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ABSTRACT 
 
 
The aim of this research was to determine the effect of transformational leadership on 
organizational performance through the mediating role of organizational culture in 
higher education institutions (HEIs) in Iraq. Transformative leadership was the main 
theory used in this study. This theory stated that the role of a transformative leader in 
influence his or her subordinates through motivation, intellectual stimulation, caring, 
and charismatic role model. Based on the research questions, four main hypotheses 
were developed and statistically tested, the population (N = 6,294) in this study 
comprised the academic staff. A sample was selected by using stratified random 
sampling. A sample size (n = 387) was determined by using Krejcie and Morgan's table 
of sample sizes. Data were collected using a questionnaire as an instrument. This 
research used Structural Equation Modelling (SEM) to test the hypotheses. The findings 
showed a strong effect between transformational leadership and organizational culture 
= (β=0.590, p<0.05), followed by an effect between the performance of the 
organizations and its culture = (β=0.540, p<0.05) and followed by an effect between 
transformational leadership and organizational performance = (β=0.500, p<0.05). The 
main finding of this study revealed a significant influence of transformational 
leadership on organizational performance partially mediated by organizational culture. 
In conclusion, the findings showed that individual consideration is pertinent for 
transformative leaders in higher education in Iraq. The key implication of the study is 
that the model of transformative leadership developed could be used to enhance higher 
education performance provided that the organizational culture among the staff is 
nurtured. 
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KESAN KEPIMPINAN TRANSFORMASI TERHADAP PRESTASI 
ORGANISASI MELALUI PERANAN MEDIASI ORGANISASI  

BUDAYA DALAM INSTITUSI PENDIDIKAN  TINGGI  
DI IRAQ 

 
 

ABSTRAK 
 
 

Kajian ini bertujuan menentukan kesan kepimpinan transformasi terhadap prestasi 
organisasi melalui peranan pengantara budaya organisasi di institusi pengajian tinggi 
(IPT) di Iraq. Kepimpinan transformatif merupakan teori utama yang digunakan dalam 
kajian ini. Teori ini menyatakan bahawa peranan pemimpin transformatif dalam 
mempengaruhi orang bawahannya melalui motivasi, rangsangan intelek, penyayang, 
dan teladan yang berkarisma. Berdasarkan persoalan kajian, empat hipotesis utama 
telah dibangunkan dan diuji secara statistik, populasi (N = 6,294) dalam kajian ini 
terdiri daripada staf akademik. Satu sampel telah dipilih dengan menggunakan 
persampelan rawak berstrata. Saiz sampel (n = 387) ditentukan dengan menggunakan 
jadual saiz sampel Krejcie dan Morgan. Data dikumpul menggunakan soal selidik 
sebagai instrumen. Penyelidikan ini menggunakan Structural Equation Modelling 
(SEM) untuk menguji hipotesis. Dapatan kajian menunjukkan hubungan yang kukuh 
antara kepimpinan transformasi dan budaya organisasi = (β=0.590, p<0.05), diikuti 
dengan hubungan antara prestasi organisasi dan budayanya = (β=0.540, p<0.05) dan 
diikuti oleh hubungan antara kepimpinan transformasi dan prestasi organisasi = 
(β=0.500, p<0.05). Penemuan utama dalam kajian ini mendedahkan pengaruh 
signifikan kepimpinan transformasi terhadap prestasi organisasi yang sebahagiannya 
dimediasi oleh budaya organisasi. Kesimpulannya, kajian menunjukkan bahawa 
pertimbangan individu adalah penting untuk pemimpin transformatif dalam pendidikan 
tinggi di Iraq. Implikasi utama kajian ialah model kepimpinan transformatif yang 
dibangunkan boleh digunakan untuk meningkatkan prestasi pendidikan tinggi dengan 
syarat budaya organisasi di kalangan kakitangan dipupuk. 
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CHAPTER 1 

 
 
 
 

INTRODUCTION 

 

 

 

 

1.1 Introduction 

 

