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Abstract

This study, in the Republic of North Macedonia (NM), identifies the differences between the
Leadership Styles (LS) in the given context of Organizational Learning (OL), Situational Leadership
(SL), and Organizational Competitiveness (OC). In addition, the study identifies specific factors
which make up these constructs. The research was conducted across several industries,
organizational hierarchical levels, and various work experiences. A pre-test survey was conducted on
a small scale of respondents (n=79) for Organizational learning questionnaire, while the final
questionnaire was administered on a larger scale (n=273), both using the convenient sampling.
Results prove that there are no statistically significant differences between LS in OC, nor in the OL,
while statistically significant differences existed in SL. This study also explored the existing multiple
factors in LS, OL, and OC. These findings shed light on possible future research which can integrate
these results and dive into further exploratory studies that can dwell into more comprehensive
understanding which in effect can increase managerial implications for companies and researchers
alike.
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1. INTRODUCTION approximately three decades. OC helps
companies create sustainable success which

The anticipation about the importance of includes performance items as well. In this
OL toward OC has been deriving for regard, OL plays a crucial role since
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organizations need to continuously improve
their learning methods as well as their ways
of doing business. The firm's competitive
advantage can be sustained if it learns faster
than its competitors (Crossan et al., 1995),
and the measure for competitiveness in the
long run is the ability of the organization to
stay in business, to protect and to provide
return on its investments, and to ensure jobs
for the future, operating in a free enterprise
system (Pace & Stephan, 1996).

In turbulent business environments, the
survival and success increasingly depend on
competitiveness as it is an ability to compete
(Ajitabh & Momaya, 2004), while in
parallel, the business performance is
influenced by OL (Perez Lopez et al., 2005).
Moreover, the relationships of OL and
competitive advantage with knowledge
sharing are of fundamental significance to
organizations because organizations may
become more effective and competitive due
to mutual reinforcement of knowledge
sharing, OL, and competitiveness (Skinnarl
& Sharp, 2014). In this respect, there is a
clear need for conducting analyses of high-
dimensional data (Kalina, 2017) from which
companies can gain true genuine knowledge
and ensure OL more effectively and
efficiently. It is important to emphasize that
the managers’ behaviors toward subordinates
influence the environments for learning and
change (Mati¢, 2022).

This study aims to be a first step in
understanding LS, OL, LS, and OC in
Macedonian environment and to provide a
foundation for future follow up studies. By
this initial study, we hope to shed light onto
more causality driven research in the future.
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2. LITERATURE REVIEW AND
HYPOTHESIS DEVELOPMENT

Many authors have attempted to tackle
LS, OL, and OC reflecting various
perspectives. Lopez et al. (2005) identified
the relationship between high-performance
human resource practices, OL, and business
performance, while Xie (2018), investigated
the relationship between leadership and OL.
Furthermore, OL is found to be a parameter
providing safety to organizations according
to the “Safety through Organizational
Learning” (SOL) methodology, where
mobilizing expert knowledge and creativity
in a systematic analysis of safety-relevant
events identifies the critical human,
technical, organizational, and management
safety-relevant factors (Fahlbruch &
Schobel, 2011; Jackovics, 2019).

OL is shown to influence the sustainable
performance. OL, also, is partly mediating
the relationship between sustainable
leadership and sustainable performance
(Igbal & Ahmad, 2021).

Competitiveness is a multidimensional
and relative concept, which means it is
changing in time and context (Ajitabh &
Momaya, 2004). Thus, a construct was
accomplished in an effort to provide a clearer
comprehension. This model includes the
variables of the competitiveness (Markus,
2008) based on Porter’s model. Yet,
competitiveness has been conceptualized and
measured at various different levels.
Competitiveness is a complex subject which
includes a variety of measures such as cost,
quality, deliverability of products and
services, core competencies, market share,
information technology applications, human
resources, and technology (Bhawsar &
Chattopadhyay, 2015).

OL is defined as a series and a set of
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organizational tasks and skills that authorize
the organization to use its knowledge,
experience, and information. In that regard,
it aims to find and correct mistakes, execute
in-house routines, fix problems, create
information, and idea diversity, and to be
renewed continuously (Keceli & Erdogan,
2019). Like OC, OL has been determined by
a variety of concepts and measures. One of
these is suggesting that absorptive capacity
(which is a dynamic capability) is a concrete
example of OL (Sun & Anderson, 2010).

Our approach is harmonized with Tsang
(1997) who states that learning organization
is concerned with how an organization
should learn, while OL is concerned with
how an organization actually learns. In this
paper we will use the five disciplines of
Senge. As Flood (1998) stated “five
disciplines are “necessary to bring about a
learning organization-personal mastery,
mental models, shared vision, team learning,
and systems thinking. Following the Senge’s
approaches, further are briefly explaining the
disciplines. Systems thinking emphasizes
connectivity and seeing “everything” as
“whole” connected by causality. Shared
vision highlights the importance of reaching
a consensus of a common understanding
across the structures, levels, functions and
between the organization and individuals.
Mental models point to the individual’s
mental models and their impacts over the
relations with regards to the outside world in
general. Team learning ensures that
harmonization of the individuals towards
achieving a synergy is a major goal within a
team. Personal mastery is mostly concerned
about the individual’s own proficiency and
the power that an individual believes he/she
possesses compared to what the individual
actually is competent for.

