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Abstract 

Drawing upon leadership theory, we explored the relationship between leadership styles, 

learning orientation, and firm performance. We also tested the moderating role of organization 

culture between learning orientation and firm performance. To achieve the objectives, we 

shared a questionnaire with four Chinese industries: textile, manufacturing, finance, and 

telecommunications. As a result, 362 responses were received and analyzed using SPSS 25 and 

IBM AMOS 24. We conducted an exploratory factor analysis (EFA) and a confirmatory factor 

analysis (CFA) for the construct’s reliability and validity before actually employing structural 

equation modeling (SEM) for modeled relationships. The results demonstrate that leadership 

style has considerably favorable effects on firm performance. Similarly, leadership style 

substantially influences learning orientation. Findings also reveal that learning orientation 

positively affects firm performance. Consequently, learning orientation positively mediates the 

relationship between leadership style and firm performance. Our study also found a significant 

positive moderating effect of organizational culture on learning orientation and firm 

performance. The results of our study offer practical implications for stakeholders, 

policymakers, and managers, giving them an overview of how and when choosing a leader with 

a particular style can impact their learning orientation and improve their performance. 
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1 INTRODUCTION  

 

The leadership process varies according to the social context, including deeply rooted cultural 

beliefs, customs, and values. Leadership in civilizations varies according to distinct concepts 

and norms of power distance, individualism or collectivism, risk tolerance, gender equality, 

assertiveness, and attitudes toward the future, people, and performance (Arun et al., 2020), 

among others (Aziz & Salloum, 2023). There are several accessible leadership concepts, but to 

define leadership and leadership style practically, it is constructive to have a clear grasp of why 

these concepts are essential and why the particular leadership style is vital. According to 

Gandolfi (2016), leadership contains five components: (i) there must be a leader or leaders; (ii) 

followers; (iii) an action-oriented plan with legal justification; and (iv) goals and objectives. A 

comprehensive definition explaining these criteria was presented by Winston and Patterson 

(2006); according to them, “a leader is one or more persons who choose, encourage, develop, 

and influence one or more followers who have a particular set of interests, aptitudes, and talents. 

They also concentrate the followers on the organization's objective and goals, motivating them 

to joyfully exert spiritual, emotional, and physical energy in a coordinated effort” (Winston & 

Patterson, 2006). 
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The role of leaders in achieving excellent organizational performance depends on a good 

working environment, remunerations, and effective management-subordinate communication. 

Previous studies claimed that ineffectiveness, bad leadership, and negative employee attitudes 

influence organizational performance in businesses and organizations; others disagree (Rizani 

et al., 2022). The effectiveness of a company’s operations is influenced by its leadership style. 

A vital component of an organization’s management is its leadership style, which may impact 

how committed and engaged employees are (Hasan et al., 2018). Effective leadership is 

essential to today’s society for many reasons, including corporate growth, community survival, 

job function, and effective performance. Organizations have been developed to solve social 

needs and cooperative actions. Performance, profitability, and innovation are behind the 

modern global economy. According to Riva et al. (2021), businesses are modernizing their 

organizational structures to compete in the bigger global market due to globalization. 

Leadership is one of the key factors in determining a company’s success. It is said that a 

company’s leadership style has an impact on its overall performance.  

 

Traditionally, leaders and their styles drive a country’s social, political, and economic growth 

(El Masri et al., 2019). Autocratic leadership (AL) and transformational leadership (TL) have 

gained importance in recent years for the competitiveness of businesses in the industrial and 

service sectors (Mishra & Schmidt, 2018). The globalization of business is one crucial aspect 

raising the social pressure on companies to strengthen the social impact of corporate 

responsibility, ethical conduct, and ethical leadership (El Masri et al., 2019). Furthermore, 

recent research found that corporate culture and commitment positively affect leaders’ views, 

improving organizational performance (Saha et al., 2020). Only a few studies claimed that 

corporate culture, management autonomy, management moral motivation, and orientation 

learning mediate an organizational performance strategy (Li et al., 2019). The company’s 

performance was also significantly impacted by delegating leadership and transformational 

leadership (Mishra et al., 2018). This shows that leadership style has gained importance beyond 

companies’ needs regarding organizational culture and performance aspects (Wade & 

Vochozka, 2021). Companies must continually adjust to changes in their environment; thus, 

managers and organizations have been urged to pay more attention to individual and company 

performance (Kmecová et al., 2021). To take the required steps to enhance organizational 

performance, managers are interested in finding out which elements are involved. Whether for-

profit or nonprofit, all businesses must adhere to this (Abbasi et al., 2015). Organizations are 

starting to focus on organizational culture and leadership style to improve performance 

(Alrowwad et al., 2017). Leadership is another strategy firms may use to increase performance. 

Leadership is one of the most important aspects determining an organization’s performance and 

financial success (Alrowwad et al., 2017). Leaders must broaden their vision beyond the usual 

leader-subordinate link to a leader-stakeholder one to establish ethically acceptable interactions 

with numerous societal stakeholders. 

 

Additionally, recent research found that the ethical climate positively impacts workers’ view of 

work and the company’s success, which improves organizational performance (Saha et al., 

2020). Without leadership, there is a greater chance of poor judgments and reduced potential 

for success. A leader’s role is essential to an organization’s existence and growth. In their 

studies on leadership and organizational performance, Hasan et al. (2018) and Pizzolitto et al. 

(2023) contend that the function of leadership is essential to an organization’s ability to operate 

at a high level. Organizations are said to exist to improve performance and ensure their survival 

and existence. Organizations must continuously improve performance by using the right 

leadership style to satisfy the expectations of the increasingly competitive industry. Leadership 

style is key in determining whether an organization succeeds or fails. In addition to influencing, 
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directing, and motivating people to carry out specific duties, leaders inspire their followers. The 

literature asserts that attaining organizational success requires effective leadership. According 

to several studies, there is a proportional relationship between improving organizational 

performance and effective leadership (Akparep et al., 2019).  

 

Yet, the relationships between leadership style and firm performance, learning orientation, 

organizational culture, and performance have all been studied separately; this study examines 

the relationship with organizational culture acting as a moderating factor in between. Only a 

few research studies have investigated the correlation between these four concepts. Most 

cultural research has not been done in various nations (Ly, 2023). The characteristics of 

leadership styles are addressed in this study. Leadership receives less emphasis in many 

assessments of learning orientation (Domingues et al., 2017). So, it is essential to comprehend 

how organizational culture, learning orientation, and leadership style interact to effect company 

performance. This study broadens and deepens the connections between organizational culture, 

leadership styles, and firm performance. The Chinese manufacturing industry’s organizational 

culture phenomena and leadership styles are examined in this study. This study uses information 

from several Chinese sectors to demonstrate the relationship between organizational culture, 

learning orientation, leadership style, and performance. This paper’s primary concerns are as 

follows: a) Is there a meaningful connection between leadership style and business 

performance? b) How does organizational performance relate to leadership? c) Is there a 

relationship between organizational culture and performance? d) What is the moderating impact 

of a learning orientation on leadership style and firm performance. 

 

2 THEORETICAL BACKGROUNDS   

 

2.1 Theoretical underpinnings – Leadership theory 

Leadership researchers and practitioners often criticize the various definitions frequently used 

to explain leadership in the literature. Several methods for thinking, assessing, researching, and 

criticizing leadership have emerged due to divergent definitions. For instance, some scholars’ 

explanations of leadership have concentrated on the leader, while others have looked at 

leadership from an interpersonal, collective, or follower-centered viewpoint. Other scholars 

have focused on investigating leader attributes instead of actions to further the distinction in 

leadership theory. At the same time, other authors have utilized the cognition and emotion 

literature to promote their explanations of leadership and its impacts. We argue that the many 

different viewpoints established within leadership studies reflect valid ways of conceiving 

leadership, and each has advanced our knowledge of leadership’s broadness and depth. In 

addition, such breadth makes it challenging to determine what is required in the next phase of 

theory development and to provide a convincing picture of the current leadership research and 

theory. 

 

This topic was first raised more than ten years ago by Graen and Uhl-Bien (1995), who claimed 

that “when new leadership theories develop, efforts to categorize them into broad categories of 

approaches are getting increasingly challenging.” Three domains are covered by their taxonomy 

for organizing leadership research: the leader, the follower, and the interaction between the two. 

Each could be examined from various perspectives (e.g., the individual, dyad, group, and 

organization level). They did not include the framework in which leaders, subordinates, and 

their relationships are situated in their categorization method, which was notably lacking 

(Avolio, 2007). Also, while their first taxonomy served as a starting point, Graen and Uhl-Bien 

(1995) admitted it was incomplete because it left out significant categories (e.g., groups and 

teams, the context). We suggest that integration across several theoretical viewpoints is required 
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to develop a more holistic management system in which leaders, followers, collectives, and 

context coexist. Thus, we have two goals in mind. First, we set out to create a common 

vocabulary that leadership scholars could use to describe, debate, and defend their theoretical 

positions without being constrained by the confines of preexisting theories. We begin with a 

qualitative review of the key leadership theories to develop an integrative view of leadership. 

This process is comparable to an empirical meta-analysis, but our focus was on evaluating and 

aggregating theories rather than the observed data supporting those theories. According to the 

findings of this point, we have concluded that every leadership theory tries to address two key 

issues, which we used to develop our fundamental guidelines or principles for codification. 

These issues are ‘where does leadership come from?’ and ‘how is leadership transmitted?’ As 

a result, we suggest two categories, the location and the mechanism of leadership, to describe 

leadership models meaningfully and practically. 