The role of higher education in the progress of a society is vital. It shapes up the minds, 

mold behaviors and develops distinctive capabilities in the human being to serve the 

society better (Iqbal, Baluch, & Abdullah, 2017). High level of education is one of the 

major sectors of every nation (Meléndez et al., 2019; Yeni et al., 2019). Hence, without 

higher education institutions that afford a high quality of education and qualified 

academic staff, no country can achieve the desired development and growth. Hence, 

higher education institutions are considered as the core of development and progress in 

any country in various aspects of life (Sabah, 2013). Today, leadership style has been 

suggested as an important factor affecting the completely educational process in higher 

education institutions (Al-Husseini & Elbeltagi, 2018).  
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In recent years, many organizations in various industries including universities 

have adopted dynamic and progressive leadership styles to face the challenges of a 

competitive market because competent leadership provides essential resources for 

organizations (Jandaghi et al., 2008). Challenges may be present in all institutions 

including higher education, thus leaders should establish cooperation with followers 

and smooth working relationships to overcome all kinds of challenges (Bhavani, 2017). 

The literature reveals that higher education institutions worldwide now are more 

dependent on transformational leadership to foster education quality. While fostering 

innovation culture in the educational environment also important but it is more 

complicated (Umme et al., 2015). Transformational leadership is regarded as the most 

flexible leadership style of two deal challenges and obstacles facing the work. It serves 

to enhance the motivation, morale, and job performance of individuals to a project and 

the collective identity of the institution; being a role model for followers to inspire them 

and to raise their interest in the project. Challenging employees to take greater 

ownership for their work, and understanding the strengths and weaknesses of 

individuals allowing the leader to align followers with tasks that enhance their 

performance (Barth-Farkas et al., 2014).  

 

Transformational leadership has been found to have an important influence on 

innovation, leading to increased goal-directed behavior on the part of followers, 

promoting organizational culture change, and a spirit of trust, and helping followers to 

exceed their performance expectations (Sawasn, 2016). Thus, universities now require 

a more efficient leader with a clear vision and motivation power, instead of a dominant 

personality. Whereas transformational leadership styles got notable attention from 

many researchers for decades, this style of leadership is more adaptable to national and 
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international culture, and suite various types of work including higher education 

context. In the past few decades, public organizations have come under increasing 

pressure to initiate reforms and changes to cope with central government decisions, 

tighter budgets, deregulation of financial markets and technological advances (Van der 

Voet & Van de Walle, 2015). While organizational change happens with increasing 

magnitude and frequency in all forms of organizations (Ahmad & Cheng, 2018). 

 

Accordingly, a strong organizational culture could make an institution reaching 

great places through which organizational competencies can be developed and in turn, 

competitive advantage can be achieved (Fatih, 2018). Thereby, the broad theoretical 

and empirically concept of organizational culture is explored in this study to understand 

how organizational culture influence higher education institutions. In recent years, Iraq 

has witnessed numerous challenges and conflicts that caused great damage to its 

infrastructure including the educational system. Higher education institutions are one 

of the sectors that suffered from large destruction, which requires major developments 

to recover the damage. These efforts include the development of education quality and 

the performance of academic staff in higher education institutions (Sabah, 2013). 

Hence, transformational leaders have the strength and capability to make changes 

among Iraqi universities. With the tough competition in higher education worldwide, 

those leaders are more capable of success comparing to traditional leadership style, and 

with the influence of innovated organizational culture, the performance of Iraqi 

universities could be improved significantly. 
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1.2 Background of the Study  

 

In the 21st century, leaders face the challenge of being effective in a global knowledge 

environment. Nowadays, more than ever, leaders must play a key role in helping 

institutions cope with the challenges they face from expanding knowledge and 

knowledge systems (Crawford, 2014). Thereby, large organization need for leaders 

who are willing to works with subordinates to identify needed change, creating a vision 

to guide the change through inspiration, and executing the change in tandem with 

committed members of a group (Bernard et al., 2000). Most of universities in Iraq must 

take serious steps to adopt qualified leadership to achieve sustainable transformation in 

the educational process based on innovation and creativity in knowledge transfer and 

acquisition for students. Iraq is rich with natural resources and its geographical location 

makes it strategically important. The glorious past of Iraq in the field of education 

cannot be denied, but the present education system of Iraq is facing great challenges, 

especially in the expertise and education resources (Sabah, 2013).  