For organizations to adapt a more
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learning-oriented approach, whereby they
learn from their mistakes, successes, failures,
and experiences as well as others’, they need
to implement different leadership approaches
based on the intricacies of the situation at
hand (Arikan, 2020). Leadership behaviors
relate to organizational outcomes such as
organizational performance and OC (Heiman
et al., 2020). Leaders motivate and lead their
coworkers and subordinates to maintain a
viable environment in which all
organizational members steer toward
organizational goals. Even though leadership
literature has produced many approaches
which outline different styles in which
leaders engage (Antonakis & House, 2014),
a very commonly agreed upon framework is
Hersey and Blanchard’s SL Theory.

SL Model states that there are four
leadership styles (Hersey et al., 1979). Each
of these styles results from a combination of
task-oriented behaviours and relationship-
oriented behaviours. Relationship-oriented
behavior includes supporting subordinates
and listening to them. In this way, behaviors
high in relationship orientation are mutual.
On the other hand, behaviors under task-
orientation are more direct and they include
telling subordinates what to do and how to
execute a particular activity. Thus, according
to this categorization, Leadership styles are;

1) Directing Style where leaders define
the goals themselves and task these to the
subordinates/followers. They also tell them
how to complete the particular task.

2) Coaching Style leaders still give
directives but here they actually provide
more support and help. Leaders under this
style  build confidence of their
subordinates/followers. They also provide
help in problem solving throughout the
process.

3) Supporting Style leaders provide high
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support and offer maximum help on the task.
These leaders do not provide too many
details on the particular task but rather
prepare the subordinates/followers to handle
the issues.

4) Delegating Style leaders emerge when
the readiness of the subordinates/followers
are at a maximum level. In other words, the
leader does not need to interfere at all
regarding how the task is to be performed.
Thus, for this style to work, the
subordinates/followers must possess the
necessary expertise and knowledge.

Therefore, we posit the following
hypotheses and the research question:

H1: There are statistically significant
differences between LS in the OL.

H2: There are statistically significant
differences between LSs in the SL.

H3: There are statistically significant
differences between LS in the OC.

Exploratory Research question: What are
the significant factors in the Macedonian
business environment with regards to LS,
OL, and OC?

3. METHODOLOGY
3.1. Sample and Data Collection

This 1is quantitative research using
Comparative and Correlation designs with
primary data collections by utilizing an e-
survey. At the same time, we employ
exploratory data analysis to identify and
summarize the specificities in NM. A pre-test
survey was conducted on a small scale of
respondents (n=79) for OL questionnaire,
while the final test was conducted on a larger
scale (n=273), both using the convenient
sampling. The pre-test consisted of 51
statements (indicators) while the final test
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consisted of 76 items (OC was measured by
9 items, LS with 24 items and the OL with 43
items).

Demographic data were collected as well
regarding the 1. Type of enterprise (Micro,
Small, Medium, Local government public
enterprise, Local government administration,
State public enterprise, state legislature or
government body (ministry, agency etc.),
Public institution (healthcare, education etc.)
and Other; 2. Work/Job position or level
(Operator-of machine, production line etc.,
Client services- support or care, Professional
services -accounting, project management,
legal services etc., Supervisor-foreman,
sector chief, section lead, team lead, line
manager etc., Operations manager -middle
management, sector director, executive etc.,
Top level manager and Other) and 3. Sum of
total professional work experience and work
experience within current organization in
years.

3.2. Measurement

The respondents were asked to provide
their opinion varying from 5-Fully agree (if
the respondent considers the statement true
for the given condition or the practice of
distinct behavior), 4-partially agree (if the
respondent considers the statement true for
separate and rare cases), 3-No opinion (if the
respondent has not enough information or
has no insight into the statement), 2-Partially
disagree (If the respondent considers the
statement untrue in rare cases), 1-Fully
disagree (if the respondent considers the
statement completely untrue, or the real
situation or condition is the exact opposite of
the statement).

The respondents were classified across
the 4 leadership styles according to the
dominant leadership style. One style was
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identified extra as the mixed leadership style
where there were more than one dominant
leadership style. Then, the application of
Factor analysis first defined the common
basic dimensions (factors) for OL and OC,
and then defined the basic latent dimensions
(factors) for each LS type (Directing;
Coaching; Facilitating; Delegating;
Directing/Coach/Facilitator/Delegation-
mixed style) individually in each area of SL.

- Organizational Learning (OL) Due to
the absence of a unique multilevel theory
about the organizational learning as a
dynamic phenomenon interacting between
individual, group, organizational, inter-
organizational levels (Scipioni, 2021), in this
paper OL will be conceptualized and
measured by an adapted approach that was
previously used by Smilevski et al. (2021).

- Leadership Styles (LS) In Leadership
Styles (LS), the widely accepted scale of
Hersey and Blanchard’s  Situational
Leadership scale was adopted according to
the local language.

- Organizational Competitiveness (OC)
We are operationalizing OC by adapted
concepts and measures previously used by
Mellat-Parast & Spillan, (2014) and by
Sanchez-Hernandez et al. (2016).

3.3. Statistical data processing

Data processing was carried out by
applying procedures and steps of
comparative  statistics. Furthermore,
multivariant variance analysis (MANOVA),
establishes the differences between LS with
regards to OL, SL, and OC. Multivariant
variance analysis (MANOVA) is commonly
applied in various studies including social
topics and issues (Tonidandel & LeBreton,
2013; Warne, 2014). Frequently, multivariate
analysis of variance (MANOVA) is a
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statistical method used to understand more
deeply the group differences on various
outcomes (Smith, Lamb, & Henson, 2020).
In our case, the specific differences between
LS with regards to OL, SL, and OC were
determined.

