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ABSTRACT

In today’s fast-moving and competitive business world, companies need to keep innovating to stay ahead.
Studying organizational innovative culture is essential for understanding how businesses can systematically
cultivate an environment that supports innovation, enhances performance, and ensures long-term sustainability.
A strong culture of innovation within an organization is essential for encouraging creativity, adaptability, and
groundbreaking ideas. By studying this culture, organizations can learn how to create an environment that
promotes ongoing improvement and adds real value.

This research becomes even more important when we look at what influences this culture of innovation.
Transformational leadership is a key factor, as it inspires employees, builds a shared vision, and encourages
them to take risks. However, the connection between transformational leadership and an innovative culture
isn’t always straightforward. Here, an organizational learning culture acts as a bridge, helping to connect
leadership with a company’s ability to innovate. By understanding how this connection works, organizations
can develop specific strategies to boost their innovative potential.

Keywords: Organizational Learning Culture, Organizational Innovative Culture, and Transformational
Leadership

INTRODUCTION

Enterprises play a vital role in shaping our political, cultural, economic, personal, and social environments.
Researchers suggest that, like living organisms, established enterprises are 'born' and eventually 'die (Belak,
2011). Organizations must continuously innovate to maintain their relevance and competitive advantage.
Organizational innovative culture plays a crucial role in fostering creativity, knowledge-sharing, and a
proactive approach to problem-solving, which are essential for sustainable success (Martins & Terblanche,
2003).

Organizations with a strong innovative culture are better positioned to respond to industry changes,
technological advancements, and competitive pressures. Such cultures encourage risk-taking, experimentation,
and continuous improvement, leading to the development of new products, services, and business models
(Naranjo-Valencia, Jiménez-Jiménez. Firms like Apple, Google, and Tesla have successfully leveraged their
innovative cultures to maintain leadership in their respective industries. Research suggests that fostering an
innovation-friendly culture is a key determinant of long-term success and market differentiation (Tushman &
O’Reilly, 1997).

Innovation thrives in organizations that prioritize knowledge-sharing and continuous learning (Nonaka &
Takeuchi, 1995). A strong innovative culture promotes open communication, cross-functional collaboration,
and the integration of diverse perspectives, all of which contribute to the creation of novel solutions (Carmeli,
Gelbard, & Reiter-Palmon, 2013). Research highlights that firms with strong learning cultures are more likely
to sustain innovation over time and remain resilient in times of disruption (Garcia-Morales, Lloréns-Montes, &
Verdua-Jover, 2008).
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One of the key drivers of organizational innovation is leadership, particularly transformational leadership,
which fosters an environment that encourages creativity, learning, and adaptability (Bass, 1990).
Transformational leaders inspire employees by articulating a compelling vision, fostering intellectual
stimulation, and providing individualized consideration, all of which contribute to shaping an organizational
innovative culture (Garcia-Morales et al., 2008). However, the mechanism through which transformational
leadership influences organizational innovation requires further exploration. One potential mediating factor is
organizational learning culture, which facilitates knowledge-sharing, continuous learning, and adaptability,
ultimately enhancing the organization’s innovative capabilities (Senge, 1990).

Despite the extensive research on transformational leadership and innovation, the mediating role of
organizational learning culture remains underexplored. Many studies have focused on direct relationships
between leadership and innovation (e.g., Gumusluoglu & llsev, 2009), but fewer have examined how learning
culture facilitates this process (LOpez et al., 2005). Beside, Nana & Otoo (2024) found that organizational
learning culture did not mediate the relationship between employee competencies and career development.
Understanding this mediating effect provides deeper insights into how organizations can strategically leverage
leadership and learning to enhance innovation.

LITERATURE REVIEW
Transformational Leadership and Organizational Innovative Culture

Transformational leadership has been widely recognized as a critical factor in shaping an innovative culture
within organizations. Leaders who adopt a transformational style encourage employees to think creatively,
challenge the status quo, and engage in problem-solving that leads to innovative solutions (Jung, Chow, & Wu,
2003). Such leaders inspire employees by setting high expectations, promoting a shared vision, and fostering
an environment that values experimentation and risk-taking (Zuraik & Kelly, 2019). Research has shown that
transformational leadership enhances innovation by building a culture that supports collaboration, open
communication, and empowerment (Gumusluoglu & llsev, 2009).

Bass (1990) found that organizations led by transformational leaders exhibit higher levels of innovation,
adaptability, and performance. These findings suggest that transformational leadership’s impact on innovation
and performance is amplified when embedded within a supportive learning environment. Rashwan & Ghaly
(2022) found that transformational leadership has positive effect of innovation behavior. Additionally, studies
indicate that a strong learning culture mediates the relationship between transformational leadership and
organizational effectiveness (Bass, 1990).