 

Although higher education in Iraq has suffered from the scourges of many wars 

(1980–1988, 1991, 2003), international sanctions (1990–2003) and governments’ 

interference, since 1968, the vast majority of academic staff struggled to keep the 

universities and colleges as effective instruments in teaching, researching and providing 

the society with qualified graduates (Jawad & Al-Assaf, 2014). In general, the higher 

education system affected by the political troubles for almost three decades (Atrushi & 

Woodfield, 2018). Until the current time, Iraqi universities are lacking sustainability in 

the educational process and the fulfilment of their mission (Al-Ardawi, 2020). As for 

teaching staff, the majority of them need training on teaching methods, weak teaching 
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ability, or desire to effect change in the learning, while the lack of sufficient funds, old 

program, absence of clear visions (Al-Rubaiy, 2016). 

 

Although Iraq has a very large number of universities in different 

specializations, the country has been denied the normal technical exchange between 

countries, which has had a terrible impact on Iraq’s educational and training 

infrastructure because of a lack of transformational leadership. Many universities in 

Iraq are lacking effective leadership that can deal with the rapid competition in a higher 

education market (Mukdad et al., 2014). Thus, this study concludes that Iraqi 

universities are facing numerous challenges that have quickly brought down the quality 

of higher and continuous education to a point where it is impairing the capacity of the 

younger generation to rebuild their civil and democratic society. Therefore, there is an 

imminent need to develop the skills of leaders in Iraqi universities and retraining 

existing professionals (Sawsan & Ibrahim, 2016). 

 

Many Iraqi academics, students and professionals stated they urgently need 

modernized materials and methods for learning and teaching to improve the low level 

of education quality in higher education institutions. Moreover, many Iraqi academics 

worry about the barrier to development in the higher education sector. This is because 

services such as public higher education are administered by government and subject 

to the unpopular interfere, or investment, which is susceptible to corruption and thus 

limits the capacity for reform the educational culture inside Iraqi universities (The 

Guardian newspaper, 2018). The conclusion after a short interview with several Iraqi 

universities conducted by Fran Sutherland (2018) showed that the majority of Iraqi 

academics and students want us to support them in areas they find themselves lacking, 
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from safety and stability to materials and equipment. Many express a strong desire for 

modern, practical approaches to higher education focused around workplace skills and 

employability. Forging robust quality assurance criteria has been a priority for some 

time. 

 

Many studies have associated transformational leadership with organizational 

culture (Masood et al., 2006; Gordana, 2016). For example, the organizational culture 

affects the organizational performance through distribution of power inside an 

organization and could be a strong influential for change and development in 

organization mission (Tewodros, 2016). Thus, organizational culture is linked with 

distributed power within the organization. In other words, the leader makes certain 

decisions with more involvement of employees in the process of decision-making, 

according to that the transformational leadership style suits best to these cultures 

(Gordana, 2016). In a highly innovative and satisfying organizational culture, it is 

important to adopt transformational leaders to increase trustworthy and purposeful 

working environments and solve complex problems (Barth-Farkas & Vera, 2014). 

Leaders who build such cultures and articulate them to followers typically exhibit a 

sense of vision and purpose. They align others around the vision and empower others 

to take greater responsibility for achieving the vision. Such leaders facilitate and teach 

followers. They foster a culture of creative change because transformational leadership 

has an indirect positive impact on performance via achievement organizational culture 

orientation (Athena & Maria, 2006).  
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Organizational culture affects the decisions and actions of managers and 

employees thus affecting almost all elements of management and organization. 

Yarbrough et al. (2011) claimed that organizational culture affects the strategy of the 

institution as well as the performance, whereas the leader of the institution shapes the 

culture in a different way (Gordana, 2016). Nevertheless, a successful organization is 

always concern to know the extent to which their performance has reached a good level. 

Organizations must compare their inputs and output, and to explore how their 

competitors are working to raise their performance. For example, many successful 

organizations rely on modern approaches in the workplace based on technology and 

innovation to increasing the speed and accuracy of work and reducing costs through the 

application of technology (Cascio & Montealegre, 2016; Ceausu et al., 2017).  

 

Therefore, this study is motivated to understand the role of transformational 

leadership on the performance of higher education institutions in Iraq, whereas 

examining the role of organizational culture on this relationship. Accordingly, this 

study examined the direct and the indirect effect of transformational leadership on the 

performance of higher education institutions in Iraq, taking into account the mediation 

role of organizational culture in this relationship will fill this gap in the literature. 

