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ABSTRACT 

 

Background: In recent decade knowledge has become one the most important intangible assets for organizations. Scholars argued 
that the new knowledge and skills obtained through learning improve Organization’s innovative capabilities thus enhancing the level of 

organizations’ competitiveness and performance. Leadership Style is the process, or style, that one uses to interact with other people, 

society in general, and the task environment. Objective: This paper investigates how two important research streams, namely Leadership 
Styles and Organizational Learning, might be related. This study was conducted at Municipality of Zahedan in IRAN. Consequently it 

reveals that the aspects of Leadership Style have a significantly direct effect on Organizational Learning in Municipality of Zahedan. 

Results: The results of study also showed that there is a statistically significant relationship between the aspects of LS (TALS and TFLS) 
and OL at Municipality of Zahedan. Conclusion: the study provides a set of recommendations to increase contribution to the achievement 

of Organizational Learning on the one hand, and raise the level of performance and enhance competitive advantage of this organization on 

the other hand. 
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INTRODUCTION 

 

Leadership has been identified as one of the 

sustaining forces of organized societies [32] and the 

term "leader" has been in the English language for 

centuries [50]. Although the terms leader and 

leadership have been used casually for years, the 

concept of "leadership" is complex [43], often 

subjective, but always valued [2]. 

In the conventional perception of the world, 

leaders run organizations; they have a great influence 

on the behavior of others through various ways. 

Previous studies have shown strong correlations 

between leadership styles, individual motivation, 

satisfaction, effectiveness, performance and values 

within the workplace [35]. Motivation theories 

consider that we are motivated by the people around 

us. In this way, the key role of leaders is increasingly 

important in these uncertain times to help people to 

perform at their peak [22]. 

Michael N. Phan in An Investigation of 

Leadership Models said that the leadership process 

contains three key elements: the leader, the follower, 

and the leadership situation, because leadership is the 

result of the interaction among those three elements 

[12]. The follower is an area which is generally 

static, and the leadership situation is not often 

changeable, so it is the leader, who must make the 

change if the organizational objectives are not done. 

The leadership styles will determine the directions, 

because different leadership styles work different in 

an organization [22]. 

Since organizations face a lot of environmental 

pressures, there is an urgent need to change, so 

change is possible and must be done through the 

process of Organizational Learning, and the 

beginning of the movement of change is through 

leadership by transforming the culture of the old 

work to a new culture. This is in addition to the fact 

that the leadership is responsible for the education 

and rehabilitation of individuals in the organization 

[40]. 

This paper investigates how two important 

research streams, namely Leadership Styles (LS) and 

Organizational Learning (OL), might be related. 

Consequently, the study provides a set of directions 

that included the need for Transactional Leadership 

Styles (TALS) in general, and Transformational 

Leadership Style (TFLS) in particular, in order to 

achieve the best response to the needs and wishes of 

the workers at Municipality of Zahedan to increase 

their contribution to the achievement of 

Organizational Learning on the one hand, and raise 

the level of their performance and enhance 

competitive advantage of this organization on the 

other hand. 
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Consequently, this research seeks, through 

investigation and analysis, to identify the 

Transactional Leadership Style (TALS: contingent 

rewards and management by exception), and 

Transformational Leadership Style (TFLS: individual 

considerations, charismatic-inspiration, and 

intellectual stimulation). Evaluation of its impact on 

OL, in terms of Adaptive Organizational Learning 

(AOL) and Generative Organizational Learning 

(GOL), among workers at Municipality of Zahedan, 

Sistan and Baluchistan Province of Iran, was also 

conducted. 

 

Leadership: 

 

Leadership is a social influence process in which 

the leader seeks the voluntary participation of 

subordinates in an effort to reach organization goals 

[15]. A leader can be defined as a person who 

delegates or influencing others to act so as to carry 

out specified objectives [38]. Today's organizations 

need effective leaders who understand the 

complexities of the rapidly changing global 

environment [42].  

