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The study aimed to identify the role of transformational leadership in its

dimensions, in achieving organizational excellence in the Faculty of Keyword:
Economics, Commercial Sciences and Management Sciences, University § iansformational
of Medea, where the descriptive analytical approach was used, and the leadership
study population was chosen., and the questionnaire was relied on as a § organizational

excellence
individual legality

tool for data collection, and the study concluded that there is an
acceptable level for the availability of transformational leadership
dimensions in the college at the significance level of 0.05, in addition to
an acceptable level for the availability of organizational excellence in the
college at the significance level of 0.05.
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1. Introduction

With the intensification of competition in the competitive business environment, the need for
organizations to achieve organizational excellence has become an wurgent and important
requirement to enter global competition, by defining their activities, developing their programs
and efforts, investing the capabilities of their members, exploiting critical opportunities, and
ensuring good performance, in order to come up with solutions for continuous
improvement .And to move towards excellence, and to achieve all this, it has become
imperative for organizations to search for a conscious management, characterized by the ability
to adapt to the nature of the times and its changes, with the need to abandon traditional
leadership, and strive to find a new leadership style capable of anticipating future prospects,
and transforming this vision into a tangible reality that pays Towards excellence and
competition, this style is the transformational leadership style.
The transformational leadership style shifts the interest of individuals from simply responding
to personal interests, to excite them and push them to exert maximum effort to achieve the
goals of the organization, motivate them to come up with new and creative ideas, raise levels of
motivation and ethics and improve their performance.

Based on the foregoing, this study came in order to try to delve deeper into the study of
organizational excellence, and to identify the role of transformational leadership in achieving
it. Accordingly, the following problem can be posed:
To what extent does transformational leadership contribute to achieving organizational
excellence at the Faculty of Economics, Commercial Sciences and Management Sciences
at the University of Medea?
This study aims to clarify the role of transformational leadership in achieving organizational
excellence in the Faculty of Economics, Commercial Sciences and Management Sciences at
the University of Medea, through:

Highlight the contribution of transformational leadership as a modern management concept for
organizations to achieve their organizational excellence.

Clarify whether there is a relationship between the dimensions of transformational leadership
(ideal influence, intellectual arousal, individual consideration, inspirational motivation and
empowerment), and organizational excellence.

Presenting some suggestions and recommendations in light of the results of the study to help
organizations adopt the transformational leadership style that encourages and supports
organizational excellence.

has The analytical descriptive approach was relied upon in order to analyze the theoretical
background of the study variables represented in transformational leadership and
organizational excellence, because this approach is based on the description and analysis of a
particular phenomenon, and all this is based on a set of references and studies related to the
subject, including specialized books, magazines, research and studies.
As for the practical side, it was relied on a case study method, which was conducted at the
Faculty of Economics, Commercial Sciences and Management Sciences at the University of
Medea .NST for the professor and administrative staff of the college, which is analyzed using
Statistical Package for Social Sciences , better known as spss.

2. General concepts about Transformational leadership in organizations:

In order for the organization to be steadfast and keep pace with the rapid changes it faces, it
must search for good leadership, enabling it to stand and be steadfast in the face of renewed
challenges. And The accelerating, which obstructs its way to success and achieving goals, as
the issue of leadership is one of the important and very old topics as old as humanity,We will
try to get to know more about this term through the following:

junall dao
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2.1 Definition of Transformational Leadership:

Enter here the text of first subtitle, Enter here the text of first subtitle, Enter here the text of
first subtitle, Enter here the text of first subtitle, Enter here the text of first subtitle, Enter here
the text of first subtitle, Enter here the text of first subtitle.