In addition, by the application of Factor
analysis the main components were
extracted, and Oblique solutions defined the
common factors for each of the LS, OL, and
OC. Factor analysis is used to determine the
fundamental factors which explain the major
correlations among the variables. In this
study, a factor analysis is applied in order to
group the explored variables by similar
correlation patterns (Isabel Sanchez-
Hernandez et al., 2016). In order to outline
the main factors for the constructs where
factors can be correlated, oblique rotation
method is used (Norris and Lecavalier,
2010). Excel and SPSS application program
packages were used to process the data.

4. RESULTS

Due to the large number of the indicators
(51 items of the survey related to the
Organizational learning only), in the pre-test
research the reduction of indicators (items of
the questionnaire) of less factor weight and
common variance involved in explaining
common factors resulted with reduction of 8
indicators out of the 51 indicators. The
following items are reduced (deleted):

- Personal mastery: The potential of
employees develops by using resources in
the organization.

- Team learning: At meetings, we
strive to understand everyone's point of view.

- Team learning: In the group work
personal experiences are shared (do not
hide).
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- Mental models: We believe it is
important that some people doubt the way
things are done and challenge existing
practices.

- Shared vision: Employees'
representatives participate in defining the
vision of the organization.

- Shared vision: Employees are
informed and understand the vision of the
organization.

- Systems thinking: Workers expect
their constructive feedback to be heard and
processed by management.

- Systems thinking: Teams know and
understand what and how much they
contribute to the outputs of organizations.

4.1. Demographic data

Demographic data regarding the entities
and number of respondents includes Micro
entity (up to 10 employees) with 52, Small
entity (11 to 50 employees) with 49, Medium
entity (51 to 250 employees) with 49, State
public enterprise with 18, Local government
public enterprise with 3, Local government
administration with 6, Government body
(ministry, agency etc.) with 11, Public
institution (healthcare, education etc.) with
40 and all Others with 45 respondents.

Demographic  data regarding the
Work/Job position or level includes
Operator-of machine, production line etc.
with 11, Client services- support or care with
46, Professional services -accounting,
project management, legal services etc. with
42, Supervisor-foreman, sector chief, section
lead, team lead, line manager etc. with 31,
Top level manager with 57, Operations
manager -middle management, sector
director, executive etc. with 55 and all others
with 31 respondents. Demographic data
regarding the Total professional work
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experience includes 0-5 years with 26, 6-10
years with 47, 11-20 years with 93, 21+ years
with 107 respondents, while the work
experience  within  current surveyed
organization in years includes 0-5 years with
79, 6-10 years with 62, 11-20 years with 82
and 21+ years with 50 respondents.

4.2. Comparative statistics

Differences between LS in indicators of
SL

Of the results obtained (Table 1. SL-
differences  between  styles)  using
multivariant variance analysis (MANOVA),
we found that there are statistically
significant differences between LS in SL.
According to Wilk's Lambda values,
approximation F, degree of freedom Df1,2
and p=0.000 significant differences were
established (Wilks' Lambda=0.095; F=5.52;
Df1,2=96, 652; Sig.=0.000). Partial Eta
Squared (0.445) indicates the size and
impact of a 45% connection of the
multivariation variance of dependent
variables with the group factor, i.e. LS. The
results indicate that we recognized
groups/dimensions of different leadership
styles among the respondents. We have
groups of respondents practicing different
leadership styles.

Differences between LS in OL

The results obtained (Table 2. Differences
between LS in OL) using multivariant
variance analysis (MANOVA) found that
there are no statistically significant
differences between LS in OL. According to
Wilk's Lambda values, approximation F,
degree of freedom Dfl ,2 and p=0.170 no
significant differences were established
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(Wilks' Lambda=0.319; F=1.120;
Df1,2=172, 581; Sig.=0.170). The partial Eta
Squared (0.248) indicates the size and
impact of a connection of about 25% of the
multivariation variance of dependent
variables with the group factor, i.e.
leadership styles. The results indicate that
organizational learning is not different
despite having different leadership styles.
Regardless, the groups of respondents practice
different leadership styles yet have not
different organizational learning practices.

Table 1. SL-differences between styles
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Differences between LS in OC

Of the results obtained (Table 3.
Differences between LS in OC) using
multivariant variance analysis (MANOVA),
we found that there are no statistically
significant differences between LS in OC.
According to Wilk's Lambda values,
approximation F, the degree of freedom Df1
,2 and p=0.791 did not establish significant
differences (Wilks' Lambda=0.854; F=0.802;
Df1,2=36, 672; Sig.=0.791). The Partial Eta

Multivariate Tests
Effect Tests Value F Hypothesis df ~ Error df Sig.  Partial Eta Squared
Pillai's Trace 987 530.169°  24.000 164.000 .000 .987
Wilks' Lambda 013 530.169*  24.000 164.000 .000 .987
Intercept
Hotelling's Trace 77.586 530.169° 24.000 164.000 .000 .987
Roy's Largest Root ~ 77.586  530.169° 24.000 164.000 .000 .987
Pillai's Trace 1.676  5.019 96.000 668.000 .000 .419
Var25 Wilks' Lambda 095 5.520 96.000 652.202 .000 .445
(Leadership styles)  Hotelling's Trace 3.489 5906 96.000 650.000 .000 .466
Roy's Largest Root  1.356  9.434¢ 24.000 167.000 .000 .576
Table 2. Differences between LS in OL
Multivariate Tests
Effect Tests Value F Hypothesis df Errordf Sig.  Partial Eta Squared
Intercept Pillai's Trace 988  281.437° 43.000 145.000 .000 988
Wilks' Lambda 012 281.437° 43.000 145.000 .000 988
Hotelling's Trace 83.461 281.437° 43.000 145.000 .000 988
Roy's Largest Root ~ 83.461 281.437° 43.000 145.000 .000 988
Var44 Pillai's Trace 987 1.127 172.000 592.000 .156 247
(Leadership styles) ~ Wilks' Lambda 319 1.120 172.000 580.977 .170 248
Hotelling's Trace 1.333 1.112 172.000 574.000 .186 250
Roy's Largest Root ~ .450 1.548¢ 43.000 148.000 .029 310
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Squared (0.039) indicates a low connectivity
impact of about 4% of the multivariation
variance of dependent variables with the
group factor, i.e. LS. The results indicate that
organizational competitiveness is not
different despite having different leadership
styles. Regardless, the groups of respondents
practice different leadership styles yet have
not demonstrate different organizational
competitiveness.

