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Abstract 

This study highlights the relation between organizational learning and trans-
formational leadership, recognizes the significance of transformational lea-
dership and explores its association with organizational learning. Organiza-
tions can become more competitive by bridging the gap between the existing 
transformational leadership talents, skills and the organizational learning le-
vels based on the leaders’ commitment and dedication that gives a new life to 
an organization. Some leaders have better capabilities and capacities to make 
their organizations more competitive as compared to others, and they do so 
by focusing on important factors, which improve organizational learning. 
Their aim is reinforcement of transformational leadership and improving the 
organizational members’ learning processes and competences to help them 
adapt to changes taking place in the business environment for achieving 
learning that results in organizational excellence. For exploring learning is-
sues, results mentioned in the previous literature indicate that a positive rela-
tion exists between organizational learning and transformational leadership, 
while the former directly affects the development of creativity, skills, innova-
tion, and capabilities. 
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1. Introduction 

In the current post-modern business world, organizations are facing several 
challenges, which raised many questions on the inability of the traditional lea-
dership styles to deal with issues and compete in today’s business environment. 
Thus, now organizations need leaders instead of administrators. Leaders, who 
have strong motivation, can actually extend an organization’s life or give a new 
life to it (Hogan and Kaiser, 2005) [1]. The literature has explored commonali-
ties between transformational style of leadership and learning mainly because 
leaders, who have highly considerable influence and the ability to play a crucial 
role for enhancement of organizational learning. Many research articles have 
been published so far, which deal with organizational learning and leadership. In 
the leadership literature, leadership is treated as a fundamental claim; so, leaders’ 
influence priorities and goal setting through motivating people, and also through 
enabling, inspiring, and creating a conducive psychological atmosphere (Bass, 
1990) [2].  

The organization act on the organization’s behalf by analyzing, collecting, re-
trieving, disseminating, and storing information. It helps gathering and using 
the knowledge, which affects their performances and the overall organizational 
performance. In both academic and popular management literature, this concept 
has gained growing attention, and now, it is considered as a source of competi-
tiveness.  

Researchers have sufficiently emphasized organizational learning and its im-
portance for “knowledge-creating organizations.” Managers should first under-
stand how a learning organization operates (Hübner, 1995) [3]. While initially 
exploring this vital area, managers and researchers have given remarkable atten-
tion to the topic of organizational learning. Although the number of writings has 
grown, field studies are limited on this topic. 

Even now, there is no consensus on what is the nature of basic characteristics, 
which form an educated organization. It is a fact that today, we live in a world, 
which has witnessed progress and explored the factors of change for transforma-
tion almost in every walk of life, which have urged the organizations to find new 
competitiveness promoting methods, provide advantages for organizational sur-
vival in the market and to make it profitable by adapting to changes, which are 
taking place in the ways of doing business. Such changes are accelerated by 
post-modern knowledge, information and communication technology. Such 
methods are based on a primary conviction that learning is the key to perpetuate 
the efficiency and it assures administrative effectiveness. The only sustainable 
source of competitive advantage is continuous learning because the environment 
is rapidly changing, and it increases the organizational performance. 

Organizations assure that their members are capable and willing to learn, after 
which, they can learn regardless of their ages and successfully adapt to new cir-
cumstances and market variables. Since every organization is subject to local as 
well as international economic pressures because of rapid globalization, they 
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need to respond back. In the current business scenario, most of the organiza-
tions have already realized that organizational learning is a vital mechanism to 
achieve long-term organizational efficiency and success. In other words, it 
means that learning defines an organization’s ability to exist and flourish in a ra-
pidly changing situation (Prokesch, 1997) [4]. Organizational learning is the 
process to improve by which an organization itself over time through gaining 
experience and using it to create knowledge then transferred within the organi-
zation. (JacobBrix, 2017) [5]. The knowledge is asset a knowledge-based institu-
tion should have, therefore, must be the organization maintain this asset first, 
and how to use it to create value and achieve competitive advantage, so the ap-
parent distinction between organizational learning and knowledge management 
has led to the creation of different leadership roles in the organizations, whereas 
learning officers focus on human relations and build on training, education, 
leadership development, and change management, while chief knowledge offic-
ers focus on information technology and build on knowledge worker productiv-
ity, knowledge repositories, and knowledge networks (Knopf & Jeffrey, 2003) 
[6]. However, the process of learning to involves knowledge creation on many 
levels, such as the cognitive skills of knowing how and a coordination of the 
large motor skills of doing that lead to the discussion of knowledge creation. 
(JacobBrix, 2017) [5]. 