2.2 Leadership style 

Due to the issues brought on by the opening of the global economy in the twenty-first century, 

the corporate environment is now placing more importance on entrepreneurial leadership 

(Mishra & Misra, 2017). Management and owners of SMEs must be aware of changes occurring 

in the corporate environment. Without a clear vision established by the company’s leadership 

and supported by entrepreneurial actions, few organizations can succeed and survive. To do 

this, organizational leaders, such as CEOs, directors, and operation managers, must know their 

strengths, weaknesses, leadership principles, and ultimate goals. They need to be proactive, 

innovative, and ingenious. When necessary, they must grasp opportunities and take prudent 

risks. Intelligent business leaders establish sustainable businesses and competitive advantage 

while using their abilities and competencies to grow their businesses efficiently (Ramadani et 

al., 2019). Entrepreneurial individuals exhibit the personal qualities required to create creative 

ideas for the future of their companies, recognize possibilities, and accomplish those goals 

according to the entrepreneurship concept. However, the functional abilities of entrepreneurial 

leaders allow them to inspire and convince their team members to forgo conventional 

performance in carrying out their responsibilities and enhance their efforts in bringing 

innovation and entrepreneurial ventures into practice. 

 

By incorporating individuals in development and training programs, people’s perceptions of 

their skills and abilities are altered, and their sense of self-reliance is raised (Bagheri, 2017). By 

identifying and exploiting opportunities to enhance organizational performance, entrepreneurial 

leadership promotes and allows businesses to embrace practices that support the corporate 

innovation culture, find novel solutions to issues, and efficiently use resources (Sawaean & Ali, 

2020). In recent years, the concepts of corporate organizational culture (O.C.) and leadership 

style (L.S.) have grown in significance for the competitiveness of firms functioning in both the 

industrial and service sectors (Zonghua et al., 2022). Major changes, crises, and environmental 

instability have all contributed to companies’ growing demand for leadership. The distinction 

between management and leadership, which affects how business activities are carried out in 

the company, must be explicit to avoid confusion about their respective roles. Managers exert 

control, stress reason, demand efficiency from staff, and refrain from taking risks themselves.  

 

Leaders make a real effort to complete tasks, have a personal outlook on accomplishing 

objectives, and engage in risk-taking behaviors (Chen & Yan, 2022). As people deal with new 

obstacles and incorporate these lessons into their leadership styles, they develop into leaders 

(Allio, 2012). Corporate globalization is one crucial element raising social pressure on 

businesses to enhance the social impact of leadership style, moral conduct, and organizational 

culture (Mishra & Schmidt, 2018). The literature from the last decade seems to have been 
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influenced by the debate over ethics as a basic need of leadership that impacts employees’ 

abilities to understand and run the organization (Saha et al., 2020). Companies experience quick 

changes every day as a consequence of several circumstances. These variables include a few 

external factors, such as rivalry, worldwide market trends, and technological advancements. 

Several changes occur throughout time that also affect the organizations themselves. Company 

culture, innovation, employee motivation, and human resource strength are examples (Akparep 

et al., 2019). These factors typically all affect how successfully these companies operate. An 

organization’s success may strongly impact its leadership (Ng'ethe et al., 2012). An 

organization’s objectives and workers’ performance may significantly impact the leadership 

style adopted (Akparep et al., 2020). 

 

2.2.1 Transformational leadership 

 

Idris et al. (2022) initially formulated the transformational leadership theory. Leadership 

focuses on meeting higher and more fundamental demands while motivating followers to 

develop novel ideas and improve the working environment (Soleas, 2020). The 

transformational concept of leadership has undergone several modifications during the past 30 

years. Researchers now characterize these types of leaders as those that persuade and urge 

followers to overlook their interests in favor of group goals (Yahaya & Ebrahim, 2016) and 

divide the effect of this leadership style into four sub-dimensions, notwithstanding criticism of 

its use (Asim Shahzad et al., 2022). Even though there are various ideas on leadership, 

transformational leadership has received the most significant support during the past two 

decades. Scholars indicate that transformative leadership promotes followers’ overall 

development. Followers of transformational leadership see it as a connection with a person or 

group that is self-defining and rewarding. Transformational leaders’ ideological and behavioral 

charm inspires their followers to identify with them (Bagheri, 2017). A transformative leader 

constructs unique relationships with their team members, fostering a collaborative environment 

that increases output. As a result, transformational leadership and organizational performance 

are positively correlated (Jyoti et al., 2015). Transformational leadership strongly impacts 

company performance (Sofi and Devanadhen 2015). 

 

2.2.2 Autocratic leadership 

 

Without seeking feedback or counsel, authoritarians coordinate with their followers on what 

has to be done and how it should be done. According to Goffee and Gareth (2015), leadership 

encourages sincerity, dependability, and honesty in your interactions with coworkers and 

subordinates. Authentic leaders should consistently demonstrate their values through their 

actions, uphold strong moral principles, and avoid hypocrisy to maintain the trust and respect 

of their followers. Because of recent corporate, financial, and political crises and behaviors 

worldwide, most notably in developing nations, a leadership style that will promote and 

encourage the presentation and exposition of ultimate sincerity and protect individual integrity 

is required. Dominant behavior is characteristic of autocratic leaders. Authoritarian leaders 

want their subjects to obey their commands. Typically, authoritarian leaders retain the last 

control in all decisions (Chen & Weng, 2023). The duties and approaches used by followers of 

autocratic leaders must be carried out in a specific manner, understanding how organizational 

performance is impacted by different types of leadership (Iqbal et al., 2015). Authoritarian 

leadership is also known as autocratic leadership. Autocratic leaders lack perspective and 

merely foster divisive discourse. 
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Autocratic leadership significantly impacts the employees’ level of happiness and drive. 

However, authoritarian leadership style may be effective in the short run. Friendly workplace 

interaction and communication are restricted under authoritarian leadership, which is necessary 

for efficient organizational performance. An autocratic leadership style may boost 

organizational performance (Shahzad et al., 2022). When tasks must be completed within the 

allotted timeframes, this leadership style is more suitable (Bhargavi & Yaseen, 2016). An 

autocratic leader sets their team’s goals, strategies, and rules and expects everyone to abide by 

them. These leaders also have little trust in their followers. 

 

2.2.3 Affiliative leadership 

 

In general, the process of transformation is how leadership is primarily characterized. To 

support and elevate their jobs in some fundamental ways so they may benefit from or take 

advantage of new chances inside the higher level of the system, leaders construct systems that 

match the needs of organizations and managers and eventually aid them (Prabhu & Srivastava, 

2023). Fundamentally, the main demands of a leader are to manage and drive all-important 

decision-making roles, including those of an entrepreneur, resource manager, problem solver, 

and negotiator, by fostering strong relationships with others, motivating and inspiring the 

followers, and making clear decisions. Influential leaders can think critically, act intuitively, 

make moral decisions, and communicate effectively (Maqbool et al., 2023). Instead of focusing 

on the effects on individual group members, leadership must evaluate how it affects 

organizational activities as a whole (Stogdill, 1950).   

 

2.2.4 Delegative leadership 

 

According to Chang et al. (2024), leadership is the process by which a leader affects followers’ 

behavior so that they wish to work effectively to accomplish the organizational goals of the 

firm. A delegative leader allows subordinates or employees to carry out their preferences. 

Meanwhile, it said that values of power delegation or extremely high levels of confidence 

between superior and subordinate may be found in the leadership style of the delegate type 

(Wulandari et al., 2021; Nguyen et al., 2020). According to Lennox et al. (2023), the following 

are signs of delegated leadership: (1) leaders delegate all power to subordinates, (2) 

subordinates make more choices, and (3) subordinates are free to voice their views and 

opinions. According to Norris et al. (2021), the characteristics of a delegating leadership are a) 

giving tasks to subordinates with minimal instructions, b) allocating tasks depending on the 

skills of the subordinates, c) building connections with external parties, and d) delegating 

subordinates to discover solutions to problems. These are only a few of the possible strategies 

(Butt et al., 2023). Laissez-faire leadership, or delegative leadership, is a kind of management 

in which the leader plays a supporting role and defers the group’s decision-making process. A 

laissez-faire leadership does not regularly provide subordinates with feedback and does not 

actively monitor them. These executives control highly skilled and trained staff and need little 

guidance. Studies have shown that this leadership approach often results in lower team 

productivity (Gadirajurrett et al., 2018). Trust is an essential component of delegative 

leadership, sometimes known as laissez-faire leadership. Delegative leaders allow group 

members to make choices and provide little supervision. This strategy may be beneficial when 

dealing with highly talented individuals, but it often leads to poorly defined jobs and a lack of 

drive (Gadirajurrett et al., 2018). 
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2.3 Firm performance 

Kabir  et al. (2016) describe satisfactory organizational performance as measuring employee 

productivity by revenue, profit, growth, development, and corporate expansion. Since some 

experts think leadership promotes business success, they stressed the need to examine how 

executive leadership improves organizational performance. Management development and 

long-term competitive advantage need competent leadership to enhance organization 

performance. According to Rangus and Černe (2019), leadership is essential for performance, 

as it is the main force behind an organization’s growth. A leader needs to motivate the group. 

Leaders must understand and respect people’s perspectives and show interest in, trust in, and 

awareness of their needs and wants. Leaders will contribute to organizational effectiveness by 

creating a pleasant atmosphere and reducing conflict. 

 

Performance is the achievement of specific goals determined by established benchmarks (Kim 

et al., 2023). Performance is measured in two directions or dimensions. Performance may be 

evaluated objectively using economic and market-based metrics like capacity utilization, 

profitability, and market share. The second kind of performance, subjective or judgmental, 

includes employee- and customer-based metrics, including service quality and staff and 

customer satisfaction. It implies that substantial attention must paid to service quality and 

customer and employee satisfaction for a firm to achieve a successful objective performance. 