Before addressing the concept of transformational leadership, we must first review the concept
of leadership, which is pointed she has:

Muhammad Ali Mansour, through his book: “Principles of Management”, states that
leadership is "the art of influencing subordinates to accomplish the tasks assigned to them with
enthusiasm and sincerity.” (27 4>82 «2019/2018 ¢ ~kua)

- As Leonardo White defines it as:Directing, controlling and arousing the behavior and
tendencies of individuals, by instilling the spirit of creativity and joint work, and instilling
enthusiasm and activity in them to achieve collective goals. (74 4aia 2017 <l _x)

Muhammad Qassim al-Qaryouti went on defining leadership by saying that it is: “The ability
of a person to influence others, making them accept his leadership voluntarily and without
legal obligation, due to their automatic recognition of the leader’s value in achieving their
goals, and being an expression of their hopes and ambitions, which allows him to be able to
lead their collective in the form who wants it." (27 4x82 <2019/2018 ¢ ~lua)

From the previous definitions, the procedural definition of leadership can be reached:
“Leadership is the ability to influence others to direct their efforts in order to achieve desired
goals, whether it is related to the organization, the leader himself, or the subordinates.”

As for Transformational Leadership It is considered One of the approaches that have recently
emerged, and its first appearance was in 1978 by “Burns”, where it is based on bringing about
radical changes in the organization, by raising the levels of motivation and morality of the
followers, Persuading them to change their culture and beliefs, in line with the vision and
mission, and to achieve the organization's goals.

Transformational leadership is a continuous process through which the leader changes the
current values and motives of subordinates and transforms them for the general good of the
organization, by formulating a future vision that supports the organization's future position.
(16 daia 2010 )

Leadership that focuses on long-term goals with an emphasis on building a clear vision,
motivating and encouraging employees to implement that vision, and working at the same time
to change and modify existing systems to suit this vision. (95 4s4a 2013 ¢ _3)

- and seen (conger) for transformational leadership as: that leadership that goes beyond
incentives in exchange for desired performance, to develop and encourage subordinates
intellectually and creatively and transform their self-interests to be an essential part of the
organization's higher mission. (25 4aiwa 2012 ¢ &)

Through all of the above definitions, a procedural definition of transformational leadership can
be set: “Transformational leadership is that leadership that enjoys a high level of moral
behavior and noble wvalues, as it depends on a combination of personal attractiveness
(charisma), and the ability to inspire, motivate and motivate others. And enabling them to
achieve performance rates that exceed normal rates.

2.2 Dimensions of transformational leadership:

Transformational leadership, like other leadership styles, depends on Dimensions through
which its features and characteristics can be determined, They mainly consist of:

2-2-1- charisma or ideal effect (Charisma or Indedized Influence): It is defined as:
“showing feelings of respect for others, building mutual trust and confidence in the
organization’s mission, where a transformational leader can make workers affected by his
practice, when he Poetry Those who work with him are able to achieve the goals and mission
of the organization. (2010 ¢« skal, p. 37)
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That is, this dimension appears through respecting others and building their confidence and
trust in the organization as a whole. Transformational leaders are more able to develop
subordinates, gather their forces, and influence them, especially when subordinates see that
their leaders achieve the desired results, so they become more enthusiastic to work with them
and consider them ideals in values, trends and behaviors. (222 4sia 2015 <2l )

2-2-2- motivation or inspiration(Inspiration and Motivation ): It is defined as: “The
leader’s ability to communicate his high expectations to others, and to use the verbal method,
symbols, slogans and body language, to focus efforts, and express important goals in simple
ways, that is, accomplish many things by increasing the effort.” (224 4s&a 2015 <3l al))

Motivational methods include continuous communication and communication, tolerance in
cases of failure or failure, and this is a way to learn and listen to employees, pay attention to
their desires and encourage them to innovate, create, diversify and continuously develop, and
recognize and praise their outstanding achievements. (30 4xéa 2012 ¢« 3al))

2.2.3 Intellectual arousal or creative encouragement(intellectual stimulation): This
dimension refers to the transformational leader’s innovation of new ideas that provoke
followers to know problems and encourage them to provide potential solutions to them in
creative ways, and support new and creative models for work performance. Quality and
implemented with full commitment by affiliates. (17 4aixa <2010 «3))

Hence, intellectual arousal is a tool for creativity that is frequently used in organizations to find
solutions to problems, develop a new product, internal reorganization, or form a brand. It is
considered a way to find new ideas, especially in an environment characterized by freedom and
the absence of a ceiling for proposed solutions. (75 4a&a 2019/2018 ¢ alus)