Factor Analysis and correlation between
factors

We employed exploratory data analysis to
identify and summarize the specificities in
NM. More specifically, the application of
factor analysis reduced the spaces explored
and the main components were extracted,
and Oblique solutions defined the common
factors in the three variables; OL, SL, and
OC. The application of the Pearson
correlation coefficient established the
correlation between the extracted factors.

According to the statistical results of the
analysis, for each of the variables (and their
categories respectfully) there are higher
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respective indicators whose coefficient
values are higher than 0.3. All of the values
of the Kaiser-Meyer-Oklen indicator are
above the recommended value of 0.6
excluding for Directing=0.585,
Facilitating=0.463 and Delegating=0.460.
However, the Bartlett test has reached
statistical importance, indicating the
factorability of the correlation matrix.

Analyzing the size of communalities that
define the common component, the highest
saturations have recorded the variables
indicated with the sign (*) in Table 4, Table
5 and Table 6 reflecting the factors in OL,
LS, and OC accordingly.

Factors are extracted by Oblique rotation
and according to the Kazer-Gutman criterion
for retaining significant main components
with characteristic roots above one, the
following components (factors) are designed
to participate in the explanation with
appropriate percentages i.e. factor loadings.
Below are the given indicators that have
better/clear/higher  saturation in the
respective factors and as such participate in
the nomenclature and identification of the
factors. The relationship between the factors

number of relationships between the is depicted as well.
Table 3. Differences between LS in OC
Multivariate Tests
Effect Tests Value F Hypothesis df Errordf  Sig.  Partial Eta Squared
Tntercept Pillai's Trace 965 552.809° 9.000 179.000 000 965
Wilks' Lambda 035 552.809 9.000 179.000 .000 965
Hotelling's Trace ~ 27.795  552.809° 9.000 179.000 000 965
Roy's Largest Root  27.795  552.809° 9.000 179.000 000 965
Varl0 Pillai's Trace 153 805 36.000 728000 .786 038
(Leadership styles) ~ Wilks' Lambda 854 .802 36000 672533 .791 039
Hotelling's Trace 162 .798 36.000  710.000 .796 039
Roy's Largest Root .085 1.715¢ 9.000 182.000 .088 .078
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Table 4. Factors in OL (1/2)
Organizational Learning Factors extracted by Sggtments
Variable Number - Associated statement Oblique rotation and correlation
*Communalities highest saturations Factors % loadings ..
coefficient

20rganizational learning discipline-Personal mastery

1-I have personal vision and I can share that freely within my
organization

4-* h=0.758-My organization is safe surrounding to find new ways of
learning or conducting new practices

5-Personal development is supported in my organization and the
experiences of it are shared

6-Continuous learning inside and outside the organization are beneficial
to my personal responsibility

Five variables with very
high and high saturations
participate in the
definition of the first
factor (F1).

F1-With new practices
and ways of learning to

Between the
two factors

7-1 have the opportunity to continually develop my capacities and continuous development.  there is
potentials 47.62% moderate
8-Personal development results in increase of my emotional tension Three high-saturation positive
tolerance variables participate in the ~relationship.
9-The discovery of personal beliefs (from which I feel comes my definition of the second 0.344
ineptitude) is providing the opportunity for personal and professional factor (F2).
change
F2-Personal and
2-Through my creative tension and excitement, I pull the vision to professional change in the
reality direction of increased
tolerance. 15.53%
Organizational learning discipline-Team learning
1-Group (and team) work in our organization is considered valuable Four variables with very At the same
. - - high and high saturations . .
2-During meetings we try to understand each member perspective articipate in the time, it can
7-During meetings we are prepared to reanalyze our decision when parueip . be noted
. . . . definition of the first .
provided with new information factor (F1) that certain
’ indicators
8-At the end of each meeting a feedback is provided on the learned F1-Team decisions with Parﬁmpate
lessons feedback for the lessons i the |
definition of
learned. 48.54% both
3-While working in a group, ideas emerge that no one individually have = Two high-saturation factors

thought of.

5-*h=0.726-We share our success with others

variables and one variable
with certain lower
saturations in the first
indicator participate in the

Between the
two factors

. there is a
definition of the second
) ) moderate
6-We share our failures with others factor. positive
. relationship.
F2-Sharing successes and 0.445 P
failures. 12.84% )
Organizational learning discipline-Mental Models
4-When we oppose others perspectives, we use rational dialogue Five variables with very At the same
5-When making decisions we talk openly and ask challenging questions hlgh, a.nd hlgh saturations  time, it can
- When di - i 3 T what is boi - participate in the be noted
6-When discussing we really try to understand what is being sai definition of the first that certain
instead of jumping to conclusions on what others are trying to say factor indicators
7-We are prepared to reinvestigate decisions when new information participate
emerges F1-Consensual decisions in the
8-While discussing we try to understand others perspectives and conclusion. 48.02% definition of
2-*h=0.776-1t is important to have an open mind both
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Table 4. Factors in OL (2/2)
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3-Diversity is important

Two variables with many
high saturations
participate in the
definition of the second
factor (F2), with the
contribution of indicators
with medium saturations.