However, organizations’ use of financial performance metrics is becoming insufficient due to 

quick changes, such as improved product quality, increased global population movement, and 

accelerated technological advancements. As a result, businesses now tend to be multicultural 

(Ramachandran et al., 2023). As such, this paper examines performance from the non-financial 

perspective of leadership approaches. The effectiveness of a stakeholder’s leadership is used to 

evaluate organizational performance. Therefore, in this task, a leader’s ability to influence  

subordinates to achieve predetermined goals and objectives will significantly impact how well 

the company performs. Performance is the execution or completion of work, tasks, or goals to 

a specific degree of desired satisfaction due to the leadership style(s) established or adapted by 

the person holding the leadership position. Performance, therefore, is defined as an 

organization’s capacity to meet the intended expectations of its workforce through the 

management style(s) adopted. 

2.4 Hypotheses development  

2.4.1 Leadership style and firm performance 

Performance is the act of doing a task. The completion of work is measured against certain 

standard practices of efficiency, completeness, cost, and speed (Business Dictionary, 2014). 

The act of fulfilling a duty and relieving the performer of responsibility is called performance. 

Thus, job performance is the organization’s way of achieving stated objectives. It describes a 

worker’s conduct at work and his effort. Therefore, job performance refers to how well 

employees carry out their duties. Leaders should not push this idea aside since it is necessary 

for corporate success. Activating staff performance for productivity is required for a leader in 

a company to be considered adequate. Administrative habits and leadership abilities must be 

used to get the workers engaged. Research has shown paradoxical correlations between 

leadership style and organizational performance, and associations may be beneficial or 

destructive (Fischer & Sitkin, 2023). Corporate performance and leadership styles are linked 

significantly (Piwowar-Sulej & Iqbal, 2023). 

 

According to Datta (2015), the performance and retention of employees in modern firms can 

be directly impacted by inefficient or unsuitable leadership styles. Dubey et al. (2023) contend 

that effective leadership helps employees feel connected to the business. Employees with a 
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strong emotional connection to the organization are likelier to stick with it, producing superior 

work in less time and lowering turnover costs. Leadership also promotes organizational justice, 

which is essential since it has been shown that fairness is associated with greater levels of job 

performance, supervisor trust, psychological ownership, and organizational commitment. This 

review of related literature reveals that although some researchers disagree with leadership 

enhancing organizational performance, others support it. However, making direct comparisons 

is difficult because different leadership theories have been used in various studies. There are 

still unanswered questions and gaps. To make a substantial addition to the growing body of 

knowledge and experience in this area of research, especially regarding county government in 

China, the present study will reexamine the recommended leadership-performance link. A 

company’s performance is significantly influenced by its leadership ideas. The leadership style 

impacts the company’s culture, which affects how effectively the organization functions (Hasan 

et al., 2018). Data from 2,662 individuals working in 311 organizations and four-factor 

leadership theories were used to illustrate this. The many leadership styles are related to 

performance and organizational culture. 

 

H1: leadership style is positively related to the firm performance. 

 

2.4.2 Leadership style and learning orientation 

 

Researchers have focused on entrepreneurial and learning orientations for the last several 

decades. Learning orientation, as a fundamental attitude toward learning, symbolizes the role 

of managers and organizations in growing surface learning processes. Similarly, organizational 

values impact an organization’s inclination to produce and use knowledge (Amin, 2015). 

Organizations should recruit individuals who can understand and differentiate between recent 

technological breakthroughs and outside market knowledge, according to (Fischer & Sitkin, 

2023). For an organization’s members to handle information effectively and generate new 

knowledge more rapidly than their competitors, they must also be skilled and competent. 

Strategic renewal and organizational learning orientation are connected. Learning orientation 

is currently considered a tactic for keeping a competitive advantage; it is relevant to creative 

production. Finally, learning orientation affects performance at the individual and 

organizational levels. Mastering information and abilities via study and experience is referred 

to as learning orientation. It is a crucial operational resource because it enables businesses to 

keep their competitive edge by continually improving their ability to manipulate market data 

more quickly than their rivals (Wu et al., 2023). Businesses that are better at presenting, gaining, 

and transferring information and adjusting their behavior to reflect the new knowledge are 

better able to adapt to fast-changing dynamics in a challenging business environment 

(Tajeddini, 2016). According to Yoon and Park (2023), learning orientation refers to an 

organizational culture that affects how likely organizations are to produce and apply 

knowledge. This suggests that learning orientation needs to form a new corporate culture that 

includes new values, norms, beliefs, assumptions, and anticipated behavior, in addition to brief 

organizational training and development periods. Examining the effectiveness and integrity of 

existing ideas, attitudes, and practices intended to ensure an organization’s success is more 

accessible with learning-oriented management. It encourages employees to learn new things 

and reinforces the learning norms currently existent in the workplace to enhance organizational 

abilities and achieve excellent efficiency. As a result, learning orientation enhances an 

organization’s learning behavior and changes corporate culture to one that is more advanced 

and entrepreneurially oriented, ensuring long-term growth and survival (Hussain et al., 2018). 

Regularly evaluate the current values and practices that influence an organization's operations.  

Sinkula et al. (1997) claim that learning orientation is a set of values that affects how pleased 
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an organization is with the theories it is adopting. In this regard, this paper employs the scale 

that (Sinkula et al. (1997) recommended for measuring and evaluating the learning orientation 

chosen by firms. Shared vision, openness to new ideas, knowledge sharing within the 

organization, and dedication to learning comprise the scale’s four components. However, this 

paper ignores the issue of knowledge sharing inside organizations. 

 

H2: leadership style is positively related to learning orientation. 

 

2.4.3 Mediation of learning orientation 

  

To create and integrate knowledge across an organization, learning orientation primarily entails 

accepting a learning process and change. Learning orientation profoundly impacts 

organizations, so it has been thoroughly researched in the literature. Research has focused on 

analyzing learning orientation to gain a competitive edge, eventually leading to ongoing 

performance improvement (Baker et al., 2022). Organizations with a high degree of learning 

orientation perform better than organizations with a lower learning orientation; this would be 

particularly true in a highly uncertain competitive environment. Nonetheless, academics feel 

that more research is needed on the relationship between learning orientation and performance 

(Wahab et al., 2015). Researchers have discovered various viewpoints and findings concerning 

the nature of this link after rigorously examining the body of literature on learning orientation 

and organization performance. Many studies have shown the strong connections between 

organization performance, learning orientation, and leadership style (Niazi et al., 2020). Just a 

few studies have shown an indirect association; these studies have underlined that leadership 

style is impacted by learning orientation, ultimately improving organizational performance. 

Much research has also shown that learning orientation indirectly affects an organization’s 

performance. For instance, Le and Ikram (2022) found a link between learning orientation and 

leadership style and improved firm performance. Similarly, Pett et al. (2024) examined the 

relationship between leadership style, learning orientation, and company performance and 

concluded that both learning orientation and firm performance were favorably impacted by 

leadership style. The current research considers the impact of learning orientation on 

organizational performance in the Chinese SME setting. 

 

H3: learning orientation significantly and positively impacts firm performance. 

H4: learning orientation significantly mediates the relationship between leadership style and 

firm performance. 

 

2.4.4 Moderation of organizational culture  

 

There are several ways to define culture. Formally, culture is described as the predominant 

“ideas, values, attitudes, behaviors, and customs" of a group (Lovin et al., 2023 P-26). 

Anthropologists have long sought to understand various tribes worldwide by focusing on 

culture. The connections between culture, organizational performance, and employee behavior 

and attitudes have only lately come to light due to the work of corporate researchers. Fortune’s 

annual list of the “100 Best Companies to Work For” mainly relies on the significance of culture 

in organizations, since employees anonymously submit information about their workplace 

cultures (Aranki et al., 2019). Culture is a topic about which skilled leaders are becoming 

increasingly concerned. According to Tony Hsieh, the former CEO of Zappos, “If you get the 

culture right, a lot of the other stuff like excellent customer service, creating a terrific long-term 

brand, or passionate staff and customers will emerge spontaneously on its own.”  D Snow 

(2009- P 239). The ordinary meanings, conventions, and ideals of how leadership is expected 
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to be exercised, collectively known as the “cultural environment of leadership,” reflect an 

uncertain yet likely-to-influence circumstance. Studies that examined the varied effects of 

cultural factors and shifting values on leadership styles and effectiveness showed that 

leadership environments could be stable, chaotic, unpredictable, or susceptible (Porfírio et al., 

2021). The study by Rohlfer and Zhang (2016) serves as the foundation for a leadership theory 

that emphasizes the importance of context; it argues for a more pragmatic advancement in 

understanding culture as a dynamic aspect. Global and local cultural contexts affect leadership 

activities; hence, these areas are crucial for examining how cultural context affects active 

leadership actions and relationships in cooperative companies, claims (Uhl-Bien 2006). More 

concretely, organizational culture is the environment in which individuals work and how it 

affects their attitudes, actions, and experiences at work (Helmuth et al., 2023). Cultures within 

organizations might vary substantially. They can bring out the best in people and foster positive 

environments, or they may bring out the worst in people and foster tense, stressful 

environments. 

 

H5: Organizational culture significantly moderates the relationship between learning 

orientation and firm performance. 

 

The literature evaluation suggests numerous research gaps. First, the study must determine how 

different leadership theories may be combined to create a unified framework. Second, empirical 

research is necessary to assess whether learning orientation mediates the relationship between 

leadership style and firm performance and how certain leadership philosophies affect the 

growth of learning-oriented cultures inside firms. Researchers should also examine how 

organizational culture affects the link between performance and learning orientation. 

