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ABSTRACT

Since the beginning of the 21st century business world and society in general is changing rapidly as never before. The uncertainty of the
new competitive environment is dynamic, short-term, uncertain and replacing the natural foundations of the competition. Organizations
have to cope with all pressures and have to find their success path through the increasingly complex environment. Organizational learning
is one of the crucial processes that facilitate to adapt quickly and conveniently to changing circumstances and enhance survival chance of
the organization. Leaders are expected to encourage organizational learning to attain competitive advantage. Organizational learning and
transformation affected by positive behaviors of a leader and leads to affirmative upward spirals on them. Previous research represent that
organizational learning is associated with different kinds of leadership styles. However, in literature there is not any encountered
relationship between Organizational Learning and Authentic Leadership style. The aim of this study is to provide an understanding of the
relationship between Organizational Learning and Authentic Leadership style. This research bears the distinction of being the first study
that argues the relationship between Authentic Leadership and Organizational Learning; therefore it is an important contribution to the
relevant literature in this area. Study was conducted in private sector organizations that operate in banking and insurance sector. The
sample of the study is consisted of 200 white collar employees. The results indicated that Authentic Leadership significantly has influence
on Organizational Learning.

Keywords: Authentic leadership, organizational learning
JEL Codes: D83, M10, M12

1. INTRODUCTION

Since the beginning of the 21st century, business world and society in general is changing rapidly as never before. There are
many factors that influence change such as information revolution, globalization, increasingly rapid spread of new
technologies and significance of transformation from products to services and from quantity to quality. The uncertainty of
the new competitive environment is dynamic, short-term, uncertain and replacing the natural foundations of the
competition. This challenging competition leads to a complicated and uncertain business environment that results sudden
market transformations. Many successful companies were unable to keep up these rapid changes, or vice versa. There are
such situations where buyers and suppliers can be either allies or competitors. This is a ‘learn or die’ war for organizations.
Organizations have to cope with all of these pressures and have to find their success path through the increasingly complex
environment (Burnes, 2009; Bontis, Crossan, & Hulland, 2002; Jones, 2010; Lakhani, 2005).
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If organizations want to remain competitive they have to realize the need to acquire and make use of rising amounts of
knowledge. The learning capacity of a company can be the only advantageous edge for competition in this ever-changing
business environment. There are many academic articles that underline the importance of collective learning for
organizations to attain sustainability for competitive edge. Organizational learning is one of the crucial processes that
facilitate to adapt quickly and conveniently to changing circumstances and enhance survival chance of the organization.
Additionally, organizational learning development promotes efficiency, accuracy, or profits. Many researchers agree that
organizational learning is vital for organization’s success. Strategically astute companies in the United States spend up to
65% of their budgets on organizational learning. This awareness pushed the organizational learning topic from academic
papers through a trendy topic in business environment. As a result, there has been raising interest in organizational learning
in the workplace (Burnes, 2009; Bontis, Crossan, & Hulland, 2002; Jones, 2010; Lakhani, 2005).

Today, organizational learning is considered among the strategic management scope and explained as a factor of
competition (Noruzy, Dalfard, Azhdari, Nazari-Shirkouhi, & Rezazadeh, 2013). Leaders are expected to encourage
organizational learning to attain competitive advantage (Burnes, 2009). Attention of management investigators underlines
the role of leader in organizational learning development recently (Berson, Da’as, & Waldman, 2015). Authentic Leadership
is one of the popular contemporary leadership styles that has roots concentrating on affirmative thoughts such as hope,
stamina, patience, optimism, welfare and the applicability of these attitudes to the organizations (Avolio, 0.Walumbwa, &
J.Weber, 2009). According to Frederickson organizational learning and transformation are affected by positive behaviors of
a leader and leads to affirmative upward spirals on them (Avolio & Gardner, 2005). There are some studies emphasizing
that leadership style promotes knowledge creation and transition leads to organizational learning development (Arago’'n-
Correa, Garci’a-Morales, & Cordo’n-Pozo, 2007; Zagorsek, Dimovski, & Skerlavaj, 2009; Glessner, 2016).

There are many research about leadership theory, but a few of them is related to contemporary approaches. On the other
hand, organizational learning is a trend topic in recent years. Previous research represent that organizational learning is
associated with different kinds of leadership styles. However, in literature there is no study showing the relationship
between organizational learning and authentic leadership style. With this in mind, the aim of this study is to provide an
understanding of the relationship between organizational learning and authentic leadership style.

A better understanding of these relationships will contribute to theory and provide further insight into the influence of
authentic leadership on organizational learning. Understanding whether authentic leadership influences organizational
learning will also help to determine whether learning environments are important investments that contribute
organization’s success.

This research bears the distinction of being the first study that argues the relationship between authentic leadership and
organizational learning. Therefore, it is an important contribution to the relevant literature in this area.

The findings of this study can be valuable for leaders to understand how the authentic leadership approach improves
organizational learning culture and to find ways for promoting learning. Besides, this research can also be valuable for
people who are studying or teaching organizational behavior and change management that cover authentic leadership style
and organizational learning concepts in a compact way.