While some researchers believe that leadership 

is well defined and can be studied scientifically, 

others believe that leadership is more an art than 

science [20, 24, 33, and 52]. What is clear from the 

literature however, is that leadership, within current 

understanding, consists of a set of dynamic skills [3] 

needed to complete tasks and is displayed through 

the complex interactions and relationships that 

develop between the leader and his or her followers 

[11, 13, 29].  Shortly, leadership refers to the ability 

to influence and direct others to achieve a goal [22].  

The results of the early researchers’ work were a 

myriad of divergent leadership theories, all of which 

fall into two general categories; trait theories and 

contingency theories. Trait theories, the early 

research focus [43], isolate individual characteristics 

(e.g., intelligence, charisma, bearing, dominance, 

tone of voice, decisiveness, enthusiasm, strength, 

bravery, integrity, honesty, and self-confidence) that 

differentiated leaders from non-leaders [26, 47]. 

Many of the individual characteristics originally 

identified were further classified by social scientists 

as being either masculine or feminine [17].  

Contingency theories, the second general 

category of leadership theories, include transactional 

and transformational leadership theories. All of these 

theories are based on the degree to which the 

situation gives control and influence to the leader 

[47] and the importance of his or her leadership style 

[26, 39].   

 

Leadership Styles: 

 

Leadership includes not only some of the 

qualities and characteristics that an individual might 

possess naturally, but also the process, or style, that 

one uses to interact with other people, society in 

general, and the task environment. According to Duta 

(2011) the manner and approach of providing 

directions, implementing plans, and motivating 

people represent a leadership style [22].   

Leadership style is the 'relatively consistent 

pattern of behavior that characterizes a leader' [21]. 

Today's organizations need effective leaders who 

understand the complexities of the rapidly changing 

global environment. Different leadership styles may 

affect organizational electiveness or performance 

[41]. According to the Oladipo et al (2013), the 

success or failure of proper organizations, nations 

and other social units has been largely credited to the 

nature of their leadership style [44].  

Chung – Hs iung Fang et al (2009) identified 

that leadership style can affect organizational 

commitment and work satisfaction positively and 

work satisfaction intern can affect organizational 

commitment and work performance positively [18]. 

Leadership is largely culturally orientated, embracing 

traditional beliefs, norms and values and a 

preoccupation [42].   

Researchers identify different kinds of 

leadership, establishing three major styles of 

leadership: authoritative or autocratic, participative 

or democratic, and laissez-faire or free reign. Besides 

those three major styles of leadership, there are other 

models such as reactive, cooperative/interactive, 

entrepreneurial, transformational and visionary [22]. 

This chapter describes in detail the first three major 

styles. 

 

Authoritative or Autocratic: 

 

This kind has no confidence in the abilities of 

his or her subordinates, and wants full control, 

without the will of delegating the responsibility to 

anyone. They ignore the views of others, using 

intimidation and fear to persuade others to do 

something. Some of the appropriate conditions to use 

it when you have all information to solve the 

problem, and you do not have enough time. This 

style works better with small and very capable teams 

which are very motivated [22].  

 

Participative or Democratic: 

This type of leadership empowers the teams by 

delegating the responsibility, telling you “Let’s work 

together to solve this problem” and making you to 

become part of the team. However, the leader has the 

last word, relying upon persuasion at the last in order 

to get a consensus [22].  

 

Laissez-Faire or Free Reign: 

 

In this style, the leader allows the employees to 

solve the problem and he or she tries to stay out of 

the way, doing as little directing as possible, while 

employees determine their own goals and take the 
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work under their responsibility, make decisions, and 

solve the situations themselves. This is used when 

employees are able to analyze the situation and 

determine what needs to be done and how to do it 

[22].   