Therefore, it can be stated that organizational learning is the major output to a 
knowledge management process that supports organizational processes which 
will improvement over time then instils collaborative decision-making, and 
produce efficiencies in retrieving information. (Beverly Weed-Schertzer, 2020) 
[7]. The significance of research comes through the role of transformational lea-
dership in improving organizational learning by supporting the processes of 
change which leads to intellectual amusement then creativity, innovation and 
the increase of self-confidence. Therefore, the objective of this study is to present 
a brief review of the relation between transformational leadership and organiza-
tional learning focusing on the findings of previous studies in the available lite-
rature. 

2. Literature Review  

2.1. Leadership 

Basically, leadership specifies the role of individuals and defines the nature of in-
fluence depending on traits, group processes, goal achievement tools, and beha-
viors (Bass, 1990) [2]. Leadership experts and scholars presented several defini-
tions of leadership; however, they have been unable to finalize any universally 
accepted definition; but still, it is true that leadership is significant for achieving 
competitive advantage (İşcana, Ersarı, and Naktiyokc, 2014) [8].  

During the last three decades of leadership research, several researchers have 
analyzed transformational leaders’ genders, types, behaviors, performances, and 
followers (Chatbury, Beaty, and Kriek, 2011) [9]. Scholars on this subject believe 
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that management accomplishes business processes and fulfills organizational 
goals whereas leaders exert their social influence, and give a vision/purpose of 
change to their people (Zaleznik, 1977 [10]; Bedeian and Hunt, 2006 [11]). 

Thus, both management and leadership are significant to facilitate organiza-
tional performance, which confirms the views of Yukl and Becker (2006) [12] 
who believe that leadership is a process of teaching and influencing others to 
understand how and why some goals and activities should be accomplished. It 
also means that it is a process of facilitating collective and individual efforts to 
understand and achieve shared organizational goals.  

Moreover, we should focus on the abilities of people, capability of the leader, 
and the process of achieving the targets, which means that followers should fully 
understand the leadership process (House and Aditya, 1997) [13]. Practically, 
the definitions of leadership and management generally overlap; however, both 
of them are important to predict organizational learning (Vera and Crossan, 
2004) [14]. They might be concerned with different styles of management when 
they overlap with leadership, which is also true in case of transactional leader-
ship (Bass, 1985) [15]. Leaders’ skills and behaviors are hardly focused on their 
own capabilities and roles, which give them sufficient importance.  

During the last few decades, several leadership development theories were 
presented, which attempted to explain the leadership roles in complex environ-
ments; however, still there is a gap that should be filled and that is regarding the 
next generation of leaders, about which, there is no mature understanding (Dinh 
et al., 2014) [16]. 

2.2. Leadership Theories 

Since leadership is a very popular subject of management and organizational 
behavior. According to Robbins (2003) [17], leaders motivate employees, guide 
them, select a very effective method to communicate, and solve issues. It is not 
easy to identify leadership because they do not emerge out of vacuum (Raes, 
Kyndt, Lismont, Decuyper, Demeyere, Van den Bossche, and Dochy, 2013) [18]. 
According to a research conducted by Zhang (2011) [19], leadership has more 
than 350 definitions. Leadership, whether formal or informal, influences people, 
which helps achieving objectives (O’Gorman and Robbins, 2012) [20].  