Furthermore, exploring sector-specific variations in these interactions and creating and testing 

measuring techniques suited to various organizational contexts might improve our knowledge. 

Finally, it is important to investigate how external influences affect leadership practices and 

organizational results. We can improve our understanding of leadership and how it affects 

companies by filling in these gaps. The proposed conceptual model is shown in Fig. 1. 

 
Fig. 1 – Conceptual Framework. Source: own research 
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3 RESEARCH OBJECTIVES, METHODOLOGY AND DATA 

3.1 Measuring items 

The survey’s questions were measured using a Likert scale with a maximum score of 5, with 1 

denoting severe disagreement and 5 denoting strong agreement. Higher ratings on the scale 

showed that the variable was more prevalent inside the company. Higher scores were a sign of 

higher assessment levels of the organization’s performance. Likert scales are frequently 

employed to give standardized assessments of participant perspectives that permit comparison 

across various groups (Groves et al., 2011). 

We adopted a scale with four items measuring self-awareness, balanced processing, relational 

tendency, and integrated moral perspective from prior research by (Zhu, 2002) to measure 

leadership style. A sample item is, “my manager is aware of what he truly finds important.” Ar 

and Baki (2011) adapted existing literature to create a measure of learning orientation evaluated 

on a 5-item scale. A sample item is “each team member has specialized knowledge of some 

aspect of our project.” A 5-item scale was used to evaluate the responses. A sample item, firm 

performance, was also adapted from the previous study of Iqbal et al. (2022)  and measured on 

a 4-item scale that responded by '1=Never, to '5= Very frequently. The details are presented in 

Tab. 1.  

Leadership style: The construct was developed by research into the impacts of leadership (Zhu, 

2002). Managers were asked to assess the consistency of their staff members’ actions and the 

use of outcome-based management techniques in the workplace. A 4-item scale was used to 

evaluate the replies. “My manager commends me if I do job tasks successfully” is a sample 

item. 

Learning Orientation: How frequently employees engage in any of the activities was examined. 

The 5-item scale used to measure learning orientation was taken from a 2011 study by Ar and 

Baki (2011).  “While working in the organization, I develop unique and innovative ideas” is a 

sample item. 

Organizational Culture: We asked employees to evaluate their capacity for innovation while 

the company employed them. The 5-item scale we used to assess corporate culture was adapted 

from Khan et al. (2020). “I typically offer solutions to workers’ challenges regarding the job 

activity” is a sample item. 

Firm Performance: This construct was developed by and consisted of a 4-item measure (Iqbal 

et al., 2022). A sample item is “how I improve the efficiency and productivity of the 

organization.” 

 

Tab. 1 – Constructs and Measuring Items. Source: own research 

Sr. No Construct Items References 

1 Leadership style  4 (Zhu, 2002) 

2 Learning orientation 5 (Ar & Baki, 2011) 

3 Organizational culture 5 (Khan et al., 2020) 

4 Firm’s performance 4 (Iqbal et al., 2022) 

3.2 Population and sampling 

A multi-level data set, comprising matching questionnaires from managers and firms’ 

employees, was gathered to evaluate the model. A cross-sectional survey was used to collect 

the data. Most of the managers at various Chinese manufacturing and service firms contacted 

us. We asked the team managers to evaluate each employee’s performance individually to 

prevent bias from the standard approach used to measure company performance. This 

circumstance is ideal for examining our methodology since a firm’s performance is based on 

its employees’, teams’, and managers’ abilities to complete particular organizational needs. 
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Furthermore, members of the company collaborated for the knowledge exchange, supporting 

and enabling one another to define the corporate culture and goals. To collect the data, we first 

required the management of each organization to provide its permission and support. We invited 

155 organizations to participate in the study, of which 105 (49 from the textile industry, 30 from 

manufacturing, 20 from finance, and 6 from communications) responded. Then, using the 

relevant data from 105 team managers at each company’s HR department, we made physical 

and electronic communications to invite them to participate in our online survey. Before 

collecting the data, we conducted 20 in-depth qualitative interviews with managers and team 

members to verify the validity of the survey questions. One manager and one to four randomly 

chosen employees later completed the survey. 

Consequently, the managers sent a link to an online survey and asked to share it with every 

team member. To match replies from managers and workers, we also requested the employees 

enter a five-digit number and return it to their supervisors. We sent survey forms to 430 workers 

and their 105 individual team supervisors. After completing the survey, we eliminated the 

respondents with fewer than four replies from the manufacturing workforce. 50 manager-

employee dyads were produced from the final matched sample, which included 362 valid 

responses from workers and 88 valid responses from managers; 74.3% of the survey 

respondents were men. Additionally, 63.2% of the participants had completed their university 

education, and 55.8% of respondents had work experience of at least ten years in various 

organizations. The sample characteristics are presented in Tab. 2. 

Tab. 2 – Sample Characteristics. Source: own research 

3.3 Methods Employed 

We employed the covariance based structural equation modeling (CB-SEM) to analyze the 

modeled relationships in our study. We applied CB-SEM because it fits with the aim of theory 

testing. We developed the hypotheses based on leadership theory; therefore, CB-SEM fulfills 

Respondent's Profile Frequency Percentage 

Gender   

 Male 269  74.30 

 Female 93  25.70 

Age   

 19–24  85 24.48 

25–29  107 29.55 

30–34  66  18.23 

35–49  52 14.36  

40–44  23  6.35 

45+ years  29 8.01 

Industry Representation   

Textile sector 50  47.7 

Manufacturing  20 19.0  

Finance 15  14.3 

Telecommunication 20 19.0 

Leadership-managing Experience    

Less than 1 year  24  6.6  

1–5 years  136  37.6  

6–10 years  157  43.4  

11–15 years  32 8.8  

16+ years  13  3.6 
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the requirements for the statistical procedures. We applied CB-SEM in two phases. At first, we 

conducted the EFA using SPSS 25, where we identified the reliability and validity of the 

constructs and items cross-loading identified using a factor rotation matrix. Afterward, CFA in 

Amos was conducted, and factors were unidirectionally checked. Upon confirmation of 

satisfactory results from EFA and CFA in the second stage, we employed the modeled 

relationship and tested the hypotheses.  

 

4 RESULTS AND DISCUSSION 

4.1 Measurement model assessment 

We estimated the measurement model using IBM AMOS 24.0 and the two-step model approach 

(Anderson & Gerbing, 1988). To evaluate the measurement model’s validity and reliability, we 

used a CFA approach that considered all multi-item scales (see Fig. 2).  

 
Fig. 2 – Confirmatory factor analysis results. Source: own research 

A study by Hu and Bentler (1999) reported the following excellent model fit indices for the 

measurements model: X2 /df = 2.472; RMSEA = 0.052; adjusted goodness of fit index (AGFI) 
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= 0.829; normed fit index (NFI) = 0.904; confirmatory fit index (CFI) = 0.914; Tucker-Lewis 

index (TLI) = 0.906; Standardized Root Mean Square Residual (SRMR) = 0.0 46. According 

to the CFA findings, the factor-loading item with a value between 0.701 and 0.905 exceeded 

the cutoff limit of 0.70. Since the Cronbach alpha (α) values are more than 0.70, they are 

considered acceptable. The results are presented in Tab. 3. 

Tab. 3. – Results of factor loadings and reliability of latent constructs. Source: own research 

 

The statistic used to verify convergent validity is the average variance extracted (AVE) for each 

model construct, which must be more than 0.50 (Fornell & Larcker, 1981). Tab.  4 reveals that 

AVE values range from 0.54 to 0.78 points over the suggested ceiling. We proved discriminant 

validity by stating that each latent construct’s AVE must be more significant than the square 

correlation between each item of the constructs (Fornell & Larcker, 1981), (See Tab. 4). The 

latent constructs, convergent and discriminant validity approved the measuring model. 

Tab. 4. – Discriminant Validity. Source: own research 

S. No Variables MS

V 

CR AVE LS LO FP   OC 

1 Leadership Styles 0.12

6 

0.91

7 

0.73

5 

0.85

7 

   

2 Learning Orientation  0.27

2 

0.92

9 

0.76

7 

0.48

3 

0.876   

Constructs Items SFL α 

Leadership Style   0.898 

 LS1 .850  

 LS2 .837  

 LS3 .885  

 LS4 .711  

Learning Orientation   0.888 

 LO1 .880  

 LO2 .844  

 LO3 .761  

 LO4 .841  

 LO5 .704  

Firm Performance   0.905 

 FP1 .930  

 FP2 .704  

 FP3 .761  

 FP4 .830  

Organizational Culture   0.880 

 OC1 .694  

 OC2 .769  

 OC3 .854  

 OC4 .760  

 OC5 .693  
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3 Firm Performance  0.27

2 

0.91

9 

0.74

1 

0.69

9 

0.428 0.861  

4 Organizational Culture 0.28

8 

0.91

8 

0.69

1 

0.56

9 

0.709 0.559 0.832 

 

4.2. Common method variance  

As a cross-sectional survey employed in this study, common method variance (CMV) may 

impact the research results. To search for CMV, we adopted the same single-factor test that was 

used by Podsakoff et al. (2003). Harman’s single-factor results show that CMV impacts the 

results when a single factor accounts for surpassing 50% of the total variation. The results of 

our study indicate that there was no CMV in the data because the most significant single factor 

contribution, at 37.25 percent, was below the 50% threshold. We also used the common latent 

factor approach developed by Podsakoff et al. (2003) to assess the consistency of the CMV test. 

The results showed that the existing framework’s estimated parameters and fit indices did not 

differ significantly. CMV is, therefore, irrelevant to our investigation. 