2. LITERATURE REVIEW
2.1 Authentic Leadership

Erickson (1995) addresses that authentic leadership has a background more than 90 years (Gardner, Avolio, Luthans, May,
& Walumbwa, 2005). Although there are prior studies, authentic leadership (AL) attracted attention of scholars after the
Inaugural Summits in Omaha, Nebraska that were hosted by Gallup Leadership Institute (GLI) of University of Nebraska-
Lincoln in June 2004 and 2006 respectively. More than 80 scientific papers were represented and every aspect of authentic
leadership is discussed in these events and outcomes were published in reputable journals such as The Leadership
Quarterly (Gardner, Cogliser, Davis, & Dickens, 2011).

Harter (2002) explains authenticity as a person's experiences with their thoughts, passions, needs, wishes, preferences and
beliefs seized by self-diagnosis process. As it is understood from this definition, an authentic person’s inner thoughts and
feelings are parallel with his/her behavior (Avolio & Gardner, 2005). Authentic behavior refers acting by values and
preferences sincerely not for others or rewards or punishments. Erickson (2005) emphasizes that we cannot say a leader
exactly authentic or not. He expresses the leader as more or less authentic (Gardner, Avolio, Luthans, May, & Walumbwa,
2005).

As authenticity means being honest to oneself, it refers to an individual perspective. When it comes to authentic leadership,
the concept enlarges from individualism to collectivism as leadership includes relationships with all the stakeholders (Avolio
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& Gardner, 2005). Avolio, Luthans and Walumbwa (2004) interpreted authentic leadership from the positive psychology
perspective and defined the concept as “those who are deeply aware of how they think and behave and are perceived by
others as being aware of their own and others' values/morale perspectives, knowledge, and strengths; aware of the context
in which they operate; and who are confident, hopeful, optimistic, resilient, and of high moral character” (Avolio & Gardner,
2005). Avolio, Walumbwa and Weber (2009) redefined the concept as a “perspective of transparent and moral behavior of
a leader that stimulates to be open in knowledge sharing which is needed during decision making process while evaluating
the data”.

Luthans & Avolio (2003) were inspired from positive organizational behavior while developing authentic leadership theory.
Furthermore, they were affected by transformational leadership theory and ethical standpoints (Gardner, Avolio, Luthans,
May, & Walumbwa, 2005). Avolio and his colleagues see authentic leadership development as a “life’s program”. According
to them, it is not a timely training program; on the contrary, it is an on-going lifelong process that includes self-awareness
and transparency journey of both leaders and followers (Avolio & Gardner, 2005). There are generally accepted four
dimensions of AL in the literature. These are (1) self-awareness, (2) balanced processing, (3) relational transparency, and (4)
ethical/moral conduct (Avolio, Walumbwa, & Weber, 2009). Avolio and Gardner defined self-awareness with five
components. These are values, identity, emotions, motives and goals of an individual (Klenke, 2007). Even there are
pressures from external factors, self-aware individuals act by natural instincts. They can see their self objectively and can
evaluate situations from a distance from themselves. Trying to realize what happens around them helps the attainment of
self-awareness (Gardner, Avolio, Luthans, May, & Walumbwa, 2005; Klenke, 2007). According to Avolio et al. (2009)
balanced processing is described as looking from different point of views to the issues and interpreting all the related data
objectively during decision making process (Avolio, Walumbwa, & Weber, 2009). An authentic leader does not exaggerate,
or ignore the reality. He/She doesn’t make issues complicated, but senses complex issues easily and tries to find simple and
direct solutions (May, Hodges, Chan, & Avolio, 2003). Authentic leaders are less ego-involved, so, they can evaluate
relevant data objectively to reach the right perceptions about themselves and others (Gardner, Avolio, Luthans, May, &
Walumbwa, 2005). According to Kernis (2003) relational transparency can be defined as leader having unconditional trust
and self-closure in his/her relationships. In this kind of leadership style, open communication is the key factor and this leads
free exchange of knowledge in the organization (Luthans F. a., 2003). Authentic leaders build close relationships with others
and this leads a trustworthy environment in the organization. This positive climate also encourages followers to act in the
same manner. For authentic leadership development, sharing information unconditionally is very crucial and this can only
be assured by transparency (Gardner, Avolio, Luthans, May, & Walumbwa, 2005). Authentic leaders don’t hide their
reasoning from stakeholders. They act transparent and always think about what is fair or at least how the issue might
damage stakeholders (May, Hodges, Chan, & Avolio, 2003). Moral issues can be defined as matters that can damage or help
other people. A leader is free about his/her actions, but must be aware of the results of his/her behavior over others. Core
values and principles are main determinants for authentic leaders while acting ethically. We cannot name them as “saints”
that put the benefit of others always above themselves, but, in a more accurate way, we can say that they always prefer
collaboration (win-win solution). Authentic leaders have the ability to be aware of their responsibility to the stakeholders.
They pay attention to ethical issues and learn lessons from past experiences. Sometimes leaders act unethically as they
have acceptable reasons such as saving their statue or career. Authentic leaders promote ethical behavior in the
organization to shape a moral climate.