An argument presented by Leithwood and Sun (2012) [21] shows that leader-
ship is identifiable with several non-unified characteristics. Jiang, Wang, and Gu 
(2015) [22] suggested that leadership is vital for human survival; however, it is 
not a clear definition of leadership. In leadership theory, researchers have identi-
fied four more theories: behavioral leadership theory, trait theory, integrative 
leadership theory, and contingency leadership theory (Achua and Lussier, 2013) 
[23]. Following the same line of thought, Daft (2008) [24] has stipulated many 
major leadership theories:  

1) Great man theory (1950-1990s): It recognizes that the leaders’ traits include 
greatness, which clearly indicates that they are different as compared to the 
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people, who do not have leadership qualities.  
2) Trait’s theories (1940s): They differentiate personality/personal traits of a 

leader; therefore, the most common leadership traits include reliability, honesty, 
extroversion, reliability, self-confidence, intelligence, aspiration, and knowledge 
to lead others (Yukl, 2011) [25].  

3) Behavioral theories (1940-1950): They suggest that any person can become 
a good leader, given that he/she has appropriate behavior. They mentioned dif-
ferent styles, such as autocratic style, democratic style, and laissez-faire style, 
which were presented at the University of Iowa by three researchers Lippitt, Le-
win, and White (1939) [26].  

4) Individualized leadership theory (1960): It focuses on leader-follower rela-
tionship, which is termed as dyad that focuses on the leader-follower exchange 
relationship (Antonakis, Cianciolo, Sternberg, Bass, Bryman, & Jackson, 2011) 
[27].  

5) Contingency theories (1950s): They examine different situation-based lea-
dership styles (Fiedler, 2015) [28].  

2.3. Transformational Leadership 

This terminology clearly indicates that it is about change or transformation of an 
organization, and for the first time, Burns (1978) presented this terminology. 
Since he was a political scientist, he changed it in a predominant organizational 
behavior theory, which defines transformational leadership as a method, 
through which, followers and leaders raised each other to higher moral and mo-
tivational levels (Barbuto, 1997) [29]. Moreover, this type of leaders empowers 
their followers, and engage them in creative and innovative processes, which 
foster growth and creative change rather than just maintaining status quo (Kha-
nin, 2007) [30]. Yukl (2006) mentioned that transformational leaders inspire 
their followers, and ask them to forgo their personal self-interest for their or-
ganizations (Sadeghi and Pihie, 2012) [31].  

Avolio and Bass (1995) [32] presented developed ideas and improved trans-
formational leadership as a concept. This leadership form seeks to establish link 
between individual interests and collective interests, which allows followers to 
make efforts and achieve transcendental goals by improving their morale, per-
formance, and motivation to handle different mechanisms (Odumeru and Og-
bonna, 2013) [33]. According to Tichy and Devanna (1986) [34], transforma-
tional leadership is mostly about innovation, change, and entrepreneurship. 
Yukl (1989) [35] defined transformational leadership as a “micro-level and ma-
cro-level” influence. To implement transformational leadership, four compo-
nents are required, which are constituent elements of this theory. They are men-
tioned below with a brief description:  

2.3.1. Idealized Influence 
It means a leader’s certain charismatic actions, which are focused on beliefs, 
values, and objectivity, and a leader builds respectful relations and trust through 
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a high-level ethical behavior (Weese, 1994) [36]. Successful leaders are generally 
charismatic and they have the capability to attract their followers and teach them 
(Zdaniuk and Bobocel, 2015) [37].  

A manager-leader, who exercises idealized influence on the people, becomes a 
role model and makes people understand the moral and ideological implications 
of his/her decisions through showing his/her willingness to sacrifice personal 
interests for organizational development, and by emphasizing a collective sense 
of mission. It implies that leaders, who demonstrate higher spiritual standards, 
morals, and respect for inculcating the sense of loyalty among the followers (Fry, 
2003) [38]. This type of leaders are normally trusted and respected, and their 
followers like to be identified by their leaders and emulate them. Since they pre-
fer meeting their followers’ needs before their own, this makes them credible 
among their followers. On the other hand, a leader shares risks, which followers 
face, and apply certain principles, ethics, and values (Chaleff, 2009) [39]. Thus, 
leaders should encourage followers to show higher self-determination levels in 
their jobs.  