4.3. Results of proposed hypotheses  

SEM was used to examine the proposed theories. At this point, we used a range of statistical 

measures of the structural model’s fitness, following Hair et al. (2017). The fit indices in Tab. 

5 shows that (x2 / df = 2.452, GFI = 0.925; AGFI = 0.971; TLI = 0.952; CFI = 0.912; NFI = 

0.722; RMSEA = 0.061; RMR=0.055) the structural model had a suitable connection with the 

data.  

Tab. 5. – Values of measurement and structural model. Source: own research 

Fit indices χ2 /df GFI RMSEA RMR CFI TLI 
AGFI PNFI 

Recommended 

Values 
<3 >0.9 <0.10 

<0.08 >0.9 >0.9 >0.8 >0.5 

Measurement 

Model 2.541 0.955 0.073 
0.061 0.933 0.912 0.952 0.629 

Structural 

Model 2.452 0.925 0.061 
0.055 0.912 .952 0.971 0.722 

Note: GFI = goodness of fit; RMSEA = root mean square error of approximation; RMR = root mean square residual; CFI = 

comparative fit index; TLI = Tucker Lewis index; AGFI = adjusted goodness of fit; PNFI = parsimony normed fit index. 

 

Additionally, we addressed the multicollinearity problem using the variance inflation factor 

(VIF), and all results fall between 1.031 and 2.047, which is lower than the desired value of 3. 

Therefore, the potential multicollinearity of this study is not an issue. According to the likely 

direct influence results, leadership style significantly influenced firm performance (H1–

βLS→FP = 0.462, t = 3.447, p < .001), so it supports our initial theory. Additionally, the 

findings confirm H2 by showing that leadership style significantly influenced learning 

orientation (H2–βLS→LO = 0.593, t = 8.594, p < .001). Additionally, the third hypothesis’s 

direct effect demonstrated that learning orientation is positively affects Firm Performance. 

However, with a t-value of 1.307, S.E of 0.078, and CR of 1.302, the evidence is not strong 

enough to claim that this effect is statistically significant at the 0.05 level. The relationship is 

positive but not strongly supported by the data in a statistical sense (H3–βLO→FP = 0.102, t = 

1.307, p > .05). Furthermore, the outcomes confirm H4 by indicating that learning orientation 

significantly mediates the relationship of leadership style and firm performance (H4–

βLS→LO→FP= 0.274, t = 3.382, p < .001). Moreover, the fifth hypothesis revealed that 

organizational culture (OC) positively and significantly moderates the relationship of learning 
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orientation and firm performance (H5–β OC×LO→FP = 0.135, t = 2.076, p < .001), supporting 

our hypothesis H5 (Tab. 6). 

Tab. 6. – Hypotheses testing and specific indirect effects. Source: own research 

 

Similarly, results indicated a positive and significant association between leadership style, 

learning orientation and firm performance (H4–βLS→LO→FP= 0.274, t = 3.382, p < .001). In 

Fig. 3, we illustrated the predictive power (R-square) of latent independent variables toward 

dependent variables. The R-squares indicated that 23.3% and 52% accounted for leadership 

style, learning orientation, and firm performance. 

 
Fig. 3 – Hypothesized Model. Source: own research 

4.4 Moderating Effects 

Hypothesis 5 proposed that organizational culture positively moderates the influence of 

learning orientation on firm performance. The moderation results presented in Fig. 4 proved 

this hypothesis (H5–β OC×LO→FP = 0.135, t = 2.076, p < .001). Additionally, leadership style 

has drawn much attention in achieving the organization’s strategic objectives. Suppose the 

company’s leadership does not have a thorough strategy for their workers and maintains the 

organizational culture for the relationships of the organization’s current employees. In that case, 

the organization cannot achieve its objectives. A model of the leadership style, learning 

orientation, organizational culture, and firm performance results in organizations is established 

and validated with this emphasis. 

Hypotheses Beta t-value S.E C.R Decision 

H1:  LS → FP 0.462 3.447 0.134 3.453 Supported 

H2:  LS → LO 0.593 8.594 0.069 8.64 Supported 

H3:  LO → FP 0.102 1.307 0.078 1.302 Not supported 

H4:  LS→ LO → FP 0.274 3.382 0.081 3.384 Supported 

H5:  OC×LO→FP 0.135 2.076 0.065 2.068 Supported 
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Fig. 4. – Simple slope analysis. Source: own research 

4.5 Discussion 

 

The results of our study complement and further the findings of other studies on leadership, 

learning orientation, organizational culture, and business performance. Much evidence supports 

the favorable association between leadership style and company performance. Several previous 

studies, including those by Purwanto (2021) and Afriyie et al. (2019), have repeatedly shown 

the beneficial effects of good leadership on organizational results. Leadership creates a culture 

that encourages employee productivity and offers direction, logically boosting business 

success. The findings of the investigation support our hypothesis. Past research has shown that 

the H1 leadership style significantly impacts business success. 

According to recognized research, the H2 leadership style has a major effect on establishing a 

learning-oriented culture inside businesses. A culture of learning inside firms is fostered 

through leadership characteristics, including receptivity to new ideas and knowledge sharing, 

according to studies by Thomas and Gupta (2022) and Bolatan et al. (2022). Our research 

supports this theory by showing that a leader’s style may influence the creating of an 

atmosphere conducive to learning. 

H3 learning orientation acts as a bridge, connecting leadership style to business performance 

and supporting the notion that cultivating a learning culture is critical for leadership success. 

Our analysis improves on the work of Mutonyi et al. (2020) and Kurniawan et al. (2020) by 

validating learning orientation as a mediator between leadership style and company 

performance. These studies drew attention to the leadership style-mediated indirect impact of 

learning orientation on organizational performance. Our findings support this reasoning by 

highlighting how leadership, directly and indirectly, affects company performance through the 

intermediate function of learning orientation.  

Finally, the moderating impact of organizational culture on the connection between learning 

orientation and firm performance is consistent with the findings of Mohsni et al. (2021) and 

Abbu and Gopalakrishna (2021). The contextual impact of corporate culture on leadership 
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techniques and their results is emphasized in these publications. This study’s findings logically 

extend this idea, which highlights the significance of considering cultural context. They show 

that businesses with different cultural backgrounds may experience variable degrees of 

influence from their learning-oriented activities on firm performance. So, H5 organizational 

culture moderates the link between learning orientation and firm performance, emphasizing the 

importance of context in these dynamics. 

 

5 CONCLUSION, IMPLICATIONS, LIMITATIONS, AND FUTURE DIRECTIONS  

5.1 Conclusion 

In conclusion, the results of our investigation support and extend the logical connections shown 

by earlier studies. A more thorough knowledge of how leadership dynamics affect 

organizational success is made possible by the effects of learning orientation as a mediator, 

leadership style’s impact on firm performance, and the moderating impact of organizational 

culture. 

This study’s findings suggest a connection between organizational culture, leadership styles, 

and firm performance. The findings of this study indicate that organizational culture and 

learning orientation are vital for leadership styles and organizational effectiveness. This 

research shows that, to achieve organizational performance goals, organizations should strongly 

emphasize organizational culture and learning orientation. According to Arif et al. (2019), 

organizational culture directly affects performance. The findings align with previous studies 

that have discovered a beneficial connection between organizational culture and company 

performance (Wahyuningsih et al., 2019). The present study’s findings showed that 

performance is closely correlated with three types of culture: competitive, bureaucratic, and 

communal. Direct, significant, and favorably correlated relationships between competitive 

forms of culture and company performance are identified in the study. This result is consistent 

with Slater and Narver (1995), which demonstrated a favorable relationship between 

performance and an organizational culture that is externally focused. 

Additionally, this result supports those who hypothesized that an aggressive corporate culture 

has a favorable and substantial impact on organizational results. Our finding reveals an early 

connected community culture performance and leadership style. The fact that teamwork, self-

management, and community culture were ranked highly among the organizational ideals may 

help to explain the beneficial association between community performance and performance. 

Regression studies to test this hypothesis show a substantial correlation between leadership 

styles and business performance. The current study’s findings align with those of Ogbonna et 

al. (2000), who discovered a substantial association between supportive and participatory 

leadership styles’ performance. These results provide more evidence to support the hypothesis 

that supportive leader conduct will improve performance, particularly in stressful or ambiguous 

situations.  

5.2 Theoretical implications 

This study demonstrates how participatory leadership behaviors may improve organizational 

performance by enhancing subordinate engagement and commitment. The connection between 

performance and mechanics-based leadership (instrumental leadership) is also consistent with 

past findings (e.g., Rowold & Rohmann, 2009); findings of this study support the conclusions 

of a substantial number of earlier research in this sector. The finding of learning and firm 

performance is highly correlated with mechanical and humanistic-based leadership. As 

expected, organizational culture and learning orientation act as mediators and moderators of the 

relationships between leadership styles and organizational performance. In this study, 
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bureaucratic and competitive culture partially modifies this connection for humanistic-based 

leadership, but unexpectedly, community culture is significant. 