Transformational Leadership and Organizational Learning Culture

Transformational leadership is characterized by four core components: idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration (Bass, 1990). Leaders who exhibit
idealized influence serve as role models, demonstrating ethical behavior and a commitment to organizational
goals. Inspirational motivation involves articulating a compelling vision that motivates employees to work
toward collective success. Intellectual stimulation encourages employees to challenge existing norms, think
critically, and seek innovative solutions. Individualized consideration focuses on recognizing employees’
unique needs and fostering their personal and professional growth (Joo et al., 2012).

One of the most significant contributions of transformational leadership to organizational learning culture is
the encouragement of creativity and innovation. By creating an environment where employees feel empowered
to take risks and explore new ideas, transformational leaders facilitate the development of a learning-oriented
culture. Amabile et al. (1996) emphasize that supportive leadership is crucial in establishing a work
environment conducive to creativity and knowledge creation. The relationship between the alignment of
perceived and projected organizational culture and emotional factors like employee satisfaction and
commitment. Person-Organization Fit (P-O Fit) reflects the compatibility between an individual's attitude and
organizational norms, as well as between personal traits and organizational values (Krajcsak, 2017).
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Transformational leaders promote open communication and collaboration, which are essential for a strong
learning culture. By fostering trust and psychological safety, employees feel more comfortable sharing their
knowledge, seeking feedback, and engaging in collective problem-solving (Li et al., 2015). This culture of
openness and collaboration enhances the organization’s ability to learn from successes and failures.

Proposition 1: Transformational leadership positively impacts to organizational innovative culture
Organizational Learning Culture and Organizational Innovative Culture

One of the primary ways OLC influences innovation is through knowledge creation and sharing. Nonaka and
Takeuchi (1995) introduced the concept of the "knowledge-creating company,” emphasizing the importance of
transforming individual knowledge into collective organizational knowledge. When employees actively share
insights, experiences, and best practices, they contribute to the development of new ideas and innovative
solutions. Ideas for both exploration and exploitation stem from active learning within the organization, with
absorptive capacity playing an additional role (Alsaied & Alkhoraif, 2024).

Organizations with a strong learning culture provide platforms for employees to exchange knowledge, such as
workshops, brainstorming sessions, and cross-functional teams. These practices encourage collaboration and
ensure that innovative ideas are refined and implemented effectively. Without a culture of learning, knowledge
tends to remain siloed, limiting an organization's ability to innovate. Individuals are drawn to organizations
whose members share similar values, interests, and personalities. Likewise, organizations except in some cases
tend to select individuals whose attributes align with existing members and organizational needs (Kravariti et
al., 2024). Ahmed et al. (2023) stated that organizations should provide a research culture (learning culture)
along with leader support.

A learning culture encourages employees to develop creative problem-solving skills, which are essential for
innovation. Amabile (1996) argues that an environment that supports learning and exploration enhances
intrinsic motivation, a key driver of creativity. When employees are given the opportunity to learn new skills,
engage in meaningful work, and experiment with new approaches, they are more likely to generate innovative
ideas. But, Cultural barriers that prevent employees from sharing knowledge should be eliminated through
effective policies and a shift in organizational culture (Igbal et al., 2024).

Psychological safety, as defined by Edmondson (1999), refers to an environment where employees feel
comfortable expressing ideas, asking questions, and taking risks without fear of punishment. When employees
feel safe to experiment, they are more likely to propose novel ideas and test innovative solutions. In contrast,
organizations that discourage learning or penalize mistakes create a culture of fear, where employees hesitate
to take risks. Without a safe space for learning and experimentation, innovation is stifled. Organizations that
prioritize learning cultivate a culture of curiosity and openness, where employees see failure as an opportunity
for growth rather than a setback.

Proposition 2: Organizational learning culture positively impacts to organizational innovative culture
The Mediating Role of Organizational Learning Culture

While transformational leadership directly influences organizational innovation, its impact is often mediated
by organizational learning culture (Berson et al., 2006). An organizational learning culture refers to the shared
values, beliefs, and practices that promote continuous learning, knowledge-sharing, and adaptation within a
company (Watkins & Marsick, 1996). When transformational leaders encourage employees to acquire and
apply new knowledge, they create an environment where learning is embedded in daily operations, leading to
greater innovation (Lopez, Pedn, & Ordas, 2005). Organizational learning culture acts as a bridge between
leadership and innovation by fostering employees’ abilities to generate, disseminate, and implement new ideas
effectively (Kang, Morris, & Snell, 2007).