2.3.2. Inspirational Motivation  
This leadership dimension has a broad futuristic vision, which is value-based 
and reflects their aspirations through arousing excitement, confidence, and en-
thusiasm among their followers using persuasive language and taking significant 
symbolic actions (Rijal, 2010) [40]. It includes methods, which leaders apply to 
excite their followers by putting forward their goals for their optimistic vision 
for the future. Leaders generally motivate their followers when they present their 
optimism for the future, by putting forward their achievable vision, and empha-
sizing ambitious goals (Antonakis, Avolio and Sivasubramaniam, 2003 [41]; 
Kurland, Peretz, and Hertz-Lazarowitz, 2010 [42]).  

Some leaders, who motivate their followers through inspiration, first create a 
vivid and inspirational vision for their organizations’ future through their spe-
cific behaviors towards people, and besides, they appreciate their followers and 
show an optimistic view of the future, radiate confidence in the achievement of 
their vision, and enthusiasm for shared topics.  

2.3.3. Intellectual Stimulation  
It implies that some leaders challenge organizational practices and norms 
through demonstrating creative thinking and encourage their followers to find 
solutions to problems through developing innovative strategies (Rafferty and 
Griffin, 2004) [43]. This type of leaders displays a certain behavior, which in-
creases their followers’ satisfaction through supporting, guiding, and paying at-
tention to meet the needs of their followers (Avolio, Bass, and Jung, 1999) [44]. 
Some leaders have the capability to create intellectual stimulation among their 
followers to see old issues in new ways, which encourage them to legitimize their 
creativity and think differently. During discussions and conversations, they ana-
lyze different angles for problem-solving, and regularly test their approaches to 
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understand whether they are still viable. When solving problems, a leader con-
siders different perspectives.  

2.3.4. Individualized Consideration  
This leadership attribute increases the followers’ satisfaction because it involves 
giving support, attention, and advice to meet individuals’ needs. When a leader 
listens to followers’ demands and understands their needs, it turns him into a 
coach/mentor; so, it is a very important characteristic (Hertz-Lazarowitz and 
Kurland, 2010) [42].  

Generally, transformational leadership promotes innovative ideas and beha-
viors. Both individual consideration and intellectual stimulation help transfor-
mational leaders create multiple thinking methods, which help finding new op-
portunities and providing new solutions for discovering, creating, and adapting 
to the new realities.  

2.3.5. Contingent Reward  
It involves healthy leader-follower interaction that focuses on appropriate re-
wards when attainment of agreed objectives is discussed. A leader provides a 
new strategic vision, which involves sensitivity and understanding of the mem-
bers’ needs, and the leader takes personal risks, and his/her entire plan is highly 
sensitive to the changing needs of the new environment (Conger and Kanungo, 
1998) [45].  

2.4. Basic Concepts behind Organizational Learning and  
Learned Organization  

2.4.1. Organizational Learning  
Generally, organizations learn when people learn; so, leaders search for methods, 
which help them achieve more, faster, and deeper in the form of valuable busi-
ness learning, and what they learned should be converted into useful services 
and products, which can compete in the market. It makes an organization’s 
learning to a fundamental qualitative shift because learning makes their activities 
a source of sustainable competitive advantage. In this review, we will focus on 
some important things regarding organizational learning and some aspects of 
learned organizations.  

Huber (1991) [46] mentioned that an organization learns by processing in-
formation with an objective to collect useful knowledge, and maintain the data. 
Learning within an organization can be subdivided into four processes while or-
ganizational learning is one of them. It is an important behavioral process, 
which shapes organizational behavior. Behaviorists believe that learning instills a 
new behavior in an individual because of exposure to social experiences (Dolly 
and Sharifi, 2009).  

Knowledge acquisition is practically implemented through collecting infor-
mation, information distribution, interpretation, data collection, and organiza-
tional memory. During the acquisition process, knowledge is attained. Informa-
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tion distribution is about sharing the attained information, which takes the form 
a new understanding. The information distribution process is followed by in-
formation interpretation before it reaches the last organizational process called 
organizational memory, which is a method of knowledge storage for making it 
accessible in the future (Huber, 1991) [46].  