 

Transactional and Transformational Leadership 

Styles: 

 

Burns (1978) defines leaders as those “inducing 

followers to act for certain goals that represent the 

values and the motivations- the wants and needs, the 

aspirations and expectations-of both leaders and 

followers [16]. The genius of leadership lies in the 

manner in which the leaders see and act on their own 

and their followers’ values and aspirations”. In his 

paper, Leadership, Burns suggested two types of 

leadership: transactional and transformational [35]. 

Likewise Bass (1997) divided leadership style into 

transformational leadership and transactional 

leadership [42].  

 

Transactional Leadership styles: 

 

Transactional leadership relies more about 

"trades" between the leader and follower by which 

followers are compensated for meeting specific goals 

or performance criteria. The transactional leader will 

first validate the relationship between performance 

and reward and then exchange it for an appropriate 

response that encourages subordinates to improve 

performance [42].  

Transactional leadership in organizations plays 

an exchange role between managers and subordinates 

[48]. Transactional leadership style is understood to 

be the exchange of rewards and targets between 

employees and management [27]. Bass and Avolio 

(1990) explained Transactional leaders motivate 

subordinates through the use of contingent rewards, 

corrective actions and rule enforcement.  

Bass Bernard et al (1994) explained that 

transactional leadership depends on contingent 

reinforcement, either positive contingent reward or 

the more negative active or passive forms of 

management-by-exception [10]. Transactional 

leaders motivate followers through exchange; for 

example, accomplishing work in exchange for 

rewards or preferences [54]. Kahai et al (1997) found 

group efficacy was higher under the transactional 

leadership condition [31]. According to Burns 

(1978), transactional leader tends to focus on task 

completion and employee compliance and these 

leaders rely quite heavily on organizational rewards 

and punishments to influence employee performance 

[16].  

In summary, Transactional leadership styles 

(TALS) involve motivating followers through the 

exchange of rewards, praises, and promises. Ivey and 

Kline (2010) state, “Transactional leadership is 

characterized by leader-follower exchanges, whereby 

leaders exchange things of value with followers to 

advance both the leaders’ own and followers’ 

agendas” [28]. 

 

Transformational Leadership styles: 

 

Transformational leadership style concentrates 

on the development of followers as well as their 

needs. Managers with transformational leadership 

style concentrate on the growth and development of 

value system of employees, their inspirational level 

and moralities with the preamble of their abilities 

[42]. According to Bass (1997), the aim of 

transformational leadership would be to 'transform' 

people and organizations inside a literal sense - to 

alter them in the mind and heart enlarge vision, 

insight and understanding clarify reasons make 

behavior congruent with values, concepts and brings 

about changes which are permanent, self-

perpetuating and momentum building [8].  

According to Bass and Avolio (1990), 

transformational leaders encourage followers to view 

problems from new perspectives, provide support 

and encouragement communicates a vision, 

stimulates emotion and identification [9]. Bruce et al 

(1995) said that transformational leaders are able to 

define and articulate a vision for their organizations 

and their leadership style can influence or 

“transform” individual-level variables such as 

increasing motivation and organization-level 

variables, such as mediating conflict among groups 

or teams [14]. Podsakoff et al (1990) disclosed 

transformational leadership had active influence on 

individual and organizational outcomes such as 

employee satisfaction and performance. Higher 

levels of transformational leadership were associated 

with higher levels of group potency [45].  

In summary, Transformational leadership styles 

(TFLS) tend to influence workers more positively. 

Rhodes, Walsh, and Lok in 2008 state: “While 

leaders initiate and drive organizational change, they 

manage the change only with the help of other 

change agents. These change agents operate with 

different change skills and competencies depending 

on particular requirements and circumstances” [40]. 

Pounder (2008) explains that the effect of 

transformational leadership on subordinates centers 

on three leadership outcomes: (a) the ability of the 

leader to generate extra effort on the part of those 

being led, (b) subordinates’ perception of leader 

effectiveness, and (c) their satisfaction with the 

leader [46].   