2.2 Organizational Learning

Today’s challenging competition leads to a complicated and uncertain business environment that results sudden market
transformations. Many successful companies are unable to keep up these rapid changes, or vice versa. New born firms can
raise big amount of capital in a short time. The learning capacity of a company can be the only advantageous edge for
competition in this ever-changing business environment. According to Wick and Leon, this is a ‘learn or die’ war for
organizations (Bontis, Crossan, & Hulland, 2002). Organizational learning is one of the crucial processes that facilitate
adapting to changing circumstances and enhance survival chance of the organization (Jones, 2010).

The organizational learning can be defined as acquisition, interpretation, storage and implementation of new knowledge in
order to advance organization’s problem solving capacities. Organization can stay competitive in rapidly changing
circumstances by organizational learning process. Organizational Learning development promotes efficiency, accuracy, or
profits for organizations (Burnes, 2009). Scholars noticed the strategic value of organizational learning in competitive
business environment and as a consequence several frameworks introduced to the literature within the time (Crossan,
Lane, & White, 1999). The Strategic Learning Assessment Map (SLAM) is one of these frameworks which was proposed by
Crossan & Hulland (1997) and approaches organizational learning as a system and made an integrative contribution to the
literature (Bontis, Crossan, & Hulland, 2002). In Strategic Learning Assessment Map (SLAM) OL has five dimensions such as
three learning stocks (individual-level, group-level, and organization-level), and two learning flows (feed-forward and feed-
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back) (Crossan M. a., 1997). Learning stocks include three levels; individual, group, and organization. The individual learning
can be broadly defined in general as: individual competence, capability and motivation to take charge of required tasks.
Intuiting and interpreting are the key processes for individual learning according to the SLAM theory. These processes need
competencies (specific or generic) and motivation to accomplish the necessary tasks (Bontis, Crossan, & Hulland, 2002).
Groups create a synergy that enhances performance. The main idea behind this is whole is much more than the sum of its
parts. If the employees find ways to accomplish their tasks much more effectively, then, this promotes organizational
learning (Jones, 2010). According to Clynn et al. (1994), learning can be established only with continuous interactions
between people in an organization. Daft and Huber (1987) consider learning among individuals as the necessity for
interacting and distribution of information. Group learning includes the participation of individual interpretations to provide
a shared understanding. In brief, group learning is related with integrating process. It involves items such as, work group
effectiveness, productive meeting management, resource allocation and dialogue comprehension. If an organization
promotes group learning, then it can generate competitive advantage. For this reason, business performance increases in
the case of group learning development (Bontis, Crossan, & Hulland, 2002). Organization level learning includes combining
individual and group learning with the non-human parties of the organization such as; procedures, structures, systems and
strategy. Huber (1999) entitled this kind of learning stock as “Organizational Memory”. Organization-level knowledge is an
intangible asset for the organization and leads to sustainability of the business performance. If a firm can increase
organizational knowledge through top level then it may have a more productive system. Structure, systems and strategy are
the key components for organizational-level learning stock (Bontis, Crossan, & Hulland, 2002). Learning flows in the SLAM
include two levels; feed-forward — absorbing new learning (exploration) — and feed-back — usage of past learning
(exploitation) — that means the movement of knowledge from one level to another (Vera, 2004) (Bontis, Crossan, &
Hulland, 2002). Feed-forward learning refers in what ways and conditions individual learning supports group and
organization level learning such as systems, procedures, culture, etc. A recent argument for organizational learning is that;
it can be an impediment if the organization does not have the ability to keep up feed-forward flow such as from individual
through group or from group through organization (Bontis, Crossan, & Hulland, 2002). Feed-back learning refers in what
ways and conditions organization level learning such as systems, procedures, culture, etc. supports group and individual
level learning (Bontis, Crossan, & Hulland, 2002).

The relationship between leadership and organizational learning has been subject to many researchers in organizational
behavior literature. In this part of the study, some studies in the literature have taken place that have been subject to
relational linkages between different leadership styles and organizational learning. In the study of Noruzy, Dalfard, Azhdari,
Nazari-Shirkouhi and Rezazadeh (2013) positive correlation has been found between transformational leadership and
organizational learning in Iranian manufacturing firms that was published in International Journal of Advanced
Manufacturing Technology journal. Similarly, in 2007 Aragon-Correa and his colleagues (2007) proved that transformational
leadership style promotes knowledge creation and transition that leads to organizational learning development in their
studies among 408 major companies from Spain operating in different sectors, such as; manufacturing, services,
construction and farming. Moreover, Zagoriek, Dimovski and Skerlavaj’'s (2009) study showed that transformational
leadership has a stronger effect on organizational learning rather than transactional leadership style. However,
Cakmakyapan (2009) has found that transactional leadership style has a greater impact on organizational learning rather
than transformational leadership style. In this study, the sample was employees of a congress organization that operates in
service industry. Another study in the literature conducted by Lakhani (2005) found that visionary leadership is significantly
related to organizational learning across three different countries; United States, Malaysia and India. The study consists of
206 employees from three different engineering organizations and the results showed that the three dimensions of
visionary leadership style; (1) transactional behavior, (2) transformational behaviour and (3) transformational character
have a positive association with organizational learning (Lakhani, 2005). Finally, a Northcentral University research affirmed
a linkage between 8 competencies of servant leadership and organizational learning in socio-culture of a military unit in
Arizona (Glessner, 2016).

