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ABSTRACT: 

In the quest to improve organizational performance, attention has been directed at new innovative ideas. It must be 

emphasized that the dire need for better training and leadership has led to extensive research effort. The public 

sector in the United Arab Emirates is the focus of this paper, where an innovative approach is applied to assess the 

impact of transformational leadership on training which in turn influences learning & growth, in addition to the 

mediating role of training. The data was collected from 344. The data was analyzed using structural equation 

modeling (SEM) via SmartPLS 3.0. The results proved that there is a significant impact of transformational 

leadership on training which in turn significantly impacted learning & growth as well, and it also proved the 

significant mediating role of training in the model. The proposed model explained 21.7% of learning & growth 

variance. 
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I. INTRODUCTION 

The concept of leadership has garnered a lot of interest amongst the various practitioners and scholars, as it played 

a vital role in the organisational performance and offered a competitive advantage. However, researchers are still 

determining if the leadership fosters a higher performance and if the earlier performance was influenced by 

leadership and innovation. Thus, many studies have attempted to determine the relationship between leadership 

and organisational performance (Samad 2012). 

Since the existing environment is seen to be innovative and competitive, the relationship between the TL and 

organisational performance is not clear. The competitive advantage is based on the innovativeness which enables 

the organisations to improve their results (Aragón-Correa et al., 2007; Donate and Sánchez de Pablo 2015). In 

these scenarios, the managers need to motivate their employees to participate in the innovative process and gain 

new knowledge which allows the companies to introduce novel products into the markets (Andriopoulos and 

Lewis 2010). The TL and human resource activities were regarded as triggers of innovation and competence 

(Fındıklı et al., 2015). Heffernan et al. (2016) stated that there was a higher need to investigate the variables which 

mediated between the organisational performance and the human resource activities. 

Researcher Tizard (2012) in an in-depth critical study on contemporary leadership in the public sector notes that 

contemporary public sector leaders are being compelled to work with less assets and constantly find better 

approaches to handle difficulties. Tizad further notes that leadership in the public sector is particularly significant; 

it not only impacts the activity execution and fulfilment of representatives’ expectations, but also plays a 

significant role in how government and public organizations perform. This position finds support from further 

evidence of research which notes that leadership is cogent to great public governance, including great service 

provision, productivity, ethical practice and accountability (Schofield & Pegg, 2010). They moved further to 

indicate that public sector leaders face more challenges than private sector leaders including increasing dynamism, 

perception changes, rapid technological developments and increasing citizenry expectations just to mention a few. 

As a result, Schofield notes that these numerous challenges that leaders in the public sector face and the fact that it 

is expected of them to be the model of the application and implementation of all changes in the business 

environment requires the development and or dependence on different competencies among the leaders concerned. 

Therefore, public sector senior leaders are ordinarily inclined to pursue and monitor rules and methods and give 

clear directions about the manner in which things should be finished. 

Research indicates that the leadership style of a transformational leader is similar to the coaching approach or 

description of a leader (Rebelo, Dimas, Lourenço, & Palácio, 2018). This implies a superiorly intelligent and 

inspiring figure that can immediately notice and recognize his/her team members, and determine from the onset of 



JOURNAL OF CRITICAL REVIEWS 

ISSN- 2394-5125 VOL X, ISSUE XX, 20XX 

3471 
 

interaction the specific qualities of his/her team members. Then within the next few interactions take note of each 

of the team member’s aspirations, motivations, strengths and weaknesses and capitalize on these to help each 

individual improve. (Jaiswal & Dhar, 2015) note however, while each employee has individual goals that s/he 

would want to fulfil for the organization in his/her capacity, the transformational leader takes this opportunity to 

encourage a zeal for goal pursuit by painting a clear compelling common vision and goal and setting overall 

objectives which serve as a guide for employees when performing their tasks (A. H. Aldholay, Isaac, Abdullah, & 

Ramayah, 2018). 