5.3 Practical implications 

Learning orientation has a larger mediating effect on humanistic-based leadership than other 

mediating connections. Organizational culture partially moderates the relationship between 

performance and mechanic-based leadership. This research provides empirical evidence for the 

link between performance, organizational culture, learning, and leadership. These findings 

suggest leadership, organizational culture, and learning orientation are essential to company 

performance. If businesses are expected to function well in the current cutthroat business 

climate, they must prioritize corporate culture, learning orientation, and leadership. There is a 

need to expand assistance for SMEs in developing nations like China, where the learning 

orientation of enterprises is rising. According to the study, learning orientation and leadership 

style favorably and significantly influence organizational success. The links between leadership 

style and organizational performance have also been significantly mediated by learning 

orientation and significantly moderated by organizational culture. According to the study, 

SMEs should adopt entrepreneurial leadership and enhance their learning orientation to increase 

their skills, competitive edge, and performance, assuring long-term success. The results of this 

study demonstrate that organizational leadership makes it easier to develop a leadership style, 

procedures, and abilities, as well as to organize resources and align them with initiatives to take 

advantage of novel possibilities. Organizations might stop using their present procedures and 

techniques to embrace more innovative ones with the aid of learning orientation and 

organizational culture. The conceptual framework given in this study ought to pique the 

curiosity of academics and practitioners. The interplay of the factors mentioned in this study 

has the potential to function as a catalyst for improved SME performance in developing 

countries. The results of this study also have some positive ramifications for business owners 

and executives in China and SMEs, helping them run their companies more successfully and 

achieve better levels of sustainability and competitiveness. In this situation, managers of SMEs 

are counseled to pay close attention to organizational behavior, continual learning practices, 

and the development of innovativeness to ensure the company’s improved performance. 

 

5.4 Limitation and Future Research 

Only the organizational culture, learning orientation, and entrepreneurial leadership style were 

used in the study model to explore their roles in organizational success. More leadership 

qualities, though, might affect how well an organization performs. Future researchers will be 

able to include those factors in the equation and significantly improve their understanding of 

the phenomena. Future research must examine the framework of this study in the context of 

other countries and in various sectors, such as the technology industry, to generalize the results. 

This study developed a model that concentrated on textiles, manufacturing, finance, and 

telecommunications in China. Finally, future research may look at how organizational 

performance is directly impacted by organizational culture and market orientation. 

This study offers a valuable framework for determining how different leadership philosophies 

are related to organizational success. This study provides recommendations for improving 

executive leadership as a consequence. Since this study was entirely qualitative, future research 

may focus on developing new frameworks for investigating the relationship between leadership 

style and employee engagement and satisfaction. Empirical data must also support how an 

authentic leadership style will impact organizational success. 

 

 



 

https://doi.org/10.7441/joc.2024.03.02  45 

 

References 

 

Abbasi, M. S., Tarhini, A., Hassouna, M., & Shah, F. (2015). Social, organizational, 

demography and individuals’ technology acceptance behavior: A conceptual model. 

European Scientific Journal, 11(9), 1857–7881. 

https://eujournal.org/index.php/esj/article/view/5279 

Abbu, H. R., & Gopalakrishna, P. (2021). Synergistic effects of market orientation 

implementation and internalization on firm performance: Direct marketing service 

provider industry. Journal of Business Research, 125, 851–863. 

https://doi.org/10.1016/J.JBUSRES.2019.06.004 

Afriyie, S., Du, J., & Ibn Musah, A.-A. (2019). Innovation and marketing performance of 

SME in an emerging economy: The moderating effect of transformational leadership. 

Journal of Global Entrepreneurship Research, 9(1), 1–25. 

https://doi.org/10.1186/S40497-019-0165-3 

Akparep, J., Jengre, E., & Mogre, A. (2019). The influence of leadership style on 

organizational performance at TumaKavi Development Association, Tamale, northern 

region of Ghana. http://41.66.217.101/handle/123456789/2580 

Allio, R. J. (2012). Leaders and leadership – Many theories, but what advice is reliable? 

Strategy & Leadership, 41(1), 4–14. 

https://doi.org/10.1108/10878571311290016/FULL/HTML 

Alrowwad, A., Yousef Obeidat, B., Tarhini, A., & Aqqad, N. (2017). The impact of 

transformational leadership on organizational performance via the mediating role of 

corporate social responsibility: A structural equation modeling approach. International 

Business Research, 10(1). https://doi.org/10.5539/ibr.v10n1p199 

Amin, M. (2015). The effect of entrepreneurship orientation and learning orientation on 

SMEs’ performance: An SEM-PLS approach. Journal for International Business and 

Entrepreneurship Development, 8(3), 215–230. 

https://doi.org/10.1504/JIBED.2015.070797 

Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in practice: A review 

and recommended two-step approach. Psychological Bulletin, 103(3), 411–423. 

https://doi.org/10.1037/0033-2909.103.3.411 

Ar, I. M., & Baki, B. (2011). Antecedents and performance impacts of product versus process 

innovation: Empirical evidence from SMEs located in Turkish science and technology 

parks. European Journal of Innovation Management, 14(2), 172–206. 

https://doi.org/10.1108/14601061111124885/FULL/HTML 

Aranki, D. H., Suifan, T. S., & Sweis, R. J. (2019). The relationship between organizational 

culture and organizational commitment. Modern Applied Science, 13(4). 

https://doi.org/10.5539/mas.v13n4p137 

Arif, S., et al. (2019). Influence of leadership, organizational culture, work motivation, and 

job satisfaction of performance principles of senior high school in Medan City. Budapest 

Internation Research and Critics Institute-Journal, 2(4). 

https://doi.org/10.33258/birci.v2i4.619 

Arun, K., Gedik, N. K., Okun, O., & Sen, C. (2020). Impact of cultural values on leadership 

roles and paternalistic style from the role theory perspective. World Journal of 

Entrepreneurship, Management and Sustainable Development, 17(3), 422–440. 

https://doi.org/10.1108/WJEMSD-10-2020-0128/FULL/XML 

Asim Shahzad, M., et al. (2022). Linking authentic leadership to transactive memory system, 

team innovativeness, and selling performance: A multilevel investigation. Frontiers in 

Psychology, 13, 884198. https://doi.org/10.3389/FPSYG.2022.884198/BIBTEX 



 

https://doi.org/10.7441/joc.2024.03.02  46 

 

Avolio, B. J. (2007). Promoting more integrative strategies for leadership theory-building. 

American Psychologist, 62(1), 25–33. https://psycnet.apa.org/buy/2006-23492-005 

Aziz, M. R., & Salloum, C. (2023). How cultural leadership ideals shape entrepreneurship? 

European Business Review, 35(5), 797–813. https://doi.org/10.1108/EBR-02-2023-

0051/FULL/XML 

Bagheri, A. (2017). The impact of entrepreneurial leadership on innovation work behavior 

and opportunity recognition in high-technology SMEs. Journal of High Technology 

Management Research, 28(2), 159–166. https://doi.org/10.1016/J.HITECH.2017.10.003 

Baker, W. E., Mukherjee, D., & Gattermann Perin, M. (2022). Learning orientation and 

competitive advantage: A critical synthesis and future directions. Journal of Business 

Research, 144, 863–873. https://doi.org/10.1016/J.JBUSRES.2022.02.003 

Bhargavi, S., & Yaseen, A. (2016). Leadership styles and organizational performance. 

Strategic Management Quarterly, 4, 87–117. 

https://www.scirp.org/reference/ReferencesPapers.aspx?ReferenceID=2471758 

Bolatan, G. I. S., et al. (2022). Unlocking the relationships between strategic planning, 

leadership and technology transfer competence: The mediating role of strategic quality 

management. Journal of Knowledge Management, 26(11), 89–113. 

https://doi.org/10.1108/JKM-12-2020-0897/FULL/PDF 

Butt, K., Jabeen, M., & Zareef, M. (2023). What leadership qualities are necessary for 

productive librarianship? Explore coaxial traits of academic librarians in the twin cities 

of Pakistan. Journal of Academic Librarianship, 49(3), 102677. 

https://doi.org/10.1016/J.ACALIB.2023.102677 

Chang, C. C., Zhuang, W. L., Hung, C. W., & Huan, T. C. (2024). Investigating the influence 

of thriving at work on hotel employees’ service performance with the moderating effect 

of leader-member exchange. International Journal of Hospitality Management, 119, 

103736. https://doi.org/10.1016/J.IJHM.2024.103736 

Chen, L., & Weng, Q. (2023). Authoritarian-benevolent leadership and employee behaviors: 

An examination of the role of LMX ambivalence. Journal of Business Ethics, 186(2), 

425–443. https://doi.org/10.1007/S10551-022-05225-8/TABLES/5 

Chen, Y. S., & Yan, X. (2022). The small and medium enterprises’ green human resource 

management and green transformational leadership: A sustainable moderated‐mediation 

practice. Corporate Social Responsibility and Environmental Management, 29(5), 1341–

1356. https://doi.org/10.1002/CSR.2273 

Datta, B. (2015). Assessing the effectiveness of authentic leadership. International Journal of 

Leadership Studies, 9(1). https://www.regent.edu/wp-content/uploads/2020/12/2-

IJLS.pdf 

Domingues, J., Vieira, V. A., & Agnihotri, R. (2017). The interactive effects of goal 

orientation and leadership style on sales performance. Marketing Letters, 28(4), 637–

649. https://doi.org/10.1007/S11002-017-9436-3 

Dubey, P., Pathak, A. K., & Sahu, K. K. (2023). Assessing the influence 

of effective leadership on job satisfaction and organisational citizenship behaviour. 

Rajagiri Management Journal, 17(3), 221–237. https://doi.org/10.1108/RAMJ-07-2022-

0108 

El Masri, N., & Suliman, A. (2019). Talent management, employee recognition and 

performance in the research institutions. Studies in Business and Economics, 14(1), 127–

140. https://doi.org/10.2478/sbe-2019-0010 

Fischer, T., & Sitkin, S. B. (2023). Leadership styles: A comprehensive assessment and way 

forward. Academy of Management Annals, 17(1), 331–372. 

https://doi.org/10.5465/ANNALS.2020.0340 



 

https://doi.org/10.7441/joc.2024.03.02  47 

 

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable variables 

and measurement error: Algebra and statistics. Journal of Marketing Research, 18(3), 

382–388. https://doi.org/10.1177/002224378101800313 

Gandolfi, F., & Stone, S. (2017). The emergence of leadership styles: A clarified 

categorization. Revista De Management Comparat International, 18(1), 18. 