2.2.4 Individual corporate(Individulized Comsidération): Individual consideration, or
concern for individuals, is the set of behaviors through which the leader can give personal
attention to each subordinate, by identifying the level of needs and desires of each subordinate,
and taking into account the individual differences between subordinates when satisfying these
needs. (18 4séa 2010 «d i)

| have confirmed (Bass &Steidlmeir 1999) That attention to individuals is a service, sacrifice,
and altruism of the transformational leadership so that it is not merely a supervisory authority
over these individuals, and that this leadership works to excite them and communicate with
them on a permanent basis, and it is responsible for providing training and continuing
education for them and giving them various opportunities. Develop their subordinates with
their attitudes to be transformative as well, emphasizing also the common goals that can be
achieved. (18 4aia 2010 «d )

Individual legitimacy is demonstrated through the style of a leader who listens gently and pays
special attention to the needs of subordinates, as well as their accomplishments through the
adoption of strategies of appreciation and praise. (96 4s4a 2013 ¢ _3)

2.2.5 Empowerment(Empowerment):It can be defined as: “An organizational process, based
on spreading the idea of management democracy by giving individuals more power and
freedom in performing work, by increasing the scope of delegation of authority” and increasing
participation in decision-making and providing an organizational environment that helps in
developing personality and reviving the spirit of imitation and simulation. And the
development of creative behavior among employees. (106 4sia 2017 <2 =) Empowerment is
one of the core dimensions of transformational leadership he added (Avolio 1999) The main

assumption in the idea of empowerment is that the decision-making authority is supposed to be
delegated to employees in the front lines so that they can be empowered to respond directly to
customer requests, problems and needs, and it becomes clear that the idea of empowerment
requires abandoning the traditional model that focuses on heading to a leadership that believes
in participation.and consultation. (41 4séa 2010 ¢« shll)
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3. General concepts about organizational excellence: Organizational excellence has become
of interest to many researchers and writers, because it is considered as a comprehensive
approach that brings together the elements and components of building organizations on the
basis of The Excellence, which achieves have abilities High In facing the obstacles and
external variables surrounding it, and ensuring it achieve interdependence and complete
competition between its components and its own components, and the optimal investment of its
pivotal capabilities and thus excel in the marketswWhat do we mean by organizational
excellence?And what are its requirements?

3.1 Define organizational excellence: There are many definitions provided for organizational
excellence. Among the most important of these definitions, we find:

It is: a state of creativity and organizational excellence, which achieves extraordinary levels of
performance and implementation of production, marketing, financial and other processes in the
organization, resulting in achievements that surpass those achieved by competitors and satisfy
customers and all stakeholders in the organization. (25 4sia 2014 «2Y3el)

(Ghazi): Organizational excellence is represented in the organization's ability to make a
developmental point and a leap in organizational performance that helps leaders to gain
ambitions to achieve efficiency and excellence in performance to reach the required level,
which leads to raising the spirit of competition between various fields and work activities
within the organization. (58 4aia 2020 «zS))

The National Training Institute defines organizational excellence as: “The method of work
adopted by the organization to balance its results between the satisfaction of stakeholders and
increase the possibility of long-term success of the work, so that it is better than competitors in
one or more of the strategic performance criteria linked, for example, to innovation,Quality,
cost, reliability, flexibility and more. (13 4aéa <2017 <L)

Based on the foregoing, a procedural definition of organizational excellence can be presented:
“Organizational excellence is an administrative and functional distinction in the organization,
achieved through continuous growth and development in all organizational aspects, and
coordinating efforts, activities and actions for that,This contributes to the organization
achieving its goals.

3.2  Organizational Excellence Requirements: Achieving organizational excellence requires
several things that require availability in organizations, the most important of which are:
(27-26 <laiall 2002 ¢ caludl)

- An integrated strategic building that expresses the main directions of the organization and its
future outlook and includes the following elements: (the organization’s mission, future vision,
strategic goals, and the mechanism for preparing strategic plans).

- An integrated system of policies that govern and organize the work of the organization, and
guide those in charge of performance responsibilities to the rules and foundations of decision-
making.