 

 

1.3 Problem Statement  

 

Sustaining the quality of education remains the main challenge faced by tertiary 

institution systems around the world, derived from the growth of international 

education and conclusion of government budgetary allocation, public higher education 
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institutions as well as private institutions are focused on commercial competition 

enforced by economic effects (Yeni et al., 2019). However, several factors contribute 

to the performance of higher education such as organizational culture and leadership 

approach. 

 

Previous research has shown that the workplace culture has a significant impact 

on organizational success (Feather et al., 2018; Pawirosumarto et al., 2017). The 

workforce is more motivated to work hard and be creative in doing the job to meet the 

organization's goals when they are in a better working culture. Whereas unsuitable 

working conditions, on the other hand, demotivate workers, resulting in a drop in 

overall organizational efficiency (Yeni et al., 2019). 

 

Apart from culture, today’s institutions need to have an effective leadership 

style that supports institutions to improve the performance significantly (Ramussen & 

Nielsen, 2011). Local universities are facing great challenges to deal with competition 

from international educational institutions; hence, they need to perform in a highly 

competitive environment where value is created using knowledge capabilities and 

effective leadership (Barth-Farkas et al., 2014). Accordingly, many universities started 

to replace those leaders who stick with the traditional leadership style and change them 

with transformational leaders. However, there is a need to understand whether this 

strategy is good for Iraqi universities or not in the past decades, universities in Iraq have 

been facing many obstacles which hinder the development of high education in this 

country, while the lack of qualified teaching staff affected the quality of education, as 

well as the absence of organization culture that encourage innovation and creativity in 

Iraqi universities. The destruction of infrastructure and ongoing security dangers, 



9 

 

problems plaguing Iraq’s higher learning system include under-qualified teaching staff 

(33% hold only bachelor’s degrees, despite rules requiring a master’s degree; 39% hold 

master’s degrees, 28% hold PhDs). All these factors affect the performance of Iraqi 

universities. It is found that Iraqi universities need to reinforce institutional leadership 

and take the lead in reform of the completely educational system based on 

transformation and innovation (Sabah, 2014; Sawsan & Ibrahim, 2016).  

 

Recent studies revealed the situation of higher education in Iraq still collapsing 

and not improving, and this is the result of two important factors according to Al-

Ardawi (2020). the first is related to the quality of the curricula, and the second obstacle 

relates to the performance of academic staff, the majority of lecturers are still using 

traditional teaching methods. It is evident that most Iraqi universities facing many 

challenges related to delivering high quality of educational courses, these issues mainly 

due to a lack of effective leadership in the whole education process. There is a large 

hesitation or fear of change among most leaders in Iraqi universities. This is one of the 

problems that higher education in Iraq suffers from, as it does not exist because of the 

social background, or the culture of expressing opinion or transparency in dealing and 

working with difficult tasks. It is mainly because of lacking transformational leaders 

(Al-Haidari, 2017).  

 

In other words, the organizational culture in most public organizations in Iraq 

resists the change. This reflects the poor performance of the public sector organizations; 

this includes those delivering various kinds of service in Iraq (Ahmad & Cheng, 

Zhichao, 2018). By looking at the literature, it is clear that organizational culture and 

leadership have a significant impact on the performance of organizations, this 
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relationship applied on higher education institutions. Thus, this makes them important 

factors that need to be taken into consideration when reforming public sector 

performance in any country in the world. However, research that discusses this 

relationship from the context of the public sector in Iraq is lacking (Al-Tameemi & 

Alshawi, 2014). 

 

The review of literature reveals limited researching in the role of job 

performance in fostering the performance of higher education institutions, there lack of 

empirical research pertinent to the employee performance in general and employee 

performance in higher education (Iqbal et al., 2017), whereas the academic staff in Iraqi 

universities are often are blocked by bureaucratic culture. Therefore, in the era of 

computers, information and knowledge, training and qualification on this technology 

are necessary. There is a need for creating a healthy and natural atmosphere of 

competition and cooperation between universities and their progress in the same 

country, and the provision of qualified staff to manage them and fill the gap in the 

migration of minds and competencies abroad. So far, there have been very limited 

studies that focus on the challenges facing Iraqi universities to adopt transformational 