These sample research so far proved that there is a relationship between leadership and organizational learning. However,
there is not any encountered relationship between organizational learning and authentic leadership style in the related
literature.

In light of the above studies, the following hypothesis is developed:
Hy: There is a relationship between authentic leadership and organizational learning.

As a summary of the theoretical framework drown above, theoretical model of the study is presented below:
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Figure 1: Theoretical Model of the Study

AUTHENTIC & > ORGANIZATIONAL

LEADERSHIP LEARNING

3. DATA AND METHODOLOGY
3.1 Sample

This study focuses on employees working in private sector organizations that operate in banking and insurance sector in
Turkey. Specific sector limitation was chosen in order to control the impact of industry on organizations. Sample is
consisted of 200 (N=200) white collar employees working in these organizations. Participation to the study was voluntary
and there is no other special criteria for attendants. Thus, convenience sampling was used for the data collection.

3.2 Measurement Instruments

In this study, Authentic Leadership Questionnaire (ALQ) developed by Gardner et al. (2005) was used as the survey
instrument to measure the construct of Authentic Leadership. This survey instrument provided a quantitative assessment of
self-awareness, balanced processing, relational transparency, and ethical/moral conduct of authentic leaders. The
aggregate of the scores for these four dimensions yielded the measure of overall Authentic Leadership. A 6 point Likert
scale was employed ranging from “strongly agree” (6) to “strongly disagree” (1).

The Organizational Learning Questionnaire (OLQ) survey instrument was used to measure the construct of Organizational
Learning in this study. The OLQ survey instrument provided a quantitative assessment of the learning stocks and learning
flows. The aggregate of the scores for learning stocks and learning flows provided the measure of overall organizational
learning. Participants were asked to respond to each item on 6 point Likert scale ranging from “strongly agree” (6) to
“strongly disagree” (1). (Crossan M. a., 1997)

4. FINDINGS AND DISCUSSIONS
4.1 Respondents’ Profile

The sample consists of 88 females and 112 males. 81 % of the sample was between the ages of 26-45 years. 82 % of the
sample had a bachelor’s degree, 2.5 % had a high school degree and 15.5 % had a postgraduate degree. The work
experience of the respondents varied between 1 and 33 years. 71 % of the respondents had been working for 1-9 years in
their organization. The mean tenure in the current organization is 8 years. The details of descriptive statistics are
demonstrated in Table 1.

Table 1: Descriptive Statistics of the Sample

Variable N Percentage = Mean Standard Range
Deviation
Gender
Male 112 56
Female 88 44
Age 200 34.01 7.50 22-57

Marital Status
Married 106 53
Single 94 47

Education Level
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High School 5 2.5

University 164 82

Post Graduate 31 15.5
Tenure 200 7.54 7.66 1-29
Total Experience 200 11.30 7.96 1-33

4.2 Reliability of Measurement Instrument

Reliability analysis was performed for authentic leadership and organizational learning scales and all their subscales.
Authentic Leadership scale has fairly high internal consistency that has .96 overall Cronbach’s Alpha value and this value is
mostly above the generally agreed sufficiency level of .70. This shows that the items of each concept are interrelated.
Besides, all of the subscales of Authentic Leadership have remarkable Cronbach’s alpha values one by one that are very
above .70. On the other hand, Organizational Learning again has a high overall value as .97 and all of its subscales are higher
than .70 and this means that the second scale is also reliable. The means, standard deviations and reliability coefficients for
each variable were demonstrated in Table 2.

Table 2: Means, Standard Deviations and Reliability Coefficients of Authentic Leadership and Organizational Learning
Scales and Subscales

Scale Mean Standard Cronbach’s Alpha
Deviation

Authentic Leadership (overall) 4.328 .863 .96
Self-awareness 4.321 .967 .87
Balanced Processing 4.324 .914 .91
Rational Transparency 4.440 .992 .85
Ethical/Moral Conduct 4.254 .903 .88

Organizational Learning (overall) 3.921 .629 .97
Individual-level 3.871 .786 .92
Group-level 4.083 .692 .90
Organization-level 4.217 779 .92
Feed-forward 3.760 .707 .89
Feed-back 3.673 .700 .86

4.3 Factor Analysis of Authentic Leadership and Organizational Learning

Factor analysis that includes principal components solution with varimax rotation was applied to find the factor structures
of authentic leadership and organizational learning scales. The items that have factor loading below .50 or loading to more
than one factor was excluded from the analysis.