 

Organizational Learning: 

 

Liaoa et al. (2008) states that all humans are 

born with the ability to learn and it is through 

learning that they adapt to the changing and evolving 

environment [34]. Learning leads to new insights and 

concepts. It often occurs when we take effective 
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actions and when we detect and correct our own 

mistakes [51].  

Organizational learning is a field within 

organizational theory that describes the way 

organizations learn and adapt. Organizational 

learning has a lengthy history and encompasses a 

broad range of academic disciplines, each from a 

different perspective that employs different terms 

and definitions. Hence, there is no uniform 

understanding of organizational learning and there 

may never be one shared widely [23].  

Organizational learning and Learning 

organizations Concepts has published in (1963). 

Their definitions appeared in the writings of Cyert & 

March and Argyis & Schon in 1978, Peter Senge in 

1990 and Marqurdat in 1996 [7]. In the end of the 

nineties the organizational learning and Learning 

organizations became one of the fundamental 

concepts that managers, researchers and practitioners 

were interested about [6].  

The initial beginning of the definition of 

organizational learning have focused to improve the 

performance of the organization, and the most 

prominent was the definition of Cyert & March as 

"an adaptive behavior of the organization to adapt to 

the environment over time", then definitions headed 

toward using knowledge, including the definition of 

Hedberg in 1981 that "Organizational learning is the 

process of acquiring and processing information by 

members of the organization, through their 

interactions with the environment, in order to 

increase their ability to understand reality and know 

the results of their actions" [1].  

In the nineties came Peter Senge, who is the 

creator of the learning organization concept and the 

pioneer in the organizational learning field, he 

presented his book (The Fifth Discipline) in 1990 

and stated that the organizational learning is the 

means by which individuals are detected in 

organizations constantly and how they form and 

change the reality of their work place [49].  

As regards to the learning of an organization, 

Morgan and Ramirez (1983) suggest that 

organizational learning occurs when members use 

learning to solve a common problem they are facing 

[37]. Every organization will develop the most 

suitable learning method taking into consideration 

the needs and characteristics of the organization itself 

[51].  

There are two types of organizational learning 

commonly discussed in the literature. First, 

exploitative learning is the acquisition of new 

behavioral capacities framed within existing insights. 

Exploitative learning is described in the literature as 

“single-loop” [4, 5], “operational” [19], “first-order” 

[25], “evolutional”, “frame-taking”, “reactive” [53] 

and “incremental” [36].  

Second, explorative learning occurs when 

organizations acquire behavioral capacities that differ 

fundamentally from existing insights. Exploration is 

about discovery, variation, effectiveness, flexibility 

and innovation [53]. This type of organizational 

learning is referred to as “double-loop” [4, 5], 

“strategic” [19], “second-order” 

[25],“revolutionary”, “frame-breaking”, “proactive” 

[53] and “radical” [36].  

A learning organization has the ability to 

continuously adjust to new situations and to renew 

itself according to the demands of the environment 

[30]. To enhance its capability to learn, an 

organization should establish a system where 

individual learning can be shared among members. 

Learning by an individual forms the basis of 

organizational learning; it is through individual 

learning that an organization will also learn as a 

whole [51].  

 

Research Hypotheses: 

 

In light of the above-mentioned discussion, this 

study attempts to test the following hypotheses: 

Hypothesis 1: There is no statistically significant 

relationship between Transactional Leadership Styles 

(contingent rewards and management by exception) 

and Organizational Learning (OL). 

Hypothesis 2: There is no statistically significant 

relationship between Transformational Leadership 

Styles (individualized consideration, charismatic-

inspiration and intellectual stimulation) and 

Organizational Learning (OL). 

 

Research Method: 

 

The research method includes the research 

population, data collection, research variables, and 

mode of measuring, data analysis and testing 

hypotheses statistically. 

 

Research Population: 

 

The present paper is interested in investigating 

LS and OL at Municipality of Zahedan, Iran. Total 

items of the research population amount to 374. Due 

to the small number of the research population, the 

researcher has adopted the census method for data 

collection.  