Still, for making learning more effective, it should be embedded, and charac-
terized by values, which promote transparency, problem-focus, and accountabil-
ity. Learning improves the capability of an organization to sustain its perfor-
mance based on the achieved experience (Lloréns-Montes, García-Morales, and 
Verdú-Jover, 2008) [47]. Organizational learning has been defined differently, so 
the definitions show a little convergence as compared to the definitions of lea-
dership (Easterby-Smith and Lyles, 2003) [48]. Different organizational learning 
researchers have used this term for describing different domains, which include 
information-processing approaches (Huber, 1991) [46], and successful innova-
tion that has certain factors, which are common for almost all industries but its 
significance is different for different sectors and individual learning forms 
(March and Olsen, 1975 [49]; Nonaka, 1994 [50]; Kanbur and Mohamed, 2017 
[51]).  

The emphasis on strategic renewal is common among all the organizational 
learning domains because it requires organizations to explore new ways, and 
fully exploit their learning (March, 1991 [52]; Tushman and O’Reilly, 2002 [53]). 
There is always tension between exploration of the new knowledge and exploita-
tion of the existing information because they are funded from the same organi-
zational resources (Benner and Tushman, 2003) [54].  

Using the same direction March (1991) [52] has described the following two 
processes: While exploration, an organization carries out variation analysis, re-
search, experimentation, risk-taking, discovery, innovation, and operational 
flexibility. Exploitation, on the other hand, involves matters, such as choice, re-
finement, productivity, selection, efficiency, and execution. Since exploration 
seeks variance and depends on creativity and innovation, it needs reliability, 
standard procedures to incorporate learning, incremental adaptation, and 
knowledge transfer (Lewin, Carroll, and Long 1999 [55]; McGrath, 2001 [56]).  

The strategic renewal process is consistent with the mentioned views on orga-
nizational learning. The generally believed concept of organizational learning is 
a process of change in action and thought both on collective and individual le-
vels, which is affected by the organizational institutions (Vera and Crossan, 
2004) [14]. According to the researchers, it has four processes, including intui-
tion, interpretation, integration, and institutionalization, through which, learn-
ing takes place at individual, group, and organizational levels.  

The process of learning initiates when leaders have intuition and a subcons-
cious process continues until it becomes conscious during the interpretation 
stage, when they share their vision with their group members and followers. Af-
ter getting input from the group members, the overall input is shared on the or-
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ganizational level, when the information is institutionalized by many factors 
which include the range of organizations, for which, some structures are consi-
dered to be relevant in the broader perspective of organizations then, it becomes 
part of routines, systems, and structure. (IAH Mohamed, 2017) [57]. 

In this stage many researchers have addressed questions and further informa-
tion about it is available in the 4I model (Crossan et al., 1999) [58]. Organiza-
tional learning helps an organization to gain and collect new knowledge and it is 
linked with leadership and its aspirations. So far, there is no contradiction be-
tween different definitions, which define organizational learning as a concept; 
however, complementarity exists between the researchers, who explained it and 
highlighted the transformation of organizational aims into a common vision, 
which helps further development of its capabilities to survive and grow despite 
rapidly emerging challenges in the surroundings. An organization almost never 
learns on its own. Its learning is mainly the learning of its members through 
training, experience, and interactions, which help them achieve the required in-
duction, focus, analysis, and reasoning. It also helps them build scientific con-
structs and theoretical frameworks. 

2.4.2. Learned Organization 
It is an organization, which is open to learn what is happening in its surround-
ings; so, it gains from it, influences it, and gives back to it. Organizations diffe-
rently respond to changes and challenges, which take place in their internal and 
external environments. They achieve fulfillment when they provide quality 
goods and services, and meet their customers’ and investors’ expectations.  

Every organization has unique human resource quality, characteristics, and 
vision to promote organizational learning for building a learned organization, 
which is fully capable of competing and continuing its operations despite insta-
bility of the environment. Despite challenges, organizations keep on generating 
new ideas to gain and prolong competitive advantage (Kanter, 2003 [59]; Sessa 
and London, 2015 [60]).  