Gadirajurrett, H., et al. (2018). Impact of leadership on team’s performance. 

https://pdxscholar.library.pdx.edu/etm_studentprojects/1912/ 

Goffee, R., & Jones, G. (2015). Why should anyone work here?: what it takes to create an 

authentic organization. Harvard Business Review Press. 

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: 

Development of leader-member exchange (LMX) theory of leadership over 25 years: 

Applying a multi-level multi-domain perspective. Leadership Quarterly, 6(2), 219–247. 

https://doi.org/10.1016/1048-9843(95)90036-5 

Groves, R. M., et al. (2011). Survey methodology. Wiley. 

https://books.google.com/books?hl=en&lr=&id=ctow8zWdyFgC&oi=fnd&pg=PR15&d

q=(Groves,+Fowler,+%26+Couper,+2011)&ots=fgjH5z0eXe&sig=bzpQC5pgSBg4YR4

n4GCv27eWG2U 

Hair, J. F., Babin, B. J., & Krey, N. (2017). Covariance-based structural equation modeling in 

the Journal of Advertising: Review and recommendations. Journal of Advertising, 46(1), 

163–177. https://doi.org/10.1080/00913367.2017.1281777 

Hasan, E., Khajeh, A., Abu, M. H., & Asaari, H. (2018). Impact of leadership styles on 

organizational performance. Journal of Human Resources Management Research, 

687849. https://doi.org/10.5171/2018.687849 

Helmuth, C. A., Cole, M. S., & Vendette, S. (2023). Actions are authentic, but are leaders? A 

reconceptualization of authenticity and leadership practice. Journal of Organizational 

Behavior, 45(1), 119–135. https://doi.org/10.1002/JOB.2723 

Hu, L. T., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure 

analysis: Conventional criteria versus new alternatives. Structural Equation Modeling, 

6(1), 1–55. https://doi.org/10.1080/10705519909540118 

Hussain, N., Rigoni, U., & Orij, R. P. (2018). Corporate governance and sustainability 

performance: Analysis of triple bottom line performance. Journal of Business Ethics, 

149(2), 411–432. https://doi.org/10.1007/S10551-016-3099-5 

Idris, I., Suyuti, A., Supriyanto, A. S., & As, N. (2022). Transformational leadership, political 

skill, organizational culture, and employee performance: A case from tourism company 

in Indonesia. Geojournal of Tourism and Geosites, 40(1), 104–110. 

https://doi.org/10.30892/GTG.40112-808 

Iqbal, N., Anwar, S., & Haider, N. (2015). Effect of leadership style on employee 

performance. Arabian Journal of Business and Management Review, 5(5), 1–6. 

https://doi.org/10.4172/2223-5833.1000146 

Iqbal, T., Shahzad, M. A., Alonso-Nuez, M. J., & Rosell-Martínez, J. (2022). Importance of 

environmental policy on firm performance for the textile industry: A contextual study of 

Pakistan. Frontiers in Psychology, 13, 1008890. 

https://doi.org/10.3389/FPSYG.2022.1008890/BIBTEX 

Jyoti, J., & Bhau, S. (2015). Impact of transformational leadership on job performance: 

Mediating role of leader-member exchange and relational identification. Sage Open, 

5(4). https://doi.org/10.1177/2158244015612518 

Kabir, A. A., Sena, O., Ezekiel, I. G., & Simeon, A. O. (2016). Influence of organizational 

leadership on organizational performance in the service sector in Nigeria. International 

Journal of Economics, Commerce and Management, 4(12), 574–590. 

https://core.ac.uk/download/pdf/162043651.pdf 

https://doi.org/10.1177/002224378101800313


 

https://doi.org/10.7441/joc.2024.03.02  48 

 

Khan, M. A., Ismail, F. B., Hussain, A., & Alghazali, B. (2020). The interplay of leadership 

styles, innovative work behavior, organizational culture, and organizational citizenship 

behavior. Sage Open, 10(1). https://doi.org/10.1177/2158244019898264 

Kim, Y., Yu, S. L., Wolters, C. A., & Anderman, E. M. (2023). Self-regulatory processes 

within and between diverse goals: The multiple goals regulation framework. Educational 

Psychologist, 58(2), 70–91. https://doi.org/10.1080/00461520.2022.2158828 

Kmecová, I., Stuchlý, J., Sagapova, N., & Tlustý, M. (2021). SME human resources 

management digitization: Evaluation of the level of digitization and estimation of future 

developments. Polish Journal of Management Studies, 23(2), 232–248. 

https://doi.org/10.17512/PJMS.2021.23.2.14 

Kurniawan, R., Budiastuti, D., Hamsal, M., & Kosasih, W. (2020). The impact of balanced 

agile project management on firm performance: The mediating role of market orientation 

and strategic agility. Review of International Business and Strategy, 30(4), 457–490. 

https://doi.org/10.1108/RIBS-03-2020-0022/FULL/XML 

Le, T. T., & Ikram, M. (2022). Do sustainability innovation and firm competitiveness help 

improve firm performance? Evidence from the SME sector in Vietnam. Sustainable 

Production and Consumption, 29, 588–599. https://doi.org/10.1016/J.SPC.2021.11.008 

Lennox, C., Wang, C., & Wu, X. (2023). Delegated leadership at public accounting firms. 

Journal of Accounting and Economics, 76(1), 101572. 

https://doi.org/10.1016/J.JACCECO.2022.101572 

Li, X., Gao-Zeller, X., Rizzuto, T. E., & Yang, F. (2019). Institutional pressures on corporate 

social responsibility strategy in construction corporations: The role of internal 

motivations. Corporate Social Responsibility and Environmental Management, 26(4), 

721–740. https://doi.org/10.1002/CSR.1713 

Lovin, D., Busila, A. V., & Sava, V. (2023). Culture shock, adaptation, and organizational 

performance in sport: A psychological perspective. Technological Forecasting and 

Social Change, 190, 122403. https://doi.org/10.1016/J.TECHFORE.2023.122403 

Ly, B. (2023). The interplay of digital transformational leadership, organizational agility, and 

digital transformation. Journal of the Knowledge Economy, 15, 4408–4427. 

https://doi.org/10.1007/s13132-023-01377-8 

Maqbool, S., et al. (2023). The role of diverse leadership styles in teaching to sustain 

academic excellence at secondary level. Frontiers in Psychology, 13, 1096151. 

https://doi.org/10.3389/FPSYG.2022.1096151/BIBTEX 

Mishra, P., & Misra, R. K. (2017). Entrepreneurial leadership and organizational 

effectiveness: A comparative study of executives and non-executives. Procedia 

Computer Science, 122, 71–78. https://doi.org/10.1016/J.PROCS.2017.11.343 

Mishra, P., & Schmidt, G. B. (2018). How can leaders of multinational organizations be 

ethical by contributing to corporate social responsibility initiatives? Guidelines and 

pitfalls for leaders trying to do good. Business Horizons, 61(6), 833–843. 

https://doi.org/10.1016/J.BUSHOR.2018.07.011 

Mohsni, S., Otchere, I., & Shahriar, S. (2021). Board gender diversity, firm performance and 

risk-taking in developing countries: The moderating effect of culture. Journal of 

International Financial Markets, Institutions and Money, 73, 101360. 

https://doi.org/10.1016/J.INTFIN.2021.101360 

Mutonyi, B. R., Slåtten, T., & Lien, G. (2020). Empowering leadership, work group 

cohesiveness, individual learning orientation and individual innovative behaviour in the 

public sector: Empirical evidence from Norway. International Journal of Public 

Leadership, 16(2), 175–197. https://doi.org/10.1108/IJPL-07-2019-0045/FULL/PDF 



 

https://doi.org/10.7441/joc.2024.03.02  49 

 

Ng'ethe, J. M., Namusonge, G. S., & Iravo, M. A. (2012). Influence of leadership style on 

academic staff retention in public universities in Kenya. International journal of business 

and social science, 3(21). 

Nguyen, P. T., Yandi, A., & Mahaputra, M. R. (2020). Factors that influence employee 

performance: Motivation, leadership, environment, culture organization, work 

achievement, competence and compensation (a study of human resource management 

literature studies). Dinasti International Journal of Digital Business Management, 1(4), 

645–662. https://doi.org/10.31933/DIJDBM.V1I4.389 

Niazi, A., Faraz, H. A., Arshad, B., & Asghar, W. (2020). Impact of Managerial competency 

and learning orientation on job performance. Journal of Accounting and Finance in 

Emerging Economies, 6(3), 885–896. https://doi.org/10.26710/jafee.v6i3.1423 

Norris, K. R., Ghahremani, H., & Lemoine, G. J. (2021). Is it laissez-faire leadership or 

delegation? A deeper examination of an over-simplified leadership phenomenon, 28(3), 

322–339. https://doi.org/10.1177/1548051821997407 

Ogbonna, E., & Harris, L. C. (2000). Leadership style, organizational culture and 

performance: Empirical evidence from UK companies. International Journal of Human 

Resource Management, 11(4), 766–788. https://doi.org/10.1080/09585190050075114 

Pett, T., Haddad, G., & Nagpal, G. (2024). Does empowering leadership affect SMEs’ 

sustainability performance through knowledge transfer? European Management Journal. 

https://doi.org/10.1016/J.EMJ.2024.03.008 

Piwowar-Sulej, K., & Iqbal, Q. (2023). Leadership styles and sustainable performance: A 

systematic literature review. Journal of Cleaner Production, 382, 134600. 