- Flexible organizational structures, proportional to performance requirements and adjustable,
and adapting to internal and external variables.

- An advanced system for total quality assurance, which defines the mechanisms of process
analysis, the foundations for determining quality specifications and conditions, their tolerance
rates, mechanisms for quality control oversight, and the entrances to correcting quality
deviations.

- An integrated information system that includes mechanisms for monitoring the required
information, identifying its sources, means of collection, rules for processing, handling,
archiving and retrieval, and mechanisms of employing them to support decision-making.

- An advanced system for managing human resources between the rules and mechanisms for
planning, attracting, forming, developing, and directing human resources.

junall dao
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- A performance management system that includes rules and mechanisms for defining the jobs
and functions required to implement the organization's operations, the foundations of planning
target performance and determining its rates and levels, and rules for directing and following
up performance and evaluating results and achievements.

- An effective leadership that lays down the foundations and standards and provides the
ingredients for the proper implementation of plans and programs, and that confirms the
organization's opportunities to achieve organizational excellence.

4 The relationship of transformational leadership to organizational excellence:

The relationship  between  transformational  leadership  through its dimensions and
organizational excellence can be demonstrated through the following: <2019/2018 ¢ ab—=)
(148-142 “aiall

Transformational leadership through the dimension of ideal influence seeks to possess the skill
of influencing subordinates and motivating them to achieve leadership and excellence in
performance, in order to achieve the desired vision and message, in a manner that serves the
strategic objectives of the organization and its policy, and raises the competencies and
capabilities of subordinates, developing a sense of human resource towards everything It is
positive, instills in them a spirit of pride and motivates them towards achieving success and
excellence, using advanced unconventional methods to move towards achieving the vision. It
depicts that the current situation is intolerable and must be changed and that his vision is a
viable and successful alternative.

- Achieving organizational excellence is linked to a strong relationship with transformational
leadership, through the motivational behavior that creates a culture of tolerance in cases of
failure or negligence, and considering this as a means of learning, listening to employees,
paying attention to their desires and encouraging them to innovate, creativity, diversity,
continuous development, recognition and praise of their achievements, in order to raise
performance levels, Allowing everyone to participate creates great flexibility in communication
between the parts of the organization and a great speed in implementing strategies, using clear
language that affects the relationship between leaders and subordinates and raises the ceiling of
ambition and expectations of subordinates to the highest levels.

- Intellectual counseling has a major role in achieving organizational excellence, through
teamwork between leaders and subordinates to produce and generate ideas and solutions to the
problem or situation at hand, by consulting subordinates to work hard to be creative in their
ideas and exploding their energies in identifying problems and difficulties, and finding
appropriate solutions to them because access to success Excellence can only be achieved by
encouraging creative energies, and the use of methods that encourage the generation of ideas,
such as proposal systems, and brainstorming sessions, contribute significantly to creating a
culture within the organization that contributes significantly to its access to organizational
excellence.

- The transformational leader pays special attention to the dimension of individuality, as he
sees that subordinates yRon in their latent powers towards high levels of achievement and in a
manner consistent with the individual legality of each of them, the role that the
transformational leader must play goes beyond being a mere supervisory authority over these
subordinates to the coach and advisor to them within the organization and takes into account
their feelings and rights, and thus he tries hard to convey to them good commitment and loyalty
To reach organizational excellence.

- Empowerment is one of the most important dimensions of transformational leadership that
increases the effectiveness of the organization. It includes granting greater powers and broader
authority to the lower administrative levels in the organization and delegating powers from
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leadership to subordinates. The goal of the empowerment process is to create a workforce that
has the ability to produce, creativity and innovation. From strict control, rigid instructions, and
gives freedom to assume responsibility for actions and actions, facilitates the flow and flow of
information, reduces reliability among team members, and increases levels of improvement of
creativity, loyalty and belonging to the organization. Achieving and achieving organizational
excellence.