II. LITERATURE REVIEW 

2.1 Transformational Leadership (TL)  

Many researchers have accepted TL as the ideal style of leadership in various contemporary organisations. This 

leadership style has garnered a lot of recognition because of its effect on the different organisational outcomes like 

organisational innovation (Wang et al., 2011) and employee satisfaction (Voon et al., 2011; Ngadiman et al. 2013). 

It was noted that the TL could instigate a need for higher order (Rowold and Schlotz 2009). In their study, 

Aldholay et al., (2018) mentioned that the TL could motivate all the employees and generate positive emotions, 

which further created an inspirational vision and directed the employees to work towards fulfilling the objectives. 

Based on the proposed dimensions of the TL which were described earlier, Aydogdu and Asikgil (2011) derived 4 

TL dimensions, which were used in this study. These included the Inspirational Motivation, Intellectual 

Stimulation, Idealised Influence and Individualised Consideration. The above arguments and other supporting 

results led to the following hypothesis: 

H1: Transformational Leadership has a positive effect on training. 

2.2 Training (TR) 

The subject of training human resources and their promotion is considered to be one of the important matters in the 

work of modern organizations (Jaworski, Ravichandran, Karpinski, & Singh, 2018). The human element 

represents the basic motor of the resources of the organization, particularly when it enjoys skilful quality and 

cognitive abilities that tally with the nature of work of the organization  (Hanaysha, 2016). Training is an 

operation of active effect on the performance and skills of the human element in the organization, which is 

necessary for the preservation of the high efficiency of work strength whereas it raises the standard of skills and 

helps to implant confidence in the spirits of workers and improves business quality (Afroz, 2018). Training is 

considered to be one of the strategic and basic axes for the support and diversification of the skills, experiences and 

knowledge of the personnel in the organization  (Sharma & Taneja, 2018). Training contributes in the fertilization 

of brains of trainees and expands their horizons and perceptions in such a way to help in deepening thought and 

make them gain the enlightened discernment in order to disclose the circumstances and consequences incumbent 

upon their conducts (Otuko, Kimanichege, & Douglas, 2013). Consequently, the following hypothesis is proposed: 

H2: Training has a positive effect on Learning & Growth. 

H3: Training mediates the relationship between Transformational Leadership and Learning & Growth . 

2.3 Learning & Growth (LG)  

Organizational performance is among the foremost vital factors within the administration field and seemingly the 

foremost imperative pointer in deciding the in general organizational performance (Gavrea, Ilies, & Stegerean, 

2011). It is the degree of standard or endorsed pointers of adequacy, effectiveness, and natural obligation such as 

cycle time, efficiency, and administrative compliance. Organizational performance is the extreme subordinate 

variable of intrigued by analysts whose concern for management study. This wide variable is basic in allowing 

analysts and directors to assess organizations over time and compare them to rivals (J. Richard, Devinney, Yip, & 

Johnson, 2009). This paper will look at performance in terms of learning & growth. which alludes to how staff are 

prepared and taught, pick up and capture information (Hannabarger, Buchman, & Economy, 2011). Kaplan & 

Norton (1996) mentioned that learning and growth come from three central sources: individuals, procedures and 

systems 

III. RESEARCH METHOD 

3.1 Overview of the Proposed Conceptual Framework 

Figure 1 shows the main variables of this study (Transformational Leadership, Training, and Learning & Growth) 

and the relationship between them. 

 Transformational Leadership as independent variable 
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 Training as mediating variable 

 Learning & Growth as dependent variable 

 

Figure 1: The proposed conceptual framework 

3.2. Development of Instrument and Data collection 

In this study, the researchers developed the questionnaire tool which consisted of 25 questions. All parameters 

were assessed using the Likert scale as shown in earlier studies (Isaac, Aldholay, Abdullah, & Ramayah, 2019; 

Isaac, Abdullah, Ramayah, & Mutahar, 2018). This information was collected by delivering the self-managed 

questionnaire ‘in-person’ to the employees in public sector in UAE, in the period between March 2019 and January 

2020. 600 questionnaires were distributed, out of which 372 were returned. From the 372 questionnaires, 344 

responses were suitable for data analysis. The total response rate in this study was 62%, which was regarded as 

acceptable. 