 

Method of Data Collection: 

 

The present study has adopted the questionnaire 

method for collecting primary data necessary for the 

study. The questionnaire list is interested in 

recognizing LS and OL at Municipality of Zahedan. 

The data of the questionnaire have been collected by 

contacting employees in informal interviews. The 

researcher handed them lists of questions and gave 

them enough time to answer the questions. The 

questionnaire list involved three types of questions. 

The first type is related to recognizing LS, the second 

type detects OL and the third type is related to the 
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demographic characteristics of employees at 

Municipality of Zahedan.  

 

Research Variables and Method of Measuring: 

 

Leadership Styles (LS): 

 

The present study has investigated LS as an 

independent variable. The researcher has drawn on 

the scale of Bass &Avolio (1990) for measuring LS 

(TALS and TFLS). Twenty-five statements have 

been modified upon reading a host of studies. There 

are ten statements for TALS. Statements 1-5 

illustrate contingent rewards while statements 6-10 

handle management by exception. There are fifteen 

statements for TFLS. Statements 11-15 illustrate 

individualized consideration, statements 16-20 

handle charismatic-inspiration, and statements 21-25 

illustrate intellectual stimulation. It should be 

indicated that LS has been measured by the five-item 

scale of Likert of agreement or disagreement where 

each statement has five options (absolutely agree, 

agree, neutral, disagree, and absolutely disagree).  

 

Organizational Learning (OL): 

 

The present study has investigated OL as a 

dependent variable. The researcher has drawn on the 

scale of Senge et al., 1994 for measuring OL 

(Adaptive Organizational Learning (AOL) and 

Generative Organizational Learning (GOL)). 

Fourteen statements have been modified upon 

reading a host of studies. 

 

Methods of Data Analysis and Testing Hypotheses: 

 

The researcher has drawn on the following 

statistical methods for data analysis and hypotheses 

testing (1) the Alpha Correlation Coefficient (ACC), 

which aims at verifying the degree of reliability in 

the scale of LS and OL, (2) Multiple Regression 

Analysis (MRA), which aims at verifying the type 

and strength of the relationship between LS and OL, 

and (3) the statistical testing of hypotheses with the 

F-test and T-test which go with the MRA. All these 

tests accompany analysis methods which have been 

employed and which are to be used. They are found 

in Statistical Package for Social Science (SPSS 19). 

 

Hypotheses Testing: 

 

The findings of analysis may be discussed and 

explained under the following main headings (1) 

evaluating reliability of scales, (2) LS, (3) OL, and 

(4) the relationship between LS and OL. 

 

Evaluating Reliability Scales: 

 

The reliability of the scales of LS and OL of the 

employees at Municipality of Zahedan were 

evaluated to minimize errors of measuring and 

maximizing constancy of the scales used. 

ACC was applied on LS scale in total manner 

for the entire scale and each variable of the scale 

separately. The results revealed that ACC for the 

scale as a whole represented about 0.87, which is an 

indication of a high degree of reliability. The extent 

of internal consistency among contents of LS may be 

illustrated using ACC throughout the Table 1. This 

reveals that the primary result of evaluating 

reliability reflects the fact that the scale under testing 

is reliable for measuring LS at Municipality of 

Zahedan in Iran. 

 
Table 1: Evaluation of the Internal Consistency among Contents of LS 

No. The Dimension of LS Number of Statement Alpha Correlation Coefficient 

1 Transactional Leadership Styles 10 0.78 

2 Transformational Leadership Styles 15 0.83 

3 Total Measurement for LS 25 0.87 

 

Also, ACC was applied on the scale of OL in a 

total manner for the entire scale and for each variable 

of the scale. Results of analyzing reliability revealed 

that ACC of the scale represented about 0.96, which 

is an indication of a high degree of reliability. The 

extent of internal consistency among contents of OL 

may be revealed using ACC throughout the Table 2. 