This study is grounded in Social Learning Theory (Bandura, 1977) and the Knowledge-Based View (KBV) of
the firm (Grant, 1996). Social Learning Theory suggests that employees model behaviors from their leaders,
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meaning that transformational leaders can shape an innovative culture by demonstrating creativity and
openness

to new ideas. Meanwhile, KBV posits that knowledge is a strategic asset, and organizations with strong
learning cultures are more likely to leverage knowledge for innovation. These perspectives highlight the role of
organizational learning as a mechanism that translates transformational leadership into an innovative culture.
However, any behavior requires underlying knowledge and an evaluation of the pros and cons of the activity
before taking action, which, in this case, refers to knowledge behavior (Razig & Saleem, 2024).

A well-developed innovative culture directly contributes to organizational performance by increasing
efficiency, employee engagement, and adaptability (Tellis, Prabhu, & Chandy, 2009). Studies have shown that
companies with high innovation orientation tend to outperform competitors in terms of financial returns,
operational efficiency, and customer satisfaction (Dobni, 2008). Innovative organizations can swiftly respond
to market needs, improve internal processes, and leverage new technologies to optimize business operations
(Liao, Fei, & Liu, 2008).

An organizational culture that supports innovation creates an environment where employees feel empowered to
express new ideas, experiment, and take calculated risks (Amabile, 1996). Transformational leadership, a key
driver of innovative culture, enhances employee motivation by encouraging autonomy, intellectual stimulation,
and a shared vision for innovation (Jung, Chow, & Wu, 2003). Organizations that cultivate a learning-oriented
culture encourage employees to develop new skills, collaborate across teams, and contribute meaningfully to
innovation initiatives (Senge, 1990).

Proposition 3: Organizational learning culture mediate the effect of transformational leadership to
organizational innovative culture

Organizational
Innovative Culture

Transformational
Leadership

Organization
al Learning
Culture

Fig.1.Conceptual Framework of Study

DISCUSSION

Leadership plays a critical role in linking organizational learning culture to innovation. Transformational
leaders, who inspire and empower employees, create an environment that supports continuous learning and
improvement. Bass (1999) suggests that leaders who emphasize learning foster a culture of innovation by
encouraging employees to think independently, challenge the status quo, and seek creative solutions.
workplace or business unit subcultures can exist within the broader organizational and societal culture,
possessing characteristics and values that foster change and innovation (Twati, 2006).

Leaders who prioritize learning also invest in employee development, providing access to training programs,
mentorship, and resources that enhance employees' skills and knowledge (Green et al., 2013). By modeling
learning behaviors themselves, leaders set a precedent for curiosity, adaptability, and innovation within the
organization (Abdul Manaf & Abdul Latif, 2014).

In an era of rapid digital transformation and globalization, organizations must be agile and adaptable to survive
(Chan et al., 2021). Innovative cultures enable firms to anticipate changes, pivot strategies, and seize emerging
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opportunities (Drucker, 1985). Agile organizations that embed innovation within their culture are better
equipped to navigate crises, such as economic downturns or technological disruptions, and maintain their
competitive edge (Manser Payne et al., 2021).

Sustainability has become a core business priority, and organizations that integrate sustainable innovation into
their culture contribute to environmental, social, and economic well-being (Adams et al., 2016). Companies
with strong innovative cultures are more likely to develop eco-friendly solutions, implement corporate social
responsibility (CSR) initiatives, and adopt green technologies, ensuring long-term viability and compliance
with regulatory standards (Dangelico, Pujari, & Pontrandolfo, 2017).

The ability to learn and adapt is closely linked to an organization's dynamic capabilities. Babelyté-Labanauskeé
& Nedzinskasm (2017) stated that dynamic capabilities as an organization’s ability to integrate, build, and
reconfigure internal and external competencies in response to changing environments. A strong learning
culture enhances these capabilities by equipping employees with the knowledge and skills needed to navigate
complexity and uncertainty. Organizations that invest in continuous learning are better positioned to identify
emerging trends, respond to market disruptions, and develop innovative solutions. In contrast, organizations
that fail to prioritize learning risk stagnation and a decline in competitiveness.

CONCLUSION

In summary, this study looks at how transformational leadership helps create a culture of innovation within
organizations, highlighting the important role that a learning culture plays in this process. By bringing together
leadership, learning, and innovation, this research offers valuable insights into how companies can develop
lasting competitive advantages in a fast-changing business landscape. This study is based on Social Learning
Theory (Bandura, 1977) and the Knowledge-Based View (KBV) of the firm (Grant, 1996). Social Learning
Theory posits that employees emulate the behaviors of their leaders, allowing transformational leaders to foster
an innovative culture by exemplifying creativity and openness to new ideas. In contrast, the KBV asserts that
knowledge is a strategic asset, and organizations with robust learning cultures are better positioned to leverage
this knowledge for innovation.

A culture of innovation is crucial for companies that want to boost their competitiveness, enhance
performance, engage their employees, share knowledge effectively, and adapt to new challenges. Given its
strong connection to sustainability, flexibility, and ongoing learning, nurturing an innovative culture should be
a top priority for organizations that want to succeed in today’s economy.
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