5 Field study of the Faculty of Economic, Commercial and Management Sciences of
the University of Medea:
from for study problem and dimensional analysis Hypothesis testing is based on the descriptive
analytical method.and he A method that researchers rely on to obtain adequate and accurate
data,to visualize The social reality and access to accurate and detailed knowledge about the
problem, and to achieve a better and more accurate understanding of the phenomena related to
it, and because it is appropriate to describe the phenomenon under study represented in
describing the contribution and importance of the role played by transformational leadership in
achieving organizational excellence.

51 Community The study sample: Community Our study is represented in the
administrative staff and professors at the Faculty of Economics, Commercial and Management
Sciences, and a sample of 65 individuals from the study community was selected randomly,
and after distributing the questionnaires, all the questionnaires were retrieved and no
questionnaires were excluded, which are the questionnaires subject to analysis.

5.2 tools studying: It was completed Preparing a questionnaire specifically designed for the
purpose of data collection, and distributed to the study population.Done The results of this
questionnaire were analyzed using the statistical program spss, and the questionnaire was
divided into two parts as follows:

Section the first: make up from the personal and functional data of the study sample in terms
of: gender, age, educational level, years of experience.

Section The second: Discusses the role of transformational leadership in achieving
organizational excellence, and it was divided into two axes as follows:

the hub the first: Discusses the Transformational Leadership Its five dimensions (ideal
influence, inspirational stimulation, intellectual arousal, individual consideration,
empowerment).

the hub The second: Discusses the organizational excellence.

It was completed The reliance in this study on the five-point Likert scale to measure the study
variables, where the degrees of the study scale were given, which are shown in the following
table:

Table 1: Grades of the five-point Likert scale.

Strongly OK Neutral not agree St_rongly Response
Agree Disagree
5 4 3 2 1 Class

Source:Prepared by researcher.

and out From these scores and to calculate the upper and lower limits for each of the five
Likert categories, the range 5-1 = 4 was calculated, and then the range was divided by the
number of categories 4/5 = 0.8, and then we gradually added the number 0.8 in each category
starting from the first category, and it was The results are as follows:
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Table 2: Estimated Scale of Likert Five-Scale:

general direction weighted average
strongly disagree [1.00-1.80]
not agree [1.80-2.60]
Neutral [2.60-3.40]
Ok [3.40-4.20]
strongly agree [4.20-5.00]

Source: Prepared by researcher Based on previous studies

5.3 Validity of the study tool:

5.3.1 Questionnaire stability:

In order to test the reliability and reliability of the answers of the respondents to the
questionnaire questions, we have used the Cronbach’s alpha coefficient, where the value of this
coefficient ranges between one (01) and zero (0). The coefficient is towards zero the more the
validity and reliability of the questionnaire decrease.

The following table shows the results of measuring the reliability and validity of the
questionnaire:

Table 3: Measuring the stability of the questionnaire tool

Source: prepared by researcher Depending on the program spss.
Through the results of the table, it is clear to us that the statements of the first axis,
transformational leadership, enjoy high stability, as the stability coefficient reached Cronbach's

Cronbach’s
number  of . Axle

alpha Axis address

- phrases arrangement
coefficient
0,952 20 Transformational Leadership 1
0.876 10 organizational excellence 2
0,955 30 All questionnaire topics

alpha for this axis. 0.952, which is a very high value. The second axis: organizational
excellence, its stability coefficient reached 0.876, a value that indicates the strength of the
credibility of its statements.

The total value of the reliability coefficient for the questionnaire as a whole was 0.955, which
is a value that exceeds 60% and is very close to one, and this indicates that the questionnaire
has a high degree of stability and credibility, and its expressions measure what has been set for.

5.3.2 The internal consistency of the questionnaire’s axes:

We relied on Spearman's coefficient, in order to measure the degree of correlation between
each axis and the statements it contains.

- Transformational Leadership :Table (3-8) shows the internal consistency of the phrases of
the transformational leadership axis, which contains 20 phrases.