IV. DATA ANALYSIS AND RESULTS 

PLS (Partial Least Squares) SEM-VB (Structural Equation Modelling-Variance Based) was employed to assess 

the research model by utilizing the software SmartPLS 3.0 (Ringle, Wende, & Becker, 2015). PLS-SEM 

recommended by related studies (Isaac, Abdullah, Aldholay, & Ameen, 2019; Isaac, Abdullah, Ramayah, & 

Mutahar, 2017; Mutahar, Daud, Thurasamy, Isaac, & Abdulsalam, 2018). 

4.1 Measurement Model Assessment 

The individual Cronbach’s alpha, the composite reliability (CR), The average variance extracted (AVE), and the 

factor loadings exceeded the suggested value (Kline, 2010; Hair, Black, Babin, & Anderson, 2010) as illustrated in 

Table 1. 

Table 1: Measurement model assessmen 

Constructs Item Loading (> 0.7) M SD α (> 0.7) CR (> 0.7) AVE (> 0.5) 

Idealized 

Influence  (II) 

II1 

II2 

113 

II4 

0.926 

0.927 

0.914 

0.915 

3.22 1.19 0.940 0.957 0.847 

Inspirational 

Motivation (IM) 

IM1 

IM2 

IM3 

IM4 

0.914 

0.919 

0.909 

0.898 

3.06 1.11 0.931 0.951 0.828 

Intellectual 

Stimulation (IS) 

IS1 

IS2 

IS3 

IS4 

0.921 

0.936 

0.937 

Deleted 

3.07 1.12 0.923 0.951 0.867 

Individualized IC1 0.928 3.34 1.20 0.883 0.921 0.747 
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Consideration 

(IC) 

IC2 

IC3 

IC4 

0.930 

0.670 

0.902 

Training (TR) 

TR1 

TR2 

TR3 

TR4 

0.953 

0.953 

0.940 

0.901 

3.77 1.13 0.954 0.966 0.878 

Learning & 

Growth (LG) 

LG1 

LG2 

LG3 

LG4 

LG5 

0.755 

0.825 

0.815 

0.844 

0.790 

3.38 1.04 0.865 0.903 0.650 

Note: M=Mean; SD=Standard Deviation, α= Cronbach’s alpha; CR = Composite Reliability, AVE = Average 

Variance Extracted. 

Key: II: Idealized Influence, IM: Inspirational Motivation, IS: Intellectual Stimulation, IC: Individualized 

Consideration, TR: Training, LG: Learning & Growth 

Fornell-Larcker was used to test the discriminant validity, table 2 shows that all constructs of model fulfilled 

satisfactorily, it was discovered that the AVEs’ square root on the diagonals is bigger than the correlations among 

constructs (Fornell & Larcker, 1981; Chin, 1998; Hair et al., 2017). 

Table 2: Fornell-Larcker criterion 

 IC II IM IS LG TR 

IC 0.865      

II 0.706 0.921     

IM 0.657 0.696 0.910    

IS 0.691 0.700 0.676 0.931   

LG 0.346 0.215 0.245 0.211 0.806  

TR 0.322 0.263 0.328 0.267 0.466 0.937 

Note: Diagonals represent the square root of the average variance extracted while the other entries represent the 

correlations. 

Key: II: Idealized Influence, IM: Inspirational Motivation, IS: Intellectual Stimulation, IC: Individualized 

Consideration, TR: Training, LG: Learning & Growth 

4.2 Structural Model Assessment 

The structural model can be tested by computing beta (β), R², and the corresponding t-values via a bootstrapping 

procedure with a resample of 5,000 (Hair, Hult, Ringle, & Sarstedt, 2017).  

  
Key: TL: Transformational Leadership, II: Idealized Influence, IM: Inspirational Motivation, IS: Intellectual 

Stimulation, IC: Individualized Consideration, TR: Training, LG: Learning & Growth 

Figure 2: PLS algorithm results 
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4.2.1 Direct Effect Hypotheses  

Figure 2 and Table 3 showing the results of the hypothesis tests. Transformational leadership positively influences 

Training. Hence, H1 is accepted with (tp <0.001). Training positively influences learning & 

growth. Hence, H2 is accepted with (tp <0.001). 