leadership in Iraq (Sawsan & Ibrahim, 2016). Thus,  this study attempts  to extend the 

body of knowledge on transformational leadership in Iraq as well as investigating the 

role of organizational culture in the relationship between transformational leadership 

and organizational performance Whereas previous studies revealed that, the majority 

of universities in Iraq are still relying on traditional leadership styles, few Iraqi 

universities are focusing on the significant impact of transformational leadership 

towards the educational performance (Mukdad et al., 2014; Sawsan, 2016). 
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The previous arguments reveal a lack of empirical evidence on the significant 

role of transformational leadership in higher education institutions in Iraq (Rakesh et 

al., 2009, Al-Husseini & Elbeltagi, 2018). It is evident and approved that leadership is 

an essential determinant of success in any institution, whereas the culture of Iraq should 

be consistent with the appropriate leadership style, which supposed to foster the 

performance of Iraqi universities. However, the question arises in this study; does 

transformational leadership is the right approach to foster the organizational 

performance of Iraqi universities at present? This main question requires a robust 

evidence and empirical validation. 

 

 

1.4 Objectives of the Study 

 

1. To investigate the effect of transformational leadership on organizational 

performance. 

2. To identify the effect of transformational leadership on organizational culture. 

3. To identify the effect of organizational culture on organizational performance. 

4. To examine the mediation role of organizational culture towards the 

association between transformational leadership and organizational 

performance. 
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1.5 Research Questions 

 

1. What is the extent effect of transformational leadership on organizational 

performance? 

2. What is the extent effect of transformational leadership on organizational 

culture? 

3. What is the extent effect of organizational culture on organizational 

performance? 

4. What is the role of organizational culture on the relationship between 

organizational performance and transformational leadership? 

 

 

1.6 Research Hypothesis 

 

H1: Transformational leadership has a positive and significant effect on 

Organizational Performance. 

H2: Transformational leadership has a positive and significant effect on 

organizational culture. 

H3: Organizational culture has a positive and significant effect on organizational 

performance. 

H4: Organizational culture mediates the relationship between transformational 

leadership and organizational performance. 
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1.7 Conceptual Framework of Research  

 

In this study, three variables constructing the conceptual framework (transformational 

leadership, organizational culture, and organizational performance). The development 

of this framework is based on the findings of previous studies and the perspectives of 

scholars in management science.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1.1. Research Conceptual Framework (Feather et al., 2018; Thiaku et al., 
2021; Caza et al., 2021). 
 

Different frameworks for distinguishing between different 'types of' knowledge 

exist. Organizational culture is postulated to be one of the greatest theoretical levers 

required for understanding institutions. Verifying and using those theories minimally 

requires comparisons between the cultures of different institutions, which in turn imply 
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the identification of common dimensions for assessing organizational culture (Nathalie, 

2002). Despite there are lots of studies found that organizational culture could enhance 

the performance of organizations in various industries performance (Barth-Farkas et 

al., 2014; Sabah, 2013) but little works have been in done in higher education context, 

and none have examined the mediation role of organizational culture to influence the 

impact of transformational leadership on university. The review of literature shows that 

transformational leadership is measured through four factors: idealized influence, 

inspirational motivation, intellectual stimulation and individualized consideration, 

while organizational culture is measured through two factors: teamwork and innovation 

capability, and organizational performance is measured through two factors: job 

performance and education quality. 

 

 

1.8 The Significance of Research 

 

The importance of this study comes from the analysis of essential factors that enhance 

the performance of educational institutions in Iraq. This study focuses on performance 

in an educational context through developing a conceptual model that could be adopted 

by educational institutions to enhance organizational performance through 

transformational leadership. Moreover, this research project contributed to the body of 

knowledge of leadership concept in the following two aspects. 
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Theoretical Contribution: The outcome of this study will extend the theoretical 

concept of transformational leadership in educational institutions as well as provide a 

better understanding of the significant role of transformational leadership style in the 

higher education sector. The findings of this study will explain the association between 

transformational leadership style and university performance through the mediating 

effect of culture in the educational environment. It is assumed that transformational 

leadership could encourage the staff to express their ideas freely, which will be reflected 

in the performance significantly.  