F2 -The importance and
meaning of diversity/
diversity and mind.
13.36%

1-Employees are able to overcome standard models of thinking and
look at things in new and different ways

Less saturation in F2

9-Yesterday solutions oftentimes do not solve todays problems

Less saturation in F2

factors.

Between the
two factors
there is a
moderate
positive
relationship.
0.419

Organizational learning discipline-Shared Vision

1-We have realistic and predictable organizational vision

2-We have strategy which well positioned towards the future

3-Organizational structure is coherent with our organizational aims

4-*h=0.679-Employees identify and recognize the organizational
values, vision and mission as their own

5-Employees recognize inspiration within the vision of the organization

6-Employees show dedication to the vision and strategy of the
organization

7-Employees believe that their work contributes to achieving the
organizational vision

8-Current manager activities support the strategy and lead to vision
achievement

F1-Shared and achieved
vision. 62.90%

Organizational learning discipline-Systems thinking

1-Employees understand how and in what ways they contribute to the
operations in their organization

2-Employees are encouraged to provide constructive feedback or
criticism for the operations

3-Employees or teams are self-initiating in providing feedback or
participating in strategic or operational decision making

4-Employees know and understand how their work contributes to team
or operational goals achievement

5-Employees refer to past job feedback and modify their behavior or
increase their knowledge for the job and understanding of the tasks

6-Teams have understanding and knowledge on how their work
contributes to the achievement of strategic goals

7-The management has a system in place to collect and process
feedback

8-The management disseminates and refreshes the vision and strategic
goals with the teams and employees

9-*h=0.667-The management monitors the organizational behavior and
modifies and changes operations or goals based on feedback received

F1-Teamwork and
responsible attitude of
employees and
management, the basis for
creating positive feedback
effects. 59.34%
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Table 5. Factors in LS (1/4)

Leadership Styles Factors extracted by Comments

Variable Number - Associated statement Oblique rotation and and .

*Communalities highest saturations Factors % loadings correla.tl on

coefficient

Leadership style-DIRECTING

4-1 provide staff with clear responsibilities and allow them to decide The definition of the first

how to accomplish them. factor (F1) involves

6-1 recognize staff’s achievements with encouragement and support. se.veral variables, t.)etter or

8-1 discuss the organization’s strategic mission with staff. :‘;ﬁ;gﬁ;?i;?ﬁg il‘lh%lé?{ At the same
8™ and 14" indicator. time, it can

be noted

14-1 explain the benefits of achieving their work goals to staff. Fl-Responsibilities, that certain
needs, decisions and goals indicators
of the subordinates. saturated in
37.65% the

17-*h=0.714-I have staff report back to me after completing each step Several indicators are also  definition of

of their work. involved in defining the all three

19-1 provide staff with the time and resources to pursue their own second factor (F2), of factors.

developmental objectives.

which with higher
saturations the 17", 19%,
and 24" indicator.

Between the
tree factors

. . . there is a
24-1 ensure that information systems are timely and accurate and that F2-Awareness. respect weak
information is fed directly to staff. > resp ..
and overcome problems positive and
and misunderstandings. moderate
9.38% positive
1-I check staff’s work on a regular basis to assess their progress and In defining the third factor relationship.
learning. (F3), there are several F1 & F2
13-I set down performance standards for each aspect of my staff’s job. indicators, of which 0.296
higher saturations F2 & F3
separate the 1%, 13" and 0.204
23 indicator. F1 & F3
23-1 ensure that information systems are timely and accurate, and that 0.319
information is fed directly to staff. F3-Verification and
creation of working
standards and information
topics. 7.57%
Leadership style-COACHING
1-I check staft’s work on a regular basis to assess their progress and Several variables At the same
learning. participate in the time, it can
5-1 make sure staff are aware of, and understand, all organization definition of the first be noted
policies and procedures. factor (F1), of which the that certain
6-1 recognize staff’s achievements with encouragement and support. 1%, 5", 6% and 11" indicators
indicatorsare better or saturated in
higher saturations. the
11-I avoid making judgements or premature evaluation of ideas or definition of
suggestions. F1-Check, security and all three
support for the arranged. factors.
34.99%
7-I_discus_s any organizational or policy changes with staff prior to Several indicators are also  Among the
taking action. involved in defining the three
8-1 discuss the organization’s strategic mission with staff. second factor (F2), factors,
including higher there is a

9-1 demonstrate each task involved in doing the job.
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saturations of the 7%, 8t
9" and 10,

weak
positive and
weak

10 *h=0.807-I meet with staff regularly to discuss their needs. F2-Cooperation on the negative
needs of the arranged and  and
contracted work tasks and  moderate
organizational strategies.  negative
9.12% relationship

15-1 rotate the role of team briefer among the staff. In defining the third factor

17-1 have staff report back to me after completing each step of their (F3), there are several F1 & F2 -

work. indicators, of which 0.380
higher saturations F2 & F3-
separate the 15, 17" and  0.209
21™ indicator. F1 &F3

0.112
. . . . F3-Awareness and

21-1 try to assign work in small, easily controlled units. notification of the
activities taken and
control in the transferred
work competences.