Table 4: Internal consistency of transformational leadership axis phrases

morale correlation :
. - Ferries the number
levelsig coefficient
- 1 Transformational Leadership -
0.000 0,583** Your direct supervisor has great self- |1
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confidence

Your direct supervisor has a high

0.000 0.475** level of ethical behavior

Your direct supervisor deals with
0.000 0,627** you in a good manner, which makes | 3
you take it as a role model

Your  direct  supervisor  accepts

0.000 0.712** o .
criticism and suggestions

Your direct supervisor is concerned
0.000 0,780** with motivating employees morally | 5
to achieve the goals of the college

Your direct supervisor works to raise
0.000 0.754** the spirit of challenge, competition, | 6
and search for ways to develop

Your direct supervisor instills in you
a spirit of confidence and optimism

**

0.000 0,707 to accomplish tasks and achieve !

goals

Your direct supervisor tolerates you
0.000 0,656** in cases of failure and motivates you | 8

to start over

Your line  manager  encourages
0.000 0.817** employees to come up with new |9

ideas and intellectual initiatives

Your line manager helps employees
0.000 0,827** address and solve problems in| 10
creative ways

Your line manager proposes new and

0.000 0,829** innovative ways to perform the |11
required tasks
Your line manager instills
0.000 0.794** enthusiasm, commitment and | 12

confidence in employees

Your direct supervisor cares and is
0.000 0,624** keen to meet the needs and|13
requirements of employees

Your direct supervisor is keen to

0.000 0.701** provide employees with all their | 14
information
Your line manager expresses
0.000 0.697** appreciation to employees for the | 15th
good work they do
Your direct supervisor is committed
0.000 0.697** to fairness and equity in his dealings | 16
with all employees
0.000 0.798** Your direct supervisor delegates | 17
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some of his powers to employees

Your line  manager  encourages

0.000 0,525** - 18
employees to take responsibility
Your  direct  supervisor  engages
0.000 0,503** employees in making changes aimed | 19

at development

Your  direct  supervisor  engages
0.000 0.758** employees in problem-solving and | 20
decision-making

Source: Prepared by researcher Depending on the program spss.

Through the results of the table, it is clear to us that the Spearman correlation coefficient is
confined between:

[0.829 - 0.475], which means that there is a positive direct correlation between the
transformational leadership axis and the phrases it contains, at a level of significance less than
0.01 (sig = 0.000), which is a very strong statistical sign indicating the validity and consistency
of these phrases.

Organizational Excellence: Table 4 shows the internal consistency of the terms of the
organizational excellence axis, which contains 10 phrases.
Table 5: Internal consistency of organizational excellence axis phrases

probability corre!a’_uon Ferries the number
value coefficient
- 1 organizational excellence -
Your direct supervisor motivates and
0.000 0,423** encourages employees to develop |1
and directs them towards excellence
Your direct supervisor is keen to
0.000 0.686** introduce the goals set by the college | 2
and encourage their achievement
The staff is adroit in finding the best
0.000 0,577** solutions to the problems facing the |3
college
0.000 0,603** Emplo;_/ees _have the skills to carry 4
out their duties
o The college's strategy is consistent
0.000 0.711 with the goals it seeks to achieve >
The  college's  strategy  includes
0.000 0,700** alternative plans to confront changes | 6
such as the (Corona epidemic)
Organizational processes are running
0.000 0.738** in an orderly and smooth manner, |7
away from randomness
The organizational structure provides
0.000 0.738%* opportun_itieg to enhance 3
communication for the exchange of
knowledge among employees
0.000 0.825%* College culture_ directs employee 9
behavior towards high performance
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0.000 0.677** college  through  the  prevailing | 10

Staff feel a sense of belonging to the

organizational climate

Source: Prepared by researcher Depending on the program spss.

Through the results of the table, it is clear to us that the Spearman correlation coefficient is
confined between:

[0.825 - 0.423], which means that there is a positive direct correlation between the axis of

organizational excellence and the phrases it contains, at a level of significance less than 0.01

(sig = 0.000), which is a very strong statistical indication that indicates the validity and
consistency of these phrases.

5.3.3  Structural consistency validity: It shows the extent to which each field of the
questionnaire is related and the total score of the questionnaire.