A learned organization model is the operational model of the post-modern 
era, because in this era, organizations are facing frequent operational challenges, 
rapid changes, technology and communication advancements, new knowledge 
generation, knowledge management issues, and growing interest in smart capi-
tal. They need appropriate treatment, human element, trust, and appreciation to 
handle today’s workforce. They also require stimulus to learn and innovate, and 
participatory vision formulation to develop their strategies and decision-making 
processes (King, 2009 [61]; Proctor, 2018 [62]).  

A learning organization is a concept, which implies that organizations should 
encourage the learning process and find ways to learn more and better. This 
concept has large number of sub-concepts and issues pertaining to different 
scientific fields, including economics, politics, biology, organizational theory, 
and organizational behavior (West, 1994 [63]; Garavan, 1997 [64]). Based on 
this, researchers all over the world studied it from different angles and aspects 
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while every angle/logic was adopted to further improve it; so, they used more 
than one term to mention a learning organization, and the mentioned terms in-
clude thinking organization, knowing organization, and qualified organization 
(Alrefaai and Khalil, 2019) [65]. The most important definitions that the re-
searchers have mentioned are presented below:  

In the literature, several definitions of a learned organization exist, like the 
one mentioned by Moilanen (2005) [66], who believes that a learned organiza-
tion is consciously-managed and it focuses on learning as a fundamental element 
that comprises visions, goals, and values to continue its daily operations. Senge 
(2004) [67] believed that a learned organization makes everyone work coopera-
tively but independently for continuously developing their capabilities for 
achieving results according to their aspirations.  

It also attempts to develop new thought patterns to set collective goals and 
agree on common aspirations. According to Johnson (2002) [68], a learned or-
ganization is actually a skilled organization, which creates and owns knowledge 
before transferring it to all the hierarchical levels, and then, new technology is 
adapted according to its requirements. Eaterby Smith (1997) [69] pointed out 
that the learned organization model is an “ideal model” that focuses on max-
imizing learning.  

We have concluded from the above definitions that learned organizations 
perform according to their own new administrative and operational philoso-
phies creating and acquiring knowledge, and quickly transferring it to all man-
agement levels. A learned organization has realistic organizational goals, which 
require all workers’ participation in achievement of knowledge and improve it 
with experiences, which the workers gained over time. This type of organiza-
tion’s main advantage is continuously learning capability and grows it from a 
certain performance level to other and better performance, excellence, and 
growth levels. 

2.4.3. Relation between Organizational Learning and Learned  
Organization  

According to Marquardt (2002) [70], the relation between organizational learn-
ing and a learned organization is a form of “containment relationship.” A 
learned organization focuses on the educational process, which consistently 
performs for increasing its members’ capabilities to gain flexibility, which leads 
to creating new thinking methods and models.  

Organizational learning primarily focuses on the learning process to improve 
the members’ acquisition of skills, directions, and information, which upgrades 
the organization and helps its members adapt to new variables, which emerge 
because of changing environment. In the overall scheme of decisions and plans, 
organizational learning plays as an essential component (Marquardt, 2002) [70]. 
Hegan (1998) noted that the learned organization-organizational learning rela-
tionship is further clarified using the following result: “There is no correct orga-
nizational learning process without any consequence of building it” (Örtenblad, 

https://doi.org/10.4236/oalib.1107242


I. A. H. Mohamed, N. M. M. Otman 
 

 

DOI: 10.4236/oalib.1107242 11 Open Access Library Journal 
 

2001) [71].  

2.5. Transformational Leadership and Organizational Learning  

Researchers claimed that transformational leadership is a significant source of 
organizational learning, and the available evidence shows that correlation exists 
between professional values, leadership styles, satisfaction, performance va-
riables, organizational commitment, and motivation (Bass, 1999) [72]. Some re-
cent discussions on the role of leadership to create an open and psychologically 
conducive atmosphere, and that are crucial for assuring effective organizational 
learning (Schein, 1993 [73]; Edmondson and Moingeon, 1999 [74]). Following 
the same argument, Argyris and Schon (1996) mentioned that there some major 
issues when a leader tries to create or maintain organizational learning 
processes, which is mainly people’s efforts to protect their “positive self-image.”  

