trust and Appreciation 3.4 0.945 27.80

13. Does your leader provide you with opportunities for learning and 3.15 1.132 35.92
professional development?

14. Does your leader encourage you to seek out new opportunities and 3.46 1.218 35.20
challenges?

15. Does your leader provide you with a work environment that encourages 3.3 1.219 36.93
continuous learning?

16. Individual Growth 3.3033 1.012 30.63

17. Transformational Leadership 3.355 0.855 25.47

4.2.2. Organizational Learning

It is clear from Table 7 that the highest general arithmetic mean was at the innovation and renewal
dimension, which reached (8.2933) at an average level, as its standard deviation reached (0.941) and a coefficient
of variation (28.57), as this dimension came at the first level in terms of relative importance. As for the lowest
general arithmetic mean, it was at the learning from mistakes dimension, which reached (8.1567) at a good level,
a standard deviation of (0.985) and a coefficient of variation (31.21), as this dimension came at the third level in
terms of relative importance. As for the learning culture dimension, its arithmetic mean reached (3.2233) at a
good level, as its standard deviation reached (0.921), while its coefficient of variation reached (28.58), as this
dimension came at the second level in terms of relative importance. As for the overall organizational learning
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variable, it achieved an arithmetic mean of (8.2244). At an average level and with a standard deviation of (0.842),
the coefficient of variation reached (26.11), as it came in the second sequence in terms of relative importance at
the level of research variables.

Table 7: Descriptive statistics for the organizational learning variable.

No. Dimensions of research variables Mean ST.Dev. C.v.

18. Does the organization encourage continuous learning and self-development? 3.3 1.096 33.22
19. Are opportunities provided for employees to train and develop? 3.2 1.101 34.41
20. Is knowledge and experience shared among employees? 3.17 1.045 32.97
21. Culture of learning 3.2233 0.921 28.58
22. Are mistakes treated as opportunities for learning and development? 3.2 1.214 37.95
23. Do you feel comfortable reporting mistakes without fear of punishment? 3.0% 1.154 37.96
24. Are mistakes analyzed to extract lessons and learn from them? 3.23 1.136 35.16
25. Learning from mistakes 3.1567 0.985 31.21
26. Des the organization encourage creative thinking and innovation? 3.31 1.161 35.07
27. Is support provided for new projects and innovative ideas? 3.33 1.092 32.80
28. Are employees who contribute to the development of new products and services 3.24 1.026 31.67

rewarded?

29. Innovation and renewal 3.2933 0.941 28.57
30. Organizational learning 3.2244 0.842 26.11

5. DISCUSSION OF RESULTS
5.1. Examining the Initial Hypothesis

This study aims to verify the hypothesis (there is no significant correlation between transformational
leadership and organizational learning), and it is clear from Table (8) and Figure () that the value of the
correlation coefficient between transformational leadership and organizational learning reached (0.704%*%*) at a
significance level of (0.000), which is less than the significance level of (0.05), indicating the existence of a
significant correlation at an average level between transformational leadership and organizational learning. The
extracted (Z) value reached (8.620), which is greater than the tabular (Z) value of (1.96), which confirms the
significance of this relationship. This result supports the rejection of the null hypothesis and the acceptance of the
alternative hypothesis, which indicates the existence of a significant correlation between transformational
leadership and organizational learning.

Table 8: Correlation values between transformational leadership and organizational learning.
Dep. Variable Sig. Y/ R
Indep. variable 0.000 8.62 0.704%*

As for testing the sub-hypotheses of the dimensions of transformational leadership and organizational learning,
as shown in Table (9) below, the values of the correlation coefficient (R) achieved a value of (0.566%%*, 0.490%%,
0.658%*,0.726%*) at a significance level of (0.000), which is less than (0.05), indicating the existence of a
significant correlation between the dimensions of transformational leadership and organizational learning. The
relationship ranged from average to strong, as the extracted (Z) test values recorded a value of (6.319, 5.280,
7.773, 9.063), all of which are higher than the tabular (Z) value of (1.96), indicating the existence of a correlation
between the different dimensions of transformational leadership and organizational learning. The results also
showed that the highest correlation value was for the dimension of "individual growth", which amounted to
(0.726*%*), which means that this dimension has the greatest impact on organizational learning. On the other
hand, the lowest correlation value was for the dimension of “individual motivation”, which reached (0.490%%).

Based on these results, the appropriate decision can be taken as shown in Table) 10(

Table 9: Sub-hypotheses of the influence between the dimensions of transformational leadership and organizational learning
Hypothesis Hypothesis

Symbol

Hi1 There is no significant correlation between the dimensions of vision, inspiration and organizational learning.
Hie There is no significant correlation between the dimension of individual motivation and organizational learning.
His There is no significant correlation between the dimensions of trust, appreciation and organizational learning
H14 There is no significant correlation between the dimension of individual growth and organizational learning.