9.04%

Leadership style-FACILITATING

6-*h=0.852-I recognize staff’s achievements with encouragement and Several variables At the same

support. participate in the time, it can

7-1 discuss any organizational or policy changes with staff prior to definition of the first be noted

taking action. factor (F1), of which the  that certain
6™, 7% and 21% indicator indicators
are better or higher. saturated in

the

21-1 try to assign work in small, easily controlled units. F1-Recognition in definition of
achievements, support for  several
rule-making and control factors.

in work activists. 32.53%

2-1 hold periodic meetings to show support for organization policy and
mission.

10-I meet with staff regularly to discuss their needs.

20-I expect staff to create their own goals and objectives and submit
them to me in finished form.

Several indicators are also
involved in defining the
second factor (F2), of
which with higher
saturations the 2™, 10®
and 20" indicators.

F2-Transparency towards
organizational policy and
organizational strategy
and mission and creation
of goals and tasks with
the supported. 11.91%

12-1 ask staff to think ahead and develop long-term plans for their areas.

14-1 explain the benefits of achieving their work goals to staff.

16-1 emphasize the importance of quality but I allow my staff to
establish the control standards.

In defining the third factor
(F3), there are several
indicators, of which
higher saturations

separate the 12", 14" and
16™ indicators.

F3-Development of long-
term plans, fulfillment of

Between the
five factors
there is a
weak
positive and
week
negative
relationship.

F1 & F2
0.161

F1 & F3
0.119

F1 & F4-
0.076

F1 & F5
0.217

F2 & F4
0.157

F2 & F4 -
0.256

F2 & F5




14-1 explain the benefits of achieving their work goals to staff.

17-1 have staff report back to me after completing each step of their
work.

18-I hold regular meetings to discuss work status.

second factor (F2), of
which with higher
saturations the 13, 14%,
17" and 18™ indicator.

F2-Awareness, teamwork
and creation of standards
and work goals with the
subordinates. 11.50%

8-I discuss the organization’s strategic mission with staff.

22-1 focus on opportunities and not problems.

23-1 ensure that information systems are timely and accurate, and that
information is fed directly to staff.

The definition of the third
factor (F3) with the
highest saturations are the
8t 22nd and 2314
indicator.

F3-Awareness, focus and
co-operation with the
subordinates. 8.40%
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work goals and 0.197
importance of quality. F3 & F4 -
9.52% 0.157
4-1 provide staff with clear responsibilities and allow them to decide In defining the fourth F37FS
how to accomplish them. factor (F4), there are 0.215
5-I make sure staff are aware of, and understand, all organization several indicators, of F4 & FS -
policies and procedures. which higher saturations 0.145
11-T avoid making judgements or premature evaluation of ideas or separate the 19", 11, 4%
suggestions. and 5" indicators.
19-1 provide staff with the time and resources to pursue their own F4—Resp.0n51b11.1ty and
L caution in making
developmental objectives. decisions and
conclusions. 7.64%
22-1 focus on opportunities and not problems. In defining the fifth factor
23-1I ensure that information systems are timely and accurate, and that (F5) W.ith the highest
information is fed directly to staff. saturations, the 22", 23
and 24" indicators.
24-1 avoid evaluating problems and concerns as they are discussed. F5-Awareness, focus and
avoidance of problems.
6.80%
Leadership style-DELEGATING
4-1 provide staff with clear responsibilities and allow them to decide The definition of the first
how to accomplish them. factor (F1) involves
5-1 make sure staff are aware of, and understand, all organization several variables, better or
policies and procedures. with cleaner and higher At the same
6-1 recognize staff’s achievements with encouragement and support. saturation of the 4, 5™, time, it can
6" and 12% indicator. be noted
FLS that certain
12-1 ask staff to think ahead and develop long-term plans for their areas. respounpsri)l())irlti,ty, trust and g:siic:it;;tse
creativity in planning in in the
the orderly. 41.53% definition of
13-*h=0.812-I set down performance standards for each aspect of my Several indicators are also  the 2 or the
staff’s job. involved in defining the 3 factors.

Between the
tree factors
there is a
weak
positive and
moderate
positive
relationship.

F1 & F2
0.312
F1 & F3
0.209
F2 & F3
0.186
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Leadership style-MIXED LEADERSHIP STYLE

1-I check staff’s work on a regular basis to assess their progress and
learning.

2-I hold periodic meetings to show support for organization policy and
mission.

7-1 discuss any organizational or policy changes with staff prior to
taking action.

9-1 demonstrate each task involved in doing the job.

14-1 explain the benefits of achieving their work goals to staff.

The definition of the first
factor (F1) involves
several variables, better or
with cleaner and higher
saturation of the 9™, 14,
2 1stand 7" indicator.

F1-Explanation,
demonstration and
verification of work goals
and tasks, in support of
organisational policies.

At the same
time, it can
be noted
that certain
indicators
participate
in the
definition of
both factors

58.77%

(including

Several indicators are also

15-I rotate the role of team briefer among the staff.

N2_T angura that infarmatio
«5-1 CIiSuiC uldt imorimaus

n sys
information is fed directly to staff.

the 8).

involved in defining the
second factor (F2), of

Between the

4-Significantly leads the competition in the industry

1% and 4™ indicator.