Transformational leadership explains eleven percent of the variance in training, and training explains twenty-two 

percent of the variance in learning & growth. The values of R²  have an acceptable level of explanatory power, 

indicating a substantial model (Cohen, 1988; Chin, 1998).  

Table 3: Result of Direct Effect Hypotheses 

Hypothesis Relationship Std Beta Std Error t-value p-value Decision R² 

H1 TL→TR 0.338 0.057 5.884 0.000 Supported 0.11 

H2 TR→LG 0.466 0.055 8.502 0.000 Supported 0.22 

Key: TL: Transformational Leadership, TR: Training, LG: Learning & Growth 

4.2.2 Indirect Effect Hypotheses  

The researchers applied the Preacher and Hayes (2004; 2008) method for bootstrapping all indirect effects for 

testing the mediation hypotheses, H3. The results showed (see table 4) that the training mediated the relationship 

between the transformational leadership and learning & growth. Thus, the H3 was accepted and showed the values 

of (tp <0.001). 

Table 4: Result of Indirect Effect Hypotheses 

Hypothesis Relationship Std Beta Std Error t-value p-value Decision 

H3 TL→TR→LG 0.157 0.038 4.115 0.000 Supported 

Key: TL: Transformational Leadership, TR: Training, LG: Learning & Growth 

V. DISCUSSION  

In this study, it was noted that TL positively affected the organisational innovation amongst the employees of 

public sector, UAE, as shown in earlier reports (García-Morales et al., 2012; Heffernan et al., 2016). This was 

based on the fact that the organisational leaders instilled a sense of pride amongst their subordinates, placed their 

group before their own interest, acted admirably, mentioned the important beliefs and values, were optimistic 

about the future, were enthusiastic about what had to be accomplished, presented a vision for the future, were 

confident about achieving the organisational objectives, re-examined the critical presumptions, sought multiple 

perspectives regarding the problem-solving, offered new options with regards to the completion of an assignment, 

treated other employees as individuals instead of only group members, understood that every employee has 

different abilities, needs and aspirations, helped other employees develop their skills and presented a different 

perspective while tackling the organisational issues. As a result, the employees tend to think that they received 

adequate training, have improved understanding after my training programs, enhanced their confidence in the new 

system because of the training, and percieved trainers as well informed and proactive in providing assistance to the 

system. 

Similarly the results showed that training significantly influenced learning & growth. In line with previous studies 

in literature (Afacan Fındıklı et al., 2015; Samad, 2012). It can be understood by the fact that the more employees 

think that they received adequate training, have improved understanding after my training programs, enhanced 

their confidence in the new system because of the training, and percieved trainers as well informed and proactive in 

providing assistance to the system. The more the organization seeks to see what is new in the business world and 

apply it to their work, focuses on the department's ability to adapt to changing circumstances, tries to facilitate the 

use of new technology to take advantage of its services, employs scientific research to solve problems faced by 

Organization, and focuses on human resource development and performance. 

Lastly, the results revealed that training significantly mediates the relationship between transformational 

leadership and learning & growth (Aldholay, Isaac, Abdullah, & Ramayah, 2018; Isaac, Abdullah, Ramayah, & 

Mutahar, 2018; García-Morales et al., 2012; Heffernan, Harney, Cafferkey, & Dundon, 2016; Aydogdu & Asikgil, 