Table 10: Correlation values between dimensions of transformational leadership and organizational learning.

=50 Dimensions of Transformational Leadership R 7 Sig.
g 2 ¢ Vision and Inspiration 0.566™ 6.319 0.000
g 5 Individual Motivation 0.490"* 5.280 0.000
05 8  Trustand Appreciation 0.658" 7.778 0.000
Individual Growth 0.726" 9.063 0.000

5.2. Examining the Second Hypothesis

The second hypothesis states that (there is no significant effect of transformational leadership on
organizational learning), and it is clear from Table 11 and Figure 4 the extracted (I) value between
transformational leadership and organizational learning, as recorded (96.390). It is (greater) than the tabular (IV)
of (8.94) at a significance level of (0.05). This result provides sufficient support to accept the alternative

714



Journal of Management World 2024, 4: 703-719

hypothesis, which states that (there is a significant effect of transformational leadership on organizational
learning), which indicates the existence of a significant impact of transformational leadership on organizational
learning, as transformational leadership was able to explain (49%) of the variables that affect organizational
learning. The extracted (t) value for the transformational leadership variable was also recorded (9.818). It is
greater than the tabular value (t) of (1.984) at the significance value (0.05), and this indicates the stability of the
significance (f3) of the transformational leadership variable, as it is clear from the value of (B) that increasing
transformational leadership by one unit will lead to an increase in organizational learning by.(%69)

Table 11: Analysis of the impact between transformational leadership and organizational learning.

Dep. Variable Transformational leadership
Indep. variable
Organizational Learning R2 Sign. t F B o
%49 0.000 9.818 96.390%* 0.694 0.897
Intercept
i
0.897 (3.669)
. 4
Organizational Transformational
. «— 0.694 (9.818) — .
learning Leadership

Figure 4: Analysis of the impact of transformational leadership on organizational learning.

As for testing the sub-hypotheses of the dimensions of transformational leadership and organizational
learning, as shown in Table (12) below, the values of the correlation coefficient (R) achieved a value of (0.566%%*,
0.490%*, 0.658%%, 0.726%*) at a significance level of (0.000), which is less than (0.05), indicating the existence of a
significant correlation between the dimensions of transformational leadership and organizational learning. The
relationship ranged from average to strong, as the extracted (Z) test values recorded a value of (6.319, 5.280,
7.773, 9.063), all of which are higher than the tabular (Z) value of (1.96), indicating the existence of a correlation
between the different dimensions of transformational leadership and organizational learning. The results also
showed that the highest correlation value was for the dimension of "individual growth", which amounted to
(0.726**), which means that this dimension has the greatest impact on organizational learning. On the other
hand, the lowest correlation value was for the dimension of “individual motivation”, which reached (0.490%%).
Based on these results, the appropriate decision can be taken as shown in Table 12.

Table 12: Sub-hypotheses of the influence between the dimensions of transformational leadership and organizational learning.
Hypothesis Hypothesis

Symbol

Hi1 There is no significant correlation between the dimensions of vision, inspiration and organizational learning.
Hie There is no significant correlation between the dimension of individual motivation and organizational learning.
His There is no significant correlation between the dimensions of trust, appreciation and organizational learning.
Hi4 There is no significant correlation between the dimension of individual growth and organizational learning.

As for testing the sub-hypotheses of the dimensions of transformational leadership in organizational learning,
it is clear from Table (13 ) the following: The extracted (IF) value between the dimensions of transformational
leadership in organizational learning achieved (46.249, 30.960, 74.826, 109.238) respectively. It is greater than

the tabular (F) value of (3.94) at a significance level of (0.05). Accordingly, the decision is as shown in Table( 13)

Table 13: Sub-hypotheses of the impact between the dimensions of transformational leadership in organizational learning.
Hypothesis Hypothesis

Symbol

H21 There is no significant effect of the dimension of vision and inspiration in organizational learning.

H22 There is no significant effect of the dimension of individual motivation in organizational learning.

Hes There is no significant effect of the dimension of trust and appreciation in organizational learning.

Hi4 There is no significant correlation between the dimension of individual growth and organizational learning.