F2-Quick and effective
adjustment of changes.
13.42%

3-Develops new product quicker and more effective

Less saturation to F2

9-Has firmer corporative values and culture

Less saturation to F1

5-Is more successful in HR management practices

Less saturation to F1

which with hlgher two factors
saturations the 23, 24 there is a
and 15" indicator. strong
. . . positive
24-1 avoid evaluating problems and concerns as they are discussed. F2-Awareness and relationship.
support of information 0.585
systems and avoid
problems. 6.33%
8-*h=0.824-I discuss the organization’s strategic mission with staff.
Table 6. Factors in OC
Organizational Competitiveness Factors extracted by s;f:inments
Variable Number - Associated statement Oblique rotation and correlation
*Communalities highest saturations Factors % loadings .
coefficient
Organizational competitiveness
6-Provides better opportunity for training and development Several variables
7-Is more effective in technology and information systems g:;‘:;cilt?g;ec;fntglee first
factor (F1), i.e. from the
5% to 9t indicators, of At the same
which better or with time. it can
cleaner and higher b ’ d
8-Has stronger financial position saturations the 61, 7, and D¢ noted
8 indicator that certain
. indicators
Fl-Efficiency in the ﬁfiﬁg'pate
foreground. 51.77% .
- - - - — definition of
1-Responds quicker and more effective on client or supplier changes of  Several indicators are also both
needs involved in defining the factors
2-*h=0.753-Responds quicker and more effective on competitor second factor (F2), i.e. ’
B th
strategy changes from the 1% to 4 ' _ There is a
indicators, of which with strong
higher saturations the 2", positive

relationship
between the
two factors.
0.537
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5. DISCUSSION

In order to confirm our original
assumption on the nature of different LS in
NM, we ran a MANOVA which showed
evidence on the existence of different styles
in leadership. Subsequently, the results
pointed out to the fact that there are no
significant differences between LS in OL nor
in OC. This suggested that we dig more into
the nature of the factors for each variable.
Upon identifying the factors, the following
insights are reached. For the personal
mastery, which is a discipline within OL,
findings suggest that are two factors. The
first factor highlights the importance of
commitment to new practices and ways of
learning leading to continuous development.
The second factor emphasizes that when
employees undergo personal or professional
change, they tend to become more tolerant.
The positive relationship between these two
factors means that if companies invest in
continuous development of their employees,
this is expected to bring about a positive
change and increase in tolerance levels of
their human capital. This can benefit the
companies by providing more flexibility and
adaptability to cope with ad hoc challenges
which may arise.

With regards to team learning, there are
two factors. The first factor highlights taking
decisions considering the feedback and
learning lessons from the past experiences.
The second factor is about communicating
within the team the lessons from the failures
as well as achievements. The positive
relationship between these two factors
accentuates the importance of effective
communication skills among all employees.

Mental models possess two factors. The
first one is about reaching common
understanding and decisions based on
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participative techniques. The second factor is
about appreciating the contribution from
various mindsets and mental models. Thus,
paying attention to diversity seems to be a
critical constituent of successful companies.
These two factors have a positive
relationship which suggests that companies
should be valuing diversity and uniformity at
the same time. In other words, employees
should be given the freedom to express
different ideas which will create a work
environment where acceptance of various
opinions are welcome. This understanding
can foster consensual decisions which can
harmonize multiple aspects into optimized
decision-making processes.

Regarding shared vision, our findings
point to a single factor which connects the
need to share the vision of the company with
all the employees across various hierarchies,
business functions, and organizational
structures. If the vision is shared, then we
expect the accomplishment of the
organizational goals to be more effective.
This will ultimately lead to the achievement
of the company mission and vision in a
smoother manner. Another dimension of the
OL discipline is systems thinking. Here, the
findings highlight the importance of
teamwork and responsible attitudes of both
employees and managers in leading to
positive and beneficial effects.

A major construct in this study was OC.
OC was found to have two factors, which are
strongly and positively related with each
other. The first factor indicates the
importance of ensuring efficiency in the
workplace. This emerges as a significant
element of achieving a competitive company
environment. The second factor emphasizes
the need for agility and goal orientation.
These will enable the company to be quick in
response when change 1is inevitable.
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Considering the relationships between these
factors, we can say that companies can
survive if they engage and accomplish quick,
effective, and efficient activities.

In LS, we have directing, coaching,
facilitating, delegating, and mixed leadership
styles. The mixed style was not evident in the
literature to the best of our knowledge. Our
specific study contributes to the existing
literature on this aspect as well. The mixed
style means the leaders have more than one
dominant style of leading their team.
Attributes of directing style leaders possess
three factors. The first factor points to the
importance of the leader’s role to
continuously know the employees’
responsibilities, needs, decisions, and goals.
The second factor highlights the need of the
leader to show respect and necessary
attitudes to overcome any issues and
difficulties. The third factor points to the
importance of having informational and
working standards. These will improve the
communication flow during the work
execution and avoid any inefficiencies. Our
findings show that coaching style leaders
have three major factors associated with
them. Firstly, they help their employees by
checking and supporting them. By doing so,
they equip their followers with the necessary
information. Secondly, they integrate the
different work tasks and provide cooperation
among team members. These help
employees be more aligned with
organizational strategies. Thirdly, coaching
style leaders provide awareness among their
teams by assigning work more reasonably.
They also give necessary feedback regarding
the progress of the tasks. Facilitating style
leaders have the most comprehensive
factors. The first factor is that managers
recognize the need to appreciate
achievements of the subordinates and it
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involves employees in rulemaking. The
second factor emphasizes the leader’s role in
providing transparency in the work
environment. The third factor states the
importance of quality within short term and
long-term goals. The fourth factor suggests
that leaders ought to be careful in drawing
conclusions and making decisions. The fifth
factor points to the need for reaching
effective and efficient problem resolutions.
Delegating leaders have three major factors.
The first factor suggests that leaders should
not just delegate tasks and wait for the
employees to fulfill them, but instead they
should also provide the necessary support. In
addition, they should exhibit genuine trust
which will help employees overcome
obstacles. Leaders should allow their
followers to decide on how to complete the
given tasks. So, in this way leaders enable
their followers to make their own planning.
The second factor highlights the leader’s role
in enhancing the employees’ awareness in
achieving the necessary tasks, goals,
reporting requirements, and standards. This
refers to both individual and team tasks. The
third factor is mostly concerned with the
communication and cooperation skills of the
leader. The delegating leaders seem to
emphasize the opportunities and solutions
rather than the problems. The mixed style of
leadership has two factors. The first is about
integrating the goals and tasks with the
organizational systems and policies. The
second factor is mostly about ensuring
effective communication and information
sharing in order to avoid problems. The
strong relationship between these two factors
suggests that leaders with mixed styles
should be able to harmonize the goals and
tasks with systems and policies and ensure
effective communication.
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6. CONCLUSION