Lipshitz, Ben-Horin Naot, and Popper (2003) [75] mentioned that learning 
episodes may be high-quality and low-quality, and leadership plays a major role 
to separate high-quality learning from the low-quality learning episodes. At this 
point in time, empirical work is rare and the researchers deal with very few va-
riables pertaining to leadership and organizational learning. Additional leader-
ship aspects, which promote organizational learning, need further analyses and 
empirical investigations. Organizational learning experts generally focus on dif-
ferent learning forms but do not explain who takes learning initiatives (Gibson 
and Birkinshaw, 2004 [76]; March 1991 [52]; Rosenkopf and Nerkar, 2001 [77]). 
A few approaches are available in the literature (Crossan, Lane, and White, 
1999) [58], which differentiate learning phenomena; however, they only give 
hints about the role leaders can play to motivate organizational learning. 

Additionally, knowledge-intensive culture has strengthened the relationship 
between transformational leadership and knowledge management process capa-
bility. A few studies measured leadership and used learning variables as possible 
outcomes of forms of leadership, including transformational leadership (Amitay, 
Popper, and Lipshitz, 2005) [78].  

Researchers used learning in certain settings to examine different leadership 
roles (Edmondson, 1999) [79]. Some researchers focused on the importance of 
coaching/mentoring leaders for assuring organizational learning (Senge, 1990) 
[80]. In many cases, transformational leaders first become role models and affect 
the organizational learning through encouraging intellectual stimulation, in-
spiring employees, and individualized considerations (Coad and Berry, 1998) 
[81]. 

Raferty & Griffin (2004) [43] believe that transformational leaders have the 
capacity to intellectually stimulate their employees; therefore, they are effective 
because intellectual stimulation is necessary for new idea generation, experi-
mentation and problem-solving, and transformational leaders are positive about 
all of them. Snell (2001) and before him Slater & Narver (1995) [82] established 
that positive association exists between organizational learning and transforma-
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tional leadership. Marquardt (1996) [83], on the other hand, presented a concept 
called “Keys to Success,” which leaders should practice in a learning organiza-
tion. Amy, A. H. (2005) [84] suggested that leaders become important facilita-
tors for organizational learning to occur. Garvin, Edmondson, and Gino (2008) 
[85] mentioned that leaders’ behaviors strongly influence organizational learn-
ing; so, it reinforces the learning on each and every level. While discussing the 
relation between organizational learning and leadership styles at Saudi banks lo-
cated in Al-Taif, researchers including Nafei, Khanfar, and Kaifi (2012) [86] re-
vealed that different leadership styles, such as transformational and transactional 
styles, significantly, directly, and positively affect an organization’s learning. On 
the other hand, Sahaya (2012) [87] reported that both the mentioned leadership 
styles (transformational and transactional) positively affect learning of an or-
ganization. Lam (2002) [88] defined how transformational leadership affects or-
ganizational learning in the following words: According to a cross-cultural 
comparison research, transformational leadership can, in fact, affect the process 
of organizational learning and achieve it. In addition, Kurland et al. [42] men-
tioned that transformational leadership positively and significantly affects orga-
nizational learning. A clarification by Rijal (2010) [40] also shows that transfor-
mational leadership style is strongly and significantly correlated with organiza-
tional learning. Muhammad Kashif Imran, Muhammad Ilyas, Usman Aslam and 
Ubaid-Ur-Rahman (2016) develop an organizational learning model through 
transformational leadership with indirect effect of knowledge management 
process capability and interactive role of knowledge-intensive culture. The re-
sults are clearly depicting that transformational leadership has significant posi-
tive impact on organizational learning and knowledge management process ca-
pability, and partially mediates the relationship between transformational lea-
dership and organizational learning. Geo Baby (2016) [89] identify relationship 
between transformational leadership and learning organizations. The results 
prove that there is a significant positive impact of the factors of Transformation-
al on learning organization.  