2011; Gavrea et al., 2011). Whereby based on the fact that the organisational leaders instilled a sense of pride 

amongst their subordinates, placed their group before their own interest, acted admirably, mentioned the important 

beliefs and values, were optimistic about the future, were enthusiastic about what had to be accomplished, 

presented a vision for the future, were confident about achieving the organisational objectives, re-examined the 
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critical presumptions, sought multiple perspectives regarding the problem-solving, offered new options with 

regards to the completion of an assignment, treated other employees as individuals instead of only group members, 

understood that every employee has different abilities, needs and aspirations, helped other employees develop their 

skills and presented a different perspective while tackling the organisational issues. The more the organization 

seeks to see what is new in the business world and apply it to their work, focuses on the department's ability to 

adapt to changing circumstances, tries to facilitate the use of new technology to take advantage of its services, 

employs scientific research to solve problems faced by Organization, and focuses on human resource development 

and performance, given that the employees tend to think that they received adequate training, have improved 

understanding after my training programs, enhanced their confidence in the new system because of the training, 

and percieved trainers as well informed and proactive in providing assistance to the system. Longitudinal studies 

recommended for future work (Isaac, Abdullah, Ramayah, Mutahar, & Alrajawy, 2017; Isaac, Abdullah, Ramayah, 

& Mutahar Ahmed, 2017; Isaac, Abdullah, Ramayah, & Mutahar, 2017a; Isaac, Masoud, Samad, & Abdullah, 

2016). 

VI. IMPLICATIONS AND CONCLUSION 

Apart from the academic undertaking, the researcher conducted the research out of need to help in the development 

of more advanced and high performing public service in the UAE. This can be justified by the fact that as a 

member of the public service in Dubai, the researcher received authorizations to collect data from many 

governmental institutions and agencies for the sole purpose of coming up with deductions that can help in 

improving the functioning and service offerings of the public sector in UAE. The paper proposed a novel model, 

which included the independent variable of the 2
nd

-order TL construct (i.e., individualised consideration, idealised 

influence, intellectual stimulation, and inspirational motivation) and the dependent variable included learning and 

growth. training was the mediating variable. The results showed that all hypotheses were significant, and the 

independent variable could explain 21.7% of the variance noted in the learning & growth. 

Appendix 

Appendix A 

Instrument for varibles 

Varible Measure Source 

Idealized 

Influence  

(II) 

II1: Leaders talk optimistically about the future. 

II2: Leaders talk enthusiastically about what needs to be accomplished. 

II3: Leaders articulate a compelling vision of the future. 

II4: Leaders express confidence that goals will be achieved. 

(A. 

Aldholay, 

Abdullah, 

Isaac, & 

Mutahar, 

2019) 

Inspirational 

Motivation 

(IM) 

IM1: Leaders talk optimistically about the future. 

IM2: Leaders talk enthusiastically about what needs to be accomplished. 

IM3: Leaders articulate a compelling vision of the future. 

IM4: Leaders express confidence that goals will be achieved. 

Intellectual 

Stimulation 

(IS) 

IS1: Leaders re-examine critical assumptions to question whether they are 

appropriate. 

IS2: Leaders seek differing perspectives when solving problems. 

IS3: Leaders get others to look at problems from many different angles. 

IS4: Leaders suggest new ways of looking at how to complete assignments. 

Individualized 

Consideration 

(IC) 

IC1: Leaders treat others as individuals rather than just as a member of a group. 

IC2: Leaders consider an individual as having different needs, abilities, and 

aspirations from others. 

IC3: Leaders seek differing point of view when dealing with the organizational 

issues. 

IC4: Leaders help others to develop their strengths. 

Training (TR) TR1: The quality of the training I got is considered adequate. 

TR2: My understanding has improved mainly after my training programs. 

TR3: I felt confident in the new system because of the training. 

TR4: The trainers are well informed and proactive in providing assistance to the 

system. 

 

Learning & 

Growth (LG) 

LG1: Organization seeks to see what is new in the business world and apply it to 

their work. 

LG2: Besides growth and education focuses on the department's ability to adapt 

to changing circumstances. 

LG3: The Organization is trying to facilitate the use of new technology to take 

(Osama 

Isaac, 

Masoud, 

Samad, & 

Abdullah, 
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advantage of its services. 

LG4: The Organization based foundations of scientific research to solve 

problems faced by Organization. 

LG5: The Organization focuses on human resource development and 

performance. 

2016) 
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