16 items of authentic leadership scale were entered into factor analysis. Kaiser-Meyer-Olkin (KMO) value was found as .946
and this value is mostly above the generally agreed sufficiency level of .60. This outcome demonstrated the homogeneous
structure of the items and the result of Bartlett Test (.000, Chi-Square: 2629.911, df: .120) showed that the items were
convenient for factor analysis. Items 7 and 13 were left out of the analysis due to cross loadings. The remaining 14 variables
were loaded on two factors explaining 68.961 % of the total variance.

As mentioned in the theoretical framework of this study, Authentic Leadership variable has four dimensions in the
literature; these are (1) self-awareness, (2) balanced processing, (3) relational transparency, and (4) ethical/moral conduct
(Avolio, Walumbwa, & Weber, 2009). In the study of Glindogdu (2010), authentic leadership yielded two factors which were
named as Self-awareness & Balanced Processing and Transparency & Authenticity. The resulting factors in this study were
also named as Self-awareness & Balanced Processing and Transparency & Authenticity which is compatible with
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Glndogdu’s study. However, two items of Transparency & Authenticity dimension were listed under the Self-awareness &

Balanced Processing dimension.

The Reliability Analysis was repeated for two factors of authentic leadership measure after the factor analysis. Both of the
factors are highly reliable. The cronbach’s alpha values are .94 for Self-awareness & Balanced Processing and .90 for
Transparency & Authenticity respectively which is above the generally accepted score .70.

Table 3: Factor Analysis Results of Authentic Leadership Scale

Factor 1: Self-awareness & Balanced Processing % variance: 40.577

Factor Loadings

2. Knows when it is time to reevaluate his or her positions on important issues .822
11. Listens carefully to different points of view before coming to conclusions .798
6. Encourages everyone to speak their minds .788
3. Shows he or she understands how specific actions impact others .785
10. Analyzes relevant data before coming to a decision .730
4. Instills pride in me for being associated with him/her .702
1. Accurately describes how others view his or her capabilities .694
12. Solicits views that challenge his or her deeply held positions .693
5. Admits mistakes when they are made .630
Factor 2: Transparency & Authenticity % variance: 28.384

14. Makes decisions based on his or her core values .842
15. Asks you to take positions that support your core values .819
16. Makes difficult decisions based on high standards of ethical conduct .784
8. Displays emotions exactly in line with feelings .674
9. Tells you the hard truth .673

Kaiser-Meyer-Olkin Measure of Sampling Adequacy: .946

Bartlett’s Test of Sphericity: .000 Chi-Square : 2629.911 df:.120

50 items of organizational learning measure were entered into factor analysis. Kaiser-Meyer-Olkin (KMO) value was found
as .929 and this value is mostly above the generally accepted adequacy level of .60. This result demonstrated the
homogeneous structure of the items and the result of Bartlett Test (.000, Chi-Square: 7013.984, df: .1225) showed that the

items were convenient for factor analysis.

Iltems 8 and 10 from individual-level section, items 8 and 9 from organization-level section, items 4,5 and 8 from feed-
forward section, items 1,2,3,4,5,6 and 10 from feed-back section were left out of the analysis due to cross loadings. The
remaining 36 items were loaded on five factors explaining 61.927 % of the total variance.

The Reliability Analysis was repeated for five factors of Organizational Learning scale after factor analysis. All of the factors
are highly reliable. The cronbach’s alpha values are .91 for Individual-level Learning, .90 for Group-level Learning, .92 for
Organization-level Learning, .88 for Feed-forward Learning and .75 for Feed-back Learning respectively which is above

generally accepted score .70.

Table 4: Factor Analysis Results of Organizational Learning Scale

Factor 1: Individual-level Learning % variance: 15.133

Factor Loadings

2. Individuals are aware of the critical issues that affect their work.
1. Individuals are current and knowledgeable about their work.

.768
759
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5. Individuals feel confident in their work. .701
3. Individuals feel a sense of accomplishment in what they do. .640
6. Individuals feel a sense of pride in their work. .628
4. Individuals generate many new insights. .587
7. Individuals have a high level of energy at work. .584
9. Individuals have a clear sense of direction in their work. .566
Factor 2: Group-level Learning % variance: 14.006

2. We share our successes within the group. 727
4. |deas arise in meetings that did not occur to any one individual. 719
3. We share our failures within the group. .661
10. Groups are prepared to rethink decision when presented with new information.  .658
9. Different points of view are encouraged in group work. .646
6. Groups in the organization are adaptable. .633
5. We have effective conflict resolution when working in groups. .598
1. In meetings, we seek to understand everyone’s point of view. .587
7. Groups have a common understanding of departmental issues. .522
8. Groups have the right people involved in addressing the issues. .507
Factor 3: Organization-level Learning % variance: 13.957