 

Practical Contribution: The result of this study will help Iraqi universities in particular 

to build a distinct organizational culture from others. The findings of this study will 

define certain cultural policies that guide the staff, give them a sense of direction at the 

university so that every individual is clear about his roles and responsibilities in the 

university, and know how to accomplish the tasks ahead of the deadlines. Furthermore, 

the empirical results that will be set in chapter fours will utilize transformational leaders 

on the performance of the selected universities in this study, thus sets the university 

direction and vision, influencing how lower levels of a university operate, and help a 

university leader to meet new challenges, such as during a reorganization, strategic 

redirection or downsizing. 

 

 

1.9 The Scope of Study 

 

This study will be conducted in Iraq. Respondents are individuals representing 

academic staff in five universities located in the south of Iraq, the name of those 
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Universities University of Basrah, University of Al-Qadisiyah, University of Thi-Qar, 

University of Misan, and University of Al-Muthanna. The subject of this study is 

limited to discuss the concept of three variables transformational leadership style; and 

organizational performance, and organizational culture. 

 

 

1.10 Operational Definition 

 

This section explains the key concepts that are frequently used in this study for 

answering the study questions. A complete explanation is presented in the next chapter. 

 

Transformational Leadership (TL) is a developed style of leading people where a 

transformational leader encourages his/her staff to work will fewer restrictions, creating 

a vision to guide the change through more inspiration in work, and executing the desired 

change by sharing ideas with a group of people (Robbins, 2007). In higher education, 

transformation leadership is the style of leading academic staff towards innovation and 

using creative idea in teaching. Transformational leadership is measured through 

idealized influence, inspirational motivation, intellectual stimulation, and 

individualized consideration. 

 

Organizational Culture (OC) is the set of thoughts shared by individuals within an 

institution, so OC reflects the social dimension of the institution, where individuals 

share common values and beliefs associated with their institution (Needle, 2004). 

Organizational culture in higher education is an atmosphere of innovation and 

collaboration in the educational mission. Organizational culture is measured through 
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teamwork, and innovation capability. 

 

Organizational Performance (OP) encompasses the actual outcomes of the institution 

against its desired goals and objectives (Helen & Hanger, 2007). Organizational 

performance in higher education is the excellence of education output and performance. 

The organizational performance is measured through job performance, and education 

quality. 

 

 

1.11 Organization of the Thesis 

 

This thesis was organized into five chapters. Chapter one presents the background of 

the study, statement of the problem, study questions, objectives of the study, and 

significance of the study, the study scope, conceptual and operational definitions, and 

the summary. Chapter Two was devoted to the literature review. The aim of this chapter 

is to acquaint the reader with existing studies relative to the issues covered in the study. 

Thus, it provides the theoretical inference for the study and partly establishes the need 

and relevance for it. This includes pioneering writings on concepts, and the types, 

practices, areas and applications of Transformational leadership, Organizational 

Culture, and Organizational Performance. Chapter Three examines the research method 

used in undertaking the studies. Chapter 4 dealt with a detailed analysis of the findings, 

presentation, and interpretation of data. Chapter Five incorporates the summary of 

major findings, conclusions, and recommendations. 
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1.12 Chapter Summary 

 

This research begins with an introduction where research questions and objectives set 

that provided direction for the research study to figure out what kind of variables that 

affect the performance of universities in Iraq, whether it is strong or weak and its effect 

on high performance. The findings from the previous study indicate that 

transformational leadership plays a pivotal role in enhancing the educational process 

innovation process. In the higher education sector, transformational leaders motivate 

their staff and teachers to initiate reform efforts and develop new approaches to improve 

educator and student performance.  

 

This chapter introduces the main topic and disciplines in this thesis including 

research background, problem statements and main issues facing higher education 

institutions in Iraq, research questions and objectives, the significance of the topic, 

limitations, and a definition of key concepts. In this chapter, the problem statement is 

highlighted in the context of higher education in Iraq, where Iraqi universities are 

unable to develop educational performance in accordance with international standards. 

Therefore, this study will investigate this problem and attempt to propose 

recommendations with regard to transformational leadership style; and organizational 

performance; and organizational culture. To solve this problem, this study investigated 

the effect of transformational leadership on organizational performance as well as 

identifying the mediating role of organizational culture on the association between 

transformational leadership and organizational performance of universities. 