Liao, S. H., Chen, C. C., Hu, D. C., Chung, Y. C., & Liu, C. L. (2017) [90] ex-
amined the relationship between learning they found conclude that leadership is 
closely related to OL also demonstrates that in a severe internal and external en-
vironment, leadership does have a direct and positive impact on OL. Also, in the 
study of Megheirkouni, M. (2017) [91] investigate how the relationship between 
leadership and organizational learning g at for-profit and non-profit sports or-
ganizations, and the impact of these leadership styles on enhancing organiza-
tional learning in these sports organizations where the results that management 
by exception-active in transactional leadership and idealized leadership in 
transformational leadership seem to be equally important for facilitating orga-
nizational learning. The results also revealed significant differences between 
for-profit and non-profit sports organizations in leadership styles and organiza-
tional learning. On the other hand Abazeed, R. A. M. (2018) [92] investigating 
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the impact of Transformational leadership style on Organizational learning in 
the Ministry of communication and information technology in Jordan where the 
results showed that Idealized Influence, Inspirational Motivation, Intellectual 
Stimulation, and Individualized Consideration had a significant and positive ef-
fect on the organizational learning in the Ministry of communication and in-
formation technology in Jordan HASHEMI, Z. H., Saadi, H., & Movahedi, R. 
(2019) [93] explain the relationship between transformational leadership and 
learning organization in Agricultural Jihad Organization of Isfahan Province.  

Results of regression analyzes showed that there was significant positive rela-
tionship between transformational leadership and learning organization com-
ponents. Xie, L (2020) [94] addressed in his comparative analysis compares two 
different leadership styles and presents theoretical and practical implications for 
scholars and practitioners. In particular, how and which leadership style relates 
to learning organization by examining a structural model with three latent va-
riables: servant leadership, transformational leadership, and learning organiza-
tion. The results show that servant leadership has no significant relationship to 
learning organization, whereas transformational leadership is a strong predictor. 

Franz Harry Sánchez Espejo, Edward Flores (2021) [95] determines the im-
pact of knowledge management and teamwork on organizational learning in the 
Educational Institutions of the Network, the results showed that 53.8% of teach-
ers surveyed believe that knowledge management is regular, 53% that teamwork 
is regular and 59.8% and that organizational learning is regular. Implying that 
organizational learning variability depends 77.7% on knowledge management 
and teamwork. Therefore, there is influence of knowledge management and 
teamwork on organizational learning in the Educational Institutions.  

3. Conclusions 

The current study has been conducted for highlighting the significance of the 
relation between organizational learning and transformational leadership 
through focusing on the importance of leadership roles in today’s continuously 
changing and challenging business environments. Devoting to organizational 
learning transforms organizations and companies into informed and learned in-
stitutions, which have very knowledgeable workforces. Such organizations can 
create an environment, which further encourages knowledge exchange and 
learning from experiences, and create an environment that has positive factors 
like collectivism and team spirit. This is not possible without fully aware trans-
formational leaders, who understand the significance of continuous learning for 
the long-term future of an organization operating in the current era. It also helps 
to improve the company’s performance to new levels.  

According to the results, transformational leadership positively affects orga-
nizational learning, which has a direct impact on improving innovation and 
creativity. Despite some evidence in the literature, there is a need to further in-
vestigate the mentioned results in different types of organizations located in dif-
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ferent parts of the world. It is recommended that senior managers make efforts 
to adopt latest leadership styles and they should extend support to transforma-
tional leaders to assure that the organizational learning programs are effective. 
They focus on the most creative and innovative aspects of their people and the 
learning process. Transformational leaders should be given top organizational 
positions for creating the required change. It also helps them move towards bet-
ter organizational culture and better learning, which are considered as the initial 
steps towards innovation and tapping the employees’ creative potential. In the 
future research, it is recommended to conduct future research by taking Know-
ledge management as a mediator between Transformational Leadership and or-
ganizational learning. 
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