https://doi.org/10.1016/J.JCLEPRO.2022.134600 

Pizzolitto, E., Verna, I., & Venditti, M. (2023). Authoritarian leadership styles and 

performance: A systematic literature review and research agenda. Management Review 

Quarterly, 73(2), 841–871. https://doi.org/10.1007/S11301-022-00263-Y/TABLES/3 

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common method 

biases in behavioral research: A critical review of the literature and recommended 

remedies. Journal of Applied Psychology, 88(5), 879–903. https://doi.org/10.1037/0021-

9010.88.5.879 

Porfírio, J. A., Carrilho, T., Felício, J. A., & Jardim, J. (2021). Leadership characteristics and 

digital transformation. Journal of Business Research, 124, 610–619. 

https://doi.org/10.1016/J.JBUSRES.2020.10.058 

Prabhu, H. M., & Srivastava, A. K. (2023). CEO transformational leadership, supply chain 

agility and firm performance: A TISM modeling among SMEs. Global Journal of 

Flexible Systems Management, 24(1), 51–65. https://doi.org/10.1007/S40171-022-

00323-Y/TABLES/8 

Purwanto, A. (2021). Influence of leadership, motivation, competence, commitment and 

culture on ISO 9001:2015 performance in packaging industry. Scholars Journal of 

Economics, Business and Management. https://papers.ssrn.com/abstract=3984816 

Ramachandran, S., Balasubramanian, S., James, W. F., & Al Masaeid, T. (2023). Whither 

compassionate leadership? A systematic review. Management Review Quarterly, 1–85. 

https://link.springer.com/article/10.1007/s11301-023-00340-w 

Ramadani, V., et al. (2019). Beekeeping as a family artisan entrepreneurship business. 

International Journal of Entrepreneurial Behaviour and Research, 25(4), 717–730. 

https://doi.org/10.1108/IJEBR-07-2017-0245/FULL/HTML 

Rangus, K., & Černe, M. (2019). The impact of leadership influence tactics and employee 

openness toward others on innovation performance. R&D Management, 49(2), 168–179. 

https://doi.org/10.1111/RADM.12298 



 

https://doi.org/10.7441/joc.2024.03.02  50 

 

Riva, F., Magrizos, S., & Rubel, M. R. B. (2021). Investigating the link between managers’ 

green knowledge and leadership style, and their firms’ environmental performance: The 

mediation role of green creativity. Business Strategy and the Environment, 30(7), 3228–

3240. https://doi.org/10.1002/BSE.2799 

Rizani, M., et al. (2022). Effect of the toxic leadership on organizational performance with 

workplace deviant behavior of employees as mediation. Strategic Management Business 

Journal, 2(1), 26–38. https://doi.org/10.55751/SMBJ.V2I01.28 

Rohlfer, S., & Zhang, Y. (2016). Culture studies in international business: Paradigmatic 

shifts. European Business Review, 28(1), 39–62. https://doi.org/10.1108/EBR-07-2015-

0070/FULL/HTML 

Rowold, J., & Rohmann, A. (2009). Transformational and transactional leadership styles, 

followers’ positive and negative emotions, and performance in German nonprofit 

orchestras. Nonprofit Management and Leadership, 20(1), 41–59. 

https://doi.org/10.1002/NML.240 

Saha, R., et al. (2020). Effect of ethical leadership and corporate social responsibility on firm 

performance: A systematic review. Corporate Social Responsibility and Environmental 

Management, 27(2), 409–429. https://doi.org/10.1002/CSR.1824 

Sawaean, F. A. A., & Ali, K. A. M. (2020). The impact of entrepreneurial leadership and 

learning orientation on organizational performance of SMEs: The mediating role of 

innovation capacity. Management Science Letters, 10(2), 369–380. 

https://doi.org/10.5267/J.MSL.2019.8.033 

Shahzad, M. A., Iqbal, T., Jan, N., & Zahid, M. (2022). The role of transformational 

leadership on firm performance: Mediating effect of corporate sustainability and 

moderating effect of knowledge-sharing. Frontiers in Psychology, 13, 883224. 

https://doi.org/10.3389/FPSYG.2022.883224/BIBTEX 

Sinkula, J. M., Baker, W. E., & Noordewier, T. (1997). A framework for market-based 

organizational learning: Linking values, knowledge, and behavior. Journal of the 

Academy of Marketing Science, 25(4), 305–318. 

https://doi.org/10.1177/0092070397254003  

Snow, D., & Yanovitch, T. (2009). Unleashing excellence: The complete guide to ultimate 

customer service. John Wiley & Sons. 

 

Slater, S. F., & Narver, J. C. (1995). Market orientation and the learning organization. Journal 

of Marketing, 59(3), 63–74. https://doi.org/10.1177/002224299505900306 

Sofi, M. A., & Devanadhen, K. (2015). Impact of organizational culture on organizational 

performance: An empirical assessment of banking sector in Jammu and Kashmir 

India. International Journal of innovative research and development, 4(9), 34-44. 

Soleas, E. K. (2020). Leader strategies for motivating innovation in individuals: A systematic 

review. Journal of Innovation and Entrepreneurship, 9(1), 1–28. 

https://doi.org/10.1186/S13731-020-00120-W 

Tajeddini, K. (2016). Analyzing the influence of learning orientation and innovativeness on 

performance of public organizations: The case of Iran. Journal of Management 

Development, 35(2), 134–153. https://doi.org/10.1108/JMD-03-2015-0033/FULL/HTML 

Thomas, A., & Gupta, V. (2022). Tacit knowledge in organizations: Bibliometrics and a 

framework-based systematic review of antecedents, outcomes, theories, methods and 

future directions. Journal of Knowledge Management, 26(4), 1014–1041. 

https://doi.org/10.1108/JKM-01-2021-0026/FULL/XML 

Uhl-Bien, M. (2006). Relational leadership theory: Exploring the social processes of 

leadership and organizing. Leadership Quarterly, 17(6), 654–676. 

https://doi.org/10.1016/j.leaqua.2006.10.007 

https://doi.org/10.1177/0092070397254003


 

https://doi.org/10.7441/joc.2024.03.02  51 

 

Wade, K., & Vochozka, M. (2021). Artificial intelligence data-driven internet of things 

systems, sustainable industry 4.0 wireless networks, and digitized mass production in 

cyber-physical smart manufacturing. Journal of Self-Governance and Management 

Economics, 9(3), 48–60. https://doi.org/10.22381/JSME9320214 

Wahab, A.,  Mahmood, R., & Ahmad, S. (2015). How do self-efficacy and learning 

orientation affect performance of university leaders? Journal for Studies in management 

and Planning, 1(5), 501–514. https://core.ac.uk/download/pdf/42984125.pdf  

Wahyuningsih, S. H., Sudiro, A., Troena, E. A., & Irawanto, D. W. (2019). Analysis of 

organizational culture with Denison’s model approach for international business 

competitiveness. Problems and Perspectives in Management, 17(1), 142–151. 

https://doi.org/10.21511/PPM.17(1).2019.13 

Winston, B. E., & Patterson, K. (2006). An integrative definition of leadership. International 

Journal of Leadership Studies, 1(2), 6–66. 

Wu, Q., Yan, D., & Umair, M. (2023). Assessing the role of competitive intelligence and 

practices of dynamic capabilities in business accommodation of SMEs. Economic 

Analysis and Policy, 77, 1103–1114. https://doi.org/10.1016/J.EAP.2022.11.024 

Wulandari, R., Djawoto, D., & Prijati, P. (2021). The influence of delegative leadership style, 

motivation, work environment on employee performance in self-efficiency mediation in 

SNVT housing provision of East Java Province. Budapest International Research and 

Critics Institute-Journal, 4(3), 3294–3311. https://doi.org/10.33258/BIRCI.V4I3.2097 

Yahaya, R., & Ebrahim, F. (2016). Leadership styles and organizational commitment: 

Literature review. Journal of Management Development, 35(2), 190–216. 

https://doi.org/10.1108/JMD-01-2015-0004/FULL/HTML 

Yoon, S. W., & Park, J. G. (2023). Employee’s intention to share knowledge: The impacts of 

learning organization culture and learning goal orientation. International Journal of 

Manpower, 44(2), 231–246. https://doi.org/10.1108/IJM-01-2021-0004/FULL/XML 

Zhu, X. W. (2002). The impacts of leadership, member satisfaction, and teamwork quality on 

team performance: An example on ERP project team. Master's thesis, National Central 

University, Taoyuan, Taiwan. 

Zonghua, L., et al. (2022). The effect of corporate social responsibility on unethical pro-

organizational behavior: The mediation of moral identity and moderation of supervisor-

employee value. Current Psychology, 42, 14283–14296. https://doi.org/10.1007/s12144-

022-02722-x 

  

 

Dr. Muahmmad Asim Shahzad 

Jiangsu University 

School of Management  

Zhenjiang, China 

asimshahzad59@yahoo.com 

https://orcid.org/0000-0002-  

0076-6191 
 

Prof. Du Jianguo 

Jiangsu University 

School of Management  

Zhenjiang, China 

djg@ujs.edu.cn 

https://orcid.org/0000-0001-9628-7496 

 



 

https://doi.org/10.7441/joc.2024.03.02  52 

 

Dr. Muhammad Junaid 

Jiangsu University 

School of Management  

Zhenjiang, China 

junaidmahy@hotmail.com 

 

Dr. Fakhar Shahzad 

Shenzhen University 

College of Management 

Shenzhen, China 

fshahzad51@szu.edu.cn 

https://orcid.org/0000-0002-6408-2848 

 

Alisha Zulfiqar 

Government College Women University Faisalabad 

School of Management 

Faisalabad, Punjab, Pakistan 

alishasim59@yahoo.com 

 