The value of the corrected coefficient of determination Adj (*R) was (0.314, 0.232, 0.427, 0.522), which
indicates that there is a difference in the interpretation of the dimensions of transformational leadership for the
organizational learning variable, as it is clear that the highest explanatory percentage was at the dimension
(individual growth), as it explained (52%) of the variables that occur in the organizational learning variable, while
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the lowest explanatory percentage was at the dimension (individual motivation), as it explained (23%) of the
variables that occur in the organizational learning variable. The extracted value of (t) for the marginal slope
coefficient between the dimensions of transformational leadership in organizational learning was (6.801, 5.564,
8.650, 10.452) respectively, which is greater than the tabular value (t) of (1.984) at a significance level of (0.05).
This indicates the stability of the significance of the marginal slope coefficient for the dimensions of
transformational leadership, represented by (vision and inspiration, individual motivation, trust and appreciation,
and individual growth). It is clear from the value of (B) for all dimensions, which is (0.451, 0.447, 0.586, 0.604),
respectively, that there is a difference in the influence of the dimensions of transformational leadership on the
organizational learning variable, as it is clear that the biggest impact was at the dimension (individual growth), as
increasing this dimension by one unit will lead to an increase in the organizational learning variable by (60%). It
is also clear that the lowest influence was at the dimension (individual motivation), as increasing this dimension
by one unit will lead to an increase in the organizational learning variable by (44%).

Table 14: Analysis of the impact of the dimensions of transformational leadership on organizational learning.

Dimensions of ¢« B R? Adj F t Sig.
Transformational
%0 .
£ Leadership (R?)
£
3 Vision and Inspiration 1.743 0.451 0.321 0.314 46.249 6.801 0.000
Lt
-
E
g Individual Motivation 1.691 0.447 0.240 0.232 30.960 5.564% 0.000
=
IS o
N Trust and Appreciation 1.232 0.586 0.433 0.427 74.826 8.650 0.000
s
=
é—P Individual Growth 1.229 0.604 0.527 0.522 109.288 10.452 0.000

6. CONCLUSIONS AND IMPLICATIONS FOR PRACTICAL PRACTICE

Theoretical and applied studies emphasize the importance of transformational leadership in driving
organizational learning. Transformational leaders, through their inspiring vision and ability to build strong
relationships with their subordinates, create a stimulating environment for innovation and continuous
development. They also contribute to building an organizational culture based on constant learning and
knowledge exchange. However, more research is needed to identify the precise mechanisms that link
transformational leadership and organizational learning, as well as to assess the impact of different contextual
tactors on this relationship. In the future, the concepts of transformational leadership and organizational learning
are expected to witness new developments with the emergence of artificial intelligence technologies and the
increasing complexity of the work environment.

The results of this study showed a strong relationship between transformational leadership and
organizational learning, emphasizing the role of leaders in shaping a stimulating learning culture. Specifically, it
was found that the dimensions of intellectual stimulation and individual considerations in transformational
leadership play a crucial role in enhancing employee learning behaviors and raising organizational efficiency.

The study highlighted that the dimensions of intellectual stimulation and individual considerations in
transformational leadership have a direct impact on employee learning behaviors. The results of this study
support previous theories linking transformational leadership and organizational learning. The results of this
study should be considered within the organizational context in which it was conducted, and further studies are
needed to generalize the results.

Future studies can explore the mediating role of variables such as employee empowerment in the relationship
between transformational leadership and organizational learning. The moderating role of organizational culture
in this relationship can also be studied. Studies should be conducted on larger and more diverse samples to
generalize the results.

Based on the results of this study, the following recommendations can be made to leaders who wish to
promote a learning culture in their organizations:

e Develop transformational leadership: Leaders should focus on developing their skills in intellectual
stimulation and individual considerations through training and self-development programs.

e Create a stimulating learning environment: Leaders should provide a safe and encouraging work
environment for innovation and knowledge sharing.

e Provide learning opportunities: Diverse training programs and opportunities for continuous learning
should be provided to employees.

e Rewards and incentives system: Link the rewards and incentives system to learning and professional
development.

e Collaboration and knowledge sharing: Encourage collaboration among employees and the exchange of
experiences and knowledge.

e Measuring and evaluating the learning culture: Developing indicators to measure the level of learning
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culture and monitoring progress.

The results of this study confirm the importance of transformational leadership in promoting a learning
culture in organizations. By leaders adopting transformational leadership practices, they can create work
environments that encourage innovation and continuous learning, which contributes to improving the
performance and long-term success of organizations. This study can contribute to building a stronger knowledge
base on how to develop a strong learning culture in organizations, which leads to improved organizational

performance and innovation.

These results open new horizons for researchers and practitioners alike, as they encourage further studies to
deepen the understanding of the relationship between transformational leadership and organizational learning
and push organizations to adopt transformational leadership practices to enhance their ability to adapt and

innovate.
These results confirm the pivotal role of transformational leadership in achieving organizational excellence,

as it contributes to building more flexible organizations that are able to respond to future challenges.
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