This illustrates that the primary findings of reliability 

evaluation reflect the fact that the scale under testing 

is reliable for measuring OL at Municipality of 

Zahedan.

 

 
Table 2: Evaluation of the Internal Consistency among Contents of OL 

No. The Dimension of OL Number of Statement Alpha Correlation Coefficient 

1 Adaptive Organizational Learning 7 0.89 

2 Generative Organizational Learning 7 0.91 

3 Total Measurement 14 0.96 

 

According to the above-mentioned results, two 

scales were defined; the first is for LS (25 variables), 

where ACC for scales as a whole represented about 

0.87 and the second is for OL (14 variables), where 

ACC for scales as a whole represented 0.96. These 

scales are reliable in the course of the later stages of 

analysis in the study. 
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The Relationship between LS and OL: 

 

This section attempts to test the first hypothesis 

of the study which states that: 

There is no statistically significant relationship 

between LS (TALS and TFLS) and OL at 

Municipality of Zahedan. 

This hypothesis was divided into two subsidiary 

hypotheses as follows (1) There is no statistically 

significant relationship between TALS and OL, and 

(2) There is no statistically significant relationship 

between TFLS and OL.  

The MRA was used to identify the type and 

strength of the relationship between LS and OL. 

Correlation coefficients between them may be 

demonstrated in Table 3. 

 
Table 3: Correlation Coefficients between LS (TALS and TFLS) OL Discussion of the Findings 

The Dimension of LS 
The Dimension of OL 

Total OL 
AOL GOL 

TALS 
Contingent Rewards 0.345 0.350 

0.35 
Management by Exception 0.350 0.355 

Total Measurement 0.349 0.356  

TFLS 

Individual Consideration 0.560 0.567 

0.65 Charismatic-Inspiration 0.715 0.713 

Intellectual Simulation 0.540 0.556 

Total Measurement 0.655 0.664  

 

This discloses that there is significant correlation 

between the aspects of LS (TALS and TFLS) and OL 

at Municipality of Zahedan as a whole and for each 

variable separately. 

This section will discuss the relationship 

between LS (TALS and TFLS) and OL. The MRA 

was employed to identify the type and strength of the 

relationship between the aspects of LS and OL for 

the employees separately. Results of applying the 

MRA are illustrated as follows 

 

The Relationship between TALS and OL: 

 

The relationship between TALS and OL are 

summarized in Table 4 as follows. 

 
Table 4: The Relationship between TALS and OL 

No. The Variables of TALS Beta R R2 

1 My supervisor tells me what needs to be done until I get a reward for the best. 0.269 0.026 0.007 

2 The effort I exert in my work is commensurate with the returns that I get it. 0.205 0.361 0.133 

3 I negotiate with my supervisors on what I can get for my work. 0.001 0.300 0.089 

4 My direct supervisor has instructions to be flexible in granting rewards 0.155 0.368 0.137 

5 The reward system in commensurate with the needs and wishes of the employees. 0.134 0.293 0.084 

6 My supervisor does not request except what is necessary to complete the work. 0.385 0.114 0.014 

7 
I am encouraged by my supervisor to have initiative towards the development of the 

bank. 
0.339 0.367 0.134 

8 My supervisor does not request except what I should know to accomplish my work. 0.400 0.045 0.002 

9 There is no need to inform my supervisor with all details of my work. 0.467 0.134 0.018 

10 My supervisor requests that I inform him about only things unplanned. 0.423 0.388 0.151 

 Multiple Correlation Coefficient 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.460 
0.228 

8.189 

10,269 
2.318 

0.000 

* P < 0.05         ** P < 0.01 

 

Results shown in Table (4) reveal the following: 

1. There is a statistically significant relationship 

between TALS and OL. It represents 46%, according 

to the multiple correlation coefficients. 

2. TALS may interpret about 22% according to 

coefficient of determination (R-Square) of the total 

differentiation in the OL. 