6. We have a realistic yet challenging vision for the organization. .805
5. The organization’s culture could be characterized as innovative. .759
2. The organizational structure supports our strategic direction. .755
1. We have a strategy that positions us well for the future. 741
7. We have the necessary systems to implement our strategy. .695
3. The organizational structure allows us to work effectively. .648
4. Our operational procedures allow us to work efficiently. .590
10. We have an organizational culture characterized by a high degree of trust. .584
Factor 4: Feed-forward Learning % variance: 12.595

9. The “left hand” of the organization knows what the “right hand” is doing. .672
6. Individuals compile information for everyone to use. .659
10. Results of the group are used to improve products, services and processes. .639
1. Lessons learned by one group are actively shared with others. .634
3. Groups propose innovative solutions to organizationwide issues. .625
2. Individuals have input into the organization’s strategy. .602
7. Individuals challenge the assumptions of the group. .562
Factor 5: Feed-back Learning % variance: 6.237

8. Training is readily available when it is needed to improve knowledge and skills. .694
7. Information systems make it easy for individuals to share information. .667
9. Cross-training, job rotation and special assignments are used to develop

a more flexible workforce. .630
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Kaiser-Meyer-Olkin Measure of Sampling Adequacy: .931
Bartlett’s Test of Sphericity: .000 Chi-Square : 4773.178 df: .630

4.4 Correlation Analysis

Correlations related to independent variable and all factors of dependent variable were detailed in Table 5. In general, all
significant correlations are ranging from .256(p<.01) to .763 (p<.01). Hypothesis 1 was tested using correlation analysis.
Table 5 represents the results of the correlation analysis. Authentic leadership is significantly (p<.01) correlated with
organizational learning. Hypothesis 1 stating that “there is a relationship between authentic leadership and organizational
learning” is supported.

Table 5: Correlations Between Authentic Leadership and Organizational Learning

1 2 3 4 5 6 7
AF1 AF2 OF1 OF2 OF3 OF4 OF5

1
.763** 1
413%* A44%* 1
.488%** A492%*%  B65** 1

482%* AB2**  B27** .635%* 1
.290** .338%*  635%* .618** .674** 1
.256** .320%*%  .447* A421%* 516%*  .607** 1

NOoOUubsh WwWwNBRE

** Correlation is significant at the 0.01 level (2-tailed).
Variables are represented by the following symbols:
Authentic Leadership Factors; AF1: Self-awareness & Balanced Processing, AF2: Transparency &Authenticity
Organizational Learning Factors; OF1: Individual-level Learning, OF2: Group-level Learning,
OF3: Organization-level Learning , OF4: Feed-forward Learning , OF5: Feed-back Learning

4.5 Regression Analysis

Multiple regression analysis was used in order to analyze the contribution of authentic leadership on organizational
learning. Results showed that self-awareness & balanced processing does not contribute to individual-learning. On the
other hand, transparency &authenticity has positively and moderately (f=.309; p value=.002) contributes to individual-level
learning dimension. Results are tabulated in Table 6.

Table 6: Results of the Multiple Regression Analysis for Testing the Main Effect of Authentic Leadership Factors on
Individual-level Learning

Dependent Variable: Individual-level Learning

Independent Variables: B t value p value
Self-awareness & Balanced Processing .177 1.805 .073
Transparency & Authenticity .309 3.158 .002

R=.459; R?=.210; Fvalue=26.224; p value=.000

Results of the multiple regression analysis between authentic leadership factors and the group level learning factor of
organizational learning showed that both Self-awareness & Balanced Processing and Transparency & Authenticity positively
and moderately (B=.270, .286; p value=.005, .003) contributes to group-level learning dimension. Results are shown in Table
7.
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Table 7: Results of the Multiple Regression Analysis for Testing the Main Effect of Authentic Leadership Factors on
Group-level Learning

Dependent Variable: Group-level Learning

Independent Variables: B t value p value
Self-awareness & Balanced Processing  .270 2.867 .005
Transparency & Authenticity .286 3.042 .003

R=.522; R?=.272; Fvalue=36.815; p value=.000

Similarly Group-level Learning, both Self-awareness & Balanced Processing and Transparency & Authenticity positively and
moderately (B=.273; p value=.004) contributes to organization-level learning dimension. Results are tabulated in Table 8.

Table 8. Results of the Multiple Regression Analysis for Testing the Main Effect of Authentic Leadership Factors on
Organization-level Learning

Dependent Variable: Organization-level Learning

Independent Variables: B t value p value
Self-awareness & Balanced Processing  .273 2.892 .004
Transparency & Authenticity 273 2.888 .004

R=.513; R?=.263; Fvalue=35.215; p value=.000

Self-awareness & Balanced Processing does not contribute to feed-forward learning dimension of organizational learning,
on the other hand, Transparency & Authenticity positively and moderately (B=.278; p value=.008) contributes to feed-
forward learning dimension as tabulated in Table 9.