As stated earlier, the existing literature is
limited in exploring OL, LS, and OC in an
integrative manner in NM. Therefore,
improved and enriched insight and attention
in such contexts are required and this
research aims to contribute to a better
understanding of the complexity of
achieving OC for both theory and practical
application. The management of the
companies may apply the gained knowledge
and adjust their contemporary management
practices considering different LS and OL.
Also, we assert that our approach is
consistent with Mary Crossan stating in an
interview that “Organizational learning is a
physiology and learning organization is all
about how to train an athlete” and she
emphasizes that learning organizations are
determined by the strength of individual
character of the leader and the organizational
process concerning OL (Mishra & Reddy,
2021).

As for managerial implications, our
findings suggest several benefits from this
research. First, professional managers may
utilize the survey for their company to find
what specific disciplines of learning and
styles of leadership are existing in their
company. Based on these, professionals may
encounter a more thorough understanding of
the relationships between the factors which
affect the management of the employees.
Second, based on the findings company
professionals may design more suitable
projects for various improvements in the
company. They can also design more
effective training and development programs
for the employees which will be more
successful in facilitating better
communication and synergy. Third, in
today’s highly competitive business
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environment in the context of Industry 4.0
that requires big data and advanced
information systems and technologies,
cyber-physical systems require ready
employees and management to be more
skillful and capable. Analyzing the
employees will allow managers to better
focus the human capital with the
requirements of such ongoing projects.
Fourth, for Macedonian companies
delegating style leadership emerges as an
important phenomenon due to three
identified factors. Here, the delegating
managers seem to provide more of a free
environment in the workplace where
employees feel the mutual trust and open
communication channels in which they can
express their ideas and opinions. Fifth,
facilitating leaders also seem to possess
complex skills. They should be paying
attention to the recognition of the successes
of the subordinates to create a more
supporting work environment where
employees will be more involved. They
should also emphasize effective, efficient,
and high-quality outputs in a transparent
workplace. Sixth, directing style leaders
should ensure that proper standards are set
and are correctly internalized among the
employees in respectful work environment.
Seventh, coaching style leaders should be
supportive to their respective subordinates in
terms of providing cooperation, integration,
feedback, alignment, and relevant
information. This way, subordinates can be
more harmonized between the operational
tasks and strategic goals. Lastly, mixed style
leadership is one of the significant
contributions of this particular research as it
was not covered in the previous literature.
Through a mixed style, NM seems to host a
unique style of leadership which
incorporates various aspects of different LS.
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Further studies can look into this and try to
understand how this affects OC.

As for the limitations of this research, we
can say that even though the sample size was
quite considerable, the study was conducted
only in the Macedonian business setting. If
further studies are repeated with more
territories, clearer and more insightful
findings can be reached. Another limitation
is that our respondents were reached by
convenience sampling. This provided very
rich findings and described the specific
characteristics of the Macedonian managers
and employees. However, this is also a
shortcoming in the sense that if several
industries were targeted in terms of
quota/strata sampling, it might have
provided us with more industry-specific
findings in  Macedonia.  Therefore,
considering the above, for future research,
we can suggest that even more insightful
findings of the predefined factors can be
reached if causality is studied through
correlation and regression analyses.
Especially a correlation between the factors
of OC with those of OL and SL might give us
very valuable and relevant insight into
Macedonian business environment.
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cneunduyuHe ¢GaxkTope KOju YHMHE OBE KOHCTpyKuuje. McTpaxkuBame je CHpPOBEACHO Y HEKOIUKO
WHIyCTPHja, OPraHU3aMOHHUX X1jEePapXUjCKIX HUBOA U Pa3IMYUTUX PAJHUX UCKyCcTaBa. AHKeTa Ipe
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yueme, 0K je KOHaYHU YIIUTHUK aJMHUHUCTpHpaH Ha Behoj ckamu (n=273), o6a kopucrtehin moromHo
y30pKOBame. Pe3ynTatu nokasyjy a Hema CTaTUCTUYKH 3Ha4ajHUX pasznuka uaMely LS y OC, nutu
y OL, 10K cy cTaTUCTHYKM 3Ha4ajHe pasnuke nocrojaie y SL. Oa cryauja je Takole nctpaxuana
noctojehe Bumectpyke akrope y LS, OL nu OC. OBu Hanazu 0anajy cBetrio Ha moryha Oymyha
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