3. The variables of the TALS that better interpret 

differences in the OL, for example, include the facts 

that "There is no need to inform my supervisor with 

all details of my work." (0.467), "My supervisor 

requests that I inform him about only things 

unplanned." (0.423), "My supervisor does not request 

except what I should know to accomplish my work." 

(0.400), "My supervisor does not request except what 

is necessary to complete the work." (0.385), "I am 

encouraged by my supervisor to have initiative 

towards the development of the bank." (0.339), "My 

supervisor tells me what needs to be done until I get 

a reward for the best." (0.269), "The effort I exert in 

my work is commensurate with the returns that I get 

it." (0.205), "My direct supervisor has instructions to 

be flexible in granting rewards" (0.155), "The reward 

system in commensurate with the needs and wishes 

of the employees" (0.134), and "I negotiate with my 

supervisors on what I can get for my work." (0.001) 

as Table 4 shows. 
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Considering the above-mentioned facts, it was 

decided to reject the null hypothesis which states that 

there is no significant statistical relationship between 

TALS as one of the aspects of LS and OL at 

Municipality of Zahedan. The alternative hypothesis 

has been accepted because the model of MRA has 

shown that there was fundamental relationship at a 

statistical significance level of 0.01 (according to F- 

test) between TALS as an independent variable and 

OL as a dependent variable at the level of statistical 

significance level of 0.01 according to T-test (See 

Table 4). 

 

The Relationship between TFLS and OL: 

 

Results shown in Table (5) reveal the following: 

1. There is a statistically significant relationship 

between TFLS and OL. It represents 77%, according 

to the multiple correlation coefficients. 

2. TFLS may interpret about 61% according to 

coefficient of determination (R-Square) of the total 

differentiation in the OL. 

3. The variables of the TFLS that better interpret 

differences in the OL, for example, include the facts 

that "My supervisor gives directives that force me to 

rethink some of my own work." (0.330), "My 

supervisor gives me a major opportunity to express 

my views for the development of the organization." 

(0.323), "My supervisor works mainly on the 

development of employees by delegating powers." 

(0.202), "My supervisor is interested in employees 

believed to neglect their work." (0.161), "My 

supervisor is interested in assessment of employees 

when they do good work." (0.160), "My supervisor is 

aware of the existence of differences in individual 

needs and wishes of the employees." (0.112), "My 

supervisor gives me a major opportunity to think 

about old problems in new ways." (0.112), and "My 

supervisor encourages everyone around him to carry 

out the tasks entrusted to them." (0.111) as Table 5 

shows.

 
Table 5: The Relationship between TFLS and OL 

No. The Variables of TFLS Beta R R2 

1 My supervisor is interested in employees believed to neglect their work. 0.161 0.428 0.183 

2 My supervisor in the organization knows what I want and helps me to get it. 0.030 0.470 0.221 

3 My supervisor is interested in assessment of employees when they do good work. 0.160 0.428 0.183 

4 
My supervisor is aware of the existence of differences in individual needs and wishes of 

the employees. 
0.112 0.315 0.099 

5 My supervisor works mainly on the development of employees by delegating powers. 0.202 0.321 0.103 

6 My supervisor encourages everyone around him to carry out the tasks entrusted to them. 0.111 0.315 0.099 

7 My supervisor is highly skillful in acquisition and loyalty of organization staff. 0.022 0.347 0.120 

8 
My supervisor has major potential to increase staff motivation and loyalty to the 

organization. 
0.020 0.347 0.120 

9 
My supervisor gives me a major opportunity to express my views for the development 

of the organization. 
0.323 0.607 0.368 

10 My supervisor plays a role which is a model of respect for all employees. 0.032 0.497 0.247 

11 My supervisor gives directives that force me to rethink some of my own work. 0.330 0.615 0.378 

12 My supervisor gives me a major opportunity to think about old problems in new ways. 0.112 0.605 0.366 

13 My supervisor provides me with new ways to develop my perspective on things. 0.036 0.390 0.152 

14 My supervisor encourages employees to provide totally new ideas. 0.056 0.368 0.135 

15 My supervisor allows all employees to submit new ideas to solve business problems. 0.059 0.300 0.090 

 Multiple Correlation Coefficient 

 Coefficient of Determination 

 The Value of Calculated F 

 Degree of Freedom 

 The Value of Indexed F 

 Level of Significant 

0.779 

0.607 

35.165 
12.272 

2.183 

0.000 

* P < 0.05         ** P < 0.01 

 