Table 9: Results of the Multiple Regression Analysis for Testing the Main Effect of Authentic Leadership Factors on Feed-
forward Learning

Dependent Variable: Feed-forward Learning

Independent Variables: B t value p value
Self-awareness & Balanced Processing  .078 .753 452
Transparency & Authenticity .278 2.685 .008

R=.341; R?=.116; Fvalue=73.454; p value=.000

Similarly, Self-awareness & Balanced Processing factor of authentic leadership does not significantly contribute to feed-
back learning, on the other hand, Transparency & Authenticity positively and moderately (B=.298; p value=.000) contribute
to feed-back learning dimension as seen in Table 10.
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Table 10: Results of the Multiple Regression Analysis for Testing the Main Effect of Authentic Leadership Factors on Feed-
back Learning

Dependent Variable: Feed-back Learning

Independent Variables: B t value p value
Self-awareness & Balanced Processing  .029 .278 .781
Transparency & Authenticity .298 2.857 .005

R=.321; R?=.103; Fvalue=11.301; p value=.000

5. CONCLUSION

Learning with the most general definition; refers to a permanent change in experience resulting in behavior. Learning as a
cognitive and physical activity, enable obtain new knowledge and skills and shapes behavior through the acquired
knowledge and skills (Schwandt & Marquardt, 2000). Learning is not a phenomenon that starts and ends at an instant, it is a
dynamic process consisting of phases and continuing for life (Crossan, Lane, & White, 1999). Enterprises in the new
economic environment; to adapt to change, to overcome uncertainty, to provide competitive advantage and to influence
the environment should pay attention to learning. Learning provides systematic problem solving and recovery for
organizations. Learning-oriented organizations differ from their competitors by developing methods to make unlimited use
of knowledge. These organizations are the one that share their visions with their employees, view learning as an investment
element, attach importance to creating, sharing and using information, questioning organizational norms, modifying and,
when necessary, changing organizational performance, quality and customer satisfaction (Burnes, 2009). According to
Burnes (2009) in order to survive or expand the business, organizational learning must be encouraged by leaders. At this
point, leader’s positive behaviors generate positive ascension on organizational learning. Authentic leadership style which is
the independent variable of this study focuses on positive thoughts such as hope, stamina, patience, optimism, welfare and
the applicability of these conducts to the business life (Avolio, 0.Walumbwa, & J.Weber, 2009). In that respect, the positive
influence of authentic leadership style on organizational learning stand for the basis of this study.

As mentioned in the theoretical framework of this study, the independent variable of the study which is authentic
leadership has four dimensions in the literature; these are (1) self-awareness, (2) balanced processing, (3) relational
transparency, and (4) ethical/moral conduct. However, authentic leadership yielded two factors in this study which were
named as self-awareness & balanced processing and transparency & authenticity. This outcome is compatible with
GlUndogdu (2010)’s study. Self-awareness & balanced processing factor refers to the values, identity, emotions, motives and
goals of an individual as well as, interpreting all the related data objectively during decision making process free from bias.
Transparency & authenticity factor represents that the leader has unconditional trust and self-closure in his/her
relationships and act in an ethical way in any case.

As a result of the factor analysis applied to the research data, it has been seen that the learning orientation is composed of
five factors. These factors, in accordance with the views in the relevant literature, include three learning stocks (individual-
level, group-level, and organization-level), and two learning flows (feed-forward and feed-back). Learning stocks refer to
absorbing knowledge in different levels in the organization and while learning flows states for movement of knowledge
from one level to another. Results of the factor analysis show that factor structures of both terms show similarity with the
factor structure of the previous studies ((Bontis, Crossan, & Hulland, 2002; Crossan M. a., 1997; Vera, 2004).

In addition, results of correlation analysis showed that there is a significant and positive correlation between authentic
leadership and organizational learning factors, namely three learning stocks: individual, group, organization and two
learning flow: feed-forward and feed-back. Although, in literature there is no study showing the relationship between
organizational learning and authentic leadership style, previous research represent that organizational learning is
associated with different kinds of leadership styles. For instance, Noruzy, Dalfard, Azhdari, Nazari-Shirkouhi and Rezazadeh
(2013) have conducted a study which revealed a strong correlation between transformational leadership and organizational
learning. Similarly, Lakhani (2005) has found that visionary leadership is highly correlated with organizational learning.

Moreover, regression analysis was conducted to determine the effect of authentic leadership on organizational learning
within the framework of reaching the main goal of the research. According to the results of regression analysis; leader’s
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self-awareness and balanced processing behavior do not contribute to individual-level learning. On the other hand, it
positively and moderately contributes to group-level and organization-level learning. This means that increase in the
leader’s values, identity, emotions, motives and goals also increases learning stocks in the organization except individuals.
In addition, higher decision making free from bias increases improvement of collective mind and shared understanding in
the organization. In other words, higher self-aware leaders increase interactions between people, procedures, structures,
systems and strategy in the organization. The previous research conducted by Aragon-Correa and his colleagues (2007)
revealed similar findings concerning the leadership style promotes creating collective mind in the organization that leads to
organizational learning development.