Accordingly, it was decided to reject the null 

hypothesis which states that there is no significant 

statistical relationship between TFLS as one of the 

aspects of LS and OL at Municipality of Zahedan. 

The alternative hypothesis has been accepted because 

the model of MRA has shown that there was 

fundamental relationship at a statistical significance 

level of 0.01 (according to F-test) between TFLS as 

an independent variable and OL as a dependent 

variable at the level of statistical significance level of 

0.01 according to T-test (See Table 5). 

 

Discussion of The Findings: 

 

To compete successfully in a highly competitive 

and constantly changing business environment, the 

organizations need to have the ability to learn 

continuously. An ongoing process of Learning only 

can bring sustainable competitive advantage. 

Organizations therefore should create the learning 

cultures where innovations can be experimented with 

mutuality, creation of temporary system, planning 

and developing employee competencies.  

The present study on analyzing LS and OL at 

Municipality of Zahedan, Sistan and Baluchistan 

province of Iran, exposes the results that merit study 
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and attention. The most important of these results 

summarized as follow: 

There is a statistically significant relationship 

between the aspects of LS (TALS and TFLS) and OL 

at Municipality of Zahedan. 

 

Recommendations: 

 

Empirical results validate the notion that 

effective TALS and TFLS may lead towards OL. 

Therefore, the manager needs to take the following 

factors into account: 

1. By spreading the culture of the organizational 

learning and the concept of the learning organization 

among the supervisors, the staff, and administrators 

at the organization; by holding training courses and 

workshops, which study the experiments of 

organizations which applied the organizational 

learning to benefit from them. 

2. By providing a supported environment to 

facilitate the organizational learning process at the 

Municipality of Zahedan using the teamwork 

approach. Also, this can happen by making internal 

learning networks between all the departments, and 

external networks with local and international 

Municipalities for the exchange of knowledge, 

experiments and information. 

3. Organizations should place an emphasis on 

creating meaningful mission and vision statements 

that are specific, measurable, attainable, results-

driven, and time sensitive. Based upon the mission 

and vision statements, organizational leaders can 

create team objectives for each functional area within 

an organization. 

4. TFLS should be facilitated with TALS where 

applicable. Rewards such as praise and recognition 

need to be provided in a personalized way for OL. 

5. Supervisors need to apply the best LS with the 

environment employees are working in. 

6. It is necessary to pay more attention to OL at 

Municipality of Zahedan. Its officials should realize 

and spend generously on the important OL (AOL and 

GOL) at Municipality of Zahedan as a learning 

organization. This will achieve success currently and 

in the future. 

7. Reviewing the methods for selecting 

administrative leaders of Municipality of Zahedan, 

and the need for attention by choosing individuals 

with excellent interpersonal skills, out of the 

importance of leadership in achieving the OL of both 

types: AOL and GOL. 

8. Municipality of Zahedan should pay more 

attention to GOL. This may be accomplished through 

various means, which include (1) searching for 

experienced persons in modern management, (2) 

recognizing the desires and needs of employees, and 

(3) granting employees more authority for urging 

them to provide new development in their 

specialization. 

9. Taking care of management of Municipality 

of Zahedan, the importance of a TALS in general, 

and contingent reward, in particular, as it is one of 

the important elements that can be used to increase 

OL by rewarding employees in case they work as 

assigned to them by their managers. 
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