Another finding of regression analysis was concerning the learning flows; self-awareness & balanced processing does not
contribute to feed-forward and feed-back learning. This means that if the leader has ability to assess any kind of situation
objectively, then there is not a direct bearing on organizational members to retain and reuse of knowledge. In other words,
higher or lower self-awareness and objectiveness of a leader has no effect on absorbing new learning and usage of past
learning. On the other hand, transparency & authenticity factor of authentic leadership positively and moderately
contributes to organizational learning. This means that increase in sharing information unconditionally also increases
collecting, managing and using knowledge in the organization. In other words, higher trustworthy environment increases
free exchange of knowledge in the organization. These findings were also supported by the literature. Several previous
studies show that corresponding trust between followers and leaders generates affirmative upward spirals on collective
processes of organizational learning (Lakhani, 2005; Zagor$ek, Dimovski, & Skerlavaj, 2009; Glessner, 2016).

5.1 Limitations

The sample size was one of the limitations of this study. The target population is consisted of four organizations from
banking and insurance sector with limited number of leaders. Sector and organization limitations have virtually eliminated
the chance of making comparisons between different sectors, organizations and leaders. Besides, participation to the study
was voluntary and sample consisted of some part of the staff especially knowledge workers (developers, analysts,
specialists and consultants) who are volunteer to answer the questionnaire. These restrictions among target population
made it difficult to generalize the findings.

Another limitation about the study is about the time horizon of the study. The study is cross-sectional and the data were
collected at a single point in time. Longitudinal studies may provide more fruitful results.

Finally, there are numerous uncontrolled confounding variables in this study such as global economic issues, technological
changes, national culture effects, employee satisfaction, etc. These circumstances may have delimited the relationship
between authentic leadership and organizational learning factors.

5.2 Managerial Implications and Suggestions for Future Research

Understanding how organizational learning is crucial for organizations to catch-up competitiveness in this ever changing
business environment. If the organizations want to remain competitive they must invest in increasing the competencies and
capabilities of learning stocks and improving learning flow channels.

The results of this study revealed that authentic leadership style has a significantly positive effect on organizational
learning. Under these findings; leaders should be informed about the details about authentic leadership style. Moreover,
training programs about this topic among leaders should be arranged by human resources departments.

Given the consequences of authentic leadership and organizational learning, and the importance of both of them in terms
of their business, organizations need to look for ways to increase their learning orientation with strategies and the
authenticity of their leaders in order to extend their lives and provide sustainable competitive advantage. In today's hyper-
competitive environment, businesses can differentiate from their competitors and sustain their presence by developing
new products, processes and ideas. Innovation is a phenomenon based on the creation, sharing and use of information
about the market, products, processes and technology, or learning in other words. In addition, learning versatility enables
information to be gathered from the organization, to connect the information to each other, and to allow the opportunity
to see changes and occurrences around it. Business executives must get rid of the narrow view of learning as a cost and
must put the concept of learning at the center of development, growth and living.

Despite the limitations of this study, the significance of two interrelated variables; organizational learning and authentic
leadership, shed light on managers by providing clues about their benefits in terms of organization’s success. Using the
results reached in this study; organizations may get benefit while developing strategy, policy and particularly human
resources applications. It is one of the most important contributions of this study that helps leaders direct their actions to
facilitate learning in organizations. The findings of this research study help leaders determine specific approaches to
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encourage learning because organizational learning is becoming a critical issue for organization after competition has
intensified. Leadership depends on the complexity of the global business environment, the continuity of the organization,
and the ability of authentic leaders to make the organization learn more quickly. The results of this research are helping
leaders to have in-depth knowledge of the complex roles of them and seeking guidance with authentic leadership in the
organizational learning process.

This quantitative research do not cover cultural implications as survey was applied in one country; Turkey. As the nature of
the organizational learning, there might be differences among different national cultures in context of learning flows. For
instance, in Anglo-Saxon culture, open communication is encouraged rather than French partners. Similarly, Japanese
workers need frequent dialogue with their associates because of their analytical skills weakness. It is obvious that,
incremental interaction in cultural characteristics promotes organizational learning environment. In terms of leadership
style; Japanese leaders communicate openly with their co-workers as a reason of uncertainty avoidance which leads
knowledge creation in the organization. This characteristic diversifies Japanese from other national cultures. (Bontis N. C.,
2002). For future research, national culture effect on the relationship between authentic leadership and organizational
learning may be investigated. In addition to culture, enlarging model with different moderating or mediating variables such
as climate, organization’s structure or trust may be important in terms of adding richness and depth to the subject. On the
other hand, other than authentic leadership style, relationship between various different leadership styles and
organizational learning could be subject to future studies.

In this study, all data were collected with the help of a questionnaire, using quantitative research methodology and this
technique is limited in the meaning of sample and scale. It may be useful to conduct research using different measurement
methods, such as interviews on a more diverse sample in subsequent studies. Future research may model the
organizational learning and authentic leadership using a group that also involves non-knowledge workers along knowledge-
workers. Another suggestion about the methodology for future studies might be using mixed methods; particularly,
interviews with the key people in the organization or focus group techniques to triangulate the survey responses that are
insufficient to address complicated issues in leadership and organizational learning.
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