Table 6: Internal consistency of the transformational leadership axis and dimensions.

p_robablllty value corre!apon Statement

sig coefficient

i 1 The overall score of the
guestionnaire

o Transformational

0.000 0,952 Leadership Axis

0.000 0,656** After the perfect effect

0.000 0.787** After inspiration

0.000 0.896** After intellectual arousal

0.000 0,851** After the individual legality

0.000 0.812** After enabling

0.000 0,819%* The focus of organizational
excellence

Source: Prepared by researcher Depending on the program spss.

From the results of the table, we note that Spearman's correlation coefficient spearman for the
axes of the study transformational leadership and organizational excellence, as well as all
dimensions of these axes were close to one and at a level of significance of 0.000 (sig.<0.05),
which indicates the sincerity of the consistency of the expressions in the total score of the
questionnaire and measures what it was designed for.

5.4 Analyzing the results of the answers of the sample members related to the axes of the
questionnaire:
We have extracted the arithmetic averages, standard deviations and general trends of the
individuals' answers on all the questions of the questionnaire axes, in order to measure the
degree of agreement around each axis, taking into account that the degree of 3 is the boundary
between approval and disapproval, according to the five-point Likert scale.

54.1 The results of the vresponses of the sample members related to the
transformational leadership axis:
The following table shows the results obtained about the questions of the first axis of the
questionnaire related to transformational leadership at Yahya Fares University in Medea.
Table 7: Professors’ opinions and attitudes about transformational leadership:

general Rankin standard Average Ferries
direction g deviation Arithmetic
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OK 01 0.783 3,66 After the perfecteffect
OK 02 1,027 3,71 Your direct _supervisor has
great self-confidence.
Your direct supervisor has
OK 01 0,843 3,91 a high level of ethical
behavior
Your direct supervisor
oK 03 0,949 3.60 deals with you in a good
manner, which makes you
take it as a role model
Your direct supervisor
OK 06 0,998 3,42 accepts criticism and
suggestions
neutral 03 0,869 3,17 After inspiration
Your direct supervisor is
concerned with motivating
neutral 12 1,079 3,15 employees morally to
achieve the goals of the
college
Your direct supervisor
works to raise the spirit of
neutral 16 0,909 3.05 challenge, competition,
and search for ways to
develop
Your direct supervisor
instills in you a spirit of
neutral 11 0,971 3,20 confidence and optimism
to accomplish tasks and
achieve goals.
Your direct supervisor
neutral 08 1,083 3.28 to!erates you in cases of
failure and excites you
foreverand again
neutral 05 0,921 3.05 After an intellectual
consultation
Your line manager
neutral 18 1,068 2,98 encourages employees  to
come up with new ideas
and intellectual initiatives
Your line manager helps
neutral 17 1,008 3,02 employees  address  and
solve problems in creative
ways
neutral 15th 1,042 3,09 Your line ranager
proposes new and
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innovative ways to
perform the required tasks
Your line manager instills
neutral 14 1,053 3,12 enthusiasm, _ commitme_nt
and confidence in
employees
neutral 02 0.813 3,35 After — the individual
legality
Your direct supervisor
neutral 07 0,975 3.35 cares and is keen to meet
the needs and requirements
of employees
Your direct supervisor is
OK 04 0,880 3,60 keen to provide employees
with all their information
Your line manager
neutral 09 1,012 3,23 expresses  appreciation to
employees for the good
work they do
Your direct supervisor is
neutral 10 1,003 3,20 committed fo  fairness and
equity in his dealings with
all employees
neutral 04 0,803 3,10 After enabling
Your direct supervisor
neutral 13 0,916 3,14 delegates some of his
powers to employees
Your line manager
OK 05 1,031 3,45 encourages employees to
take responsibility
Your direct supervisor
neutral 19 0,924 2,92 engages employees  in
making changes aimed at
development
Your direct supervisor
neutral 20 0,998 2,86 engages  employees  in
problem-solving and
decision-making
The arithmetic mean and
Nl 0,719 3,26 standard d(_aviation of the
transformational
leadership axis

Source: Prepared by researcher Depending on the program spss.

Through the results of the table, it becomes clear to us that the arithmetic averages of the
paragraphs of the transformational leadership axis are confined between [2,86 - 3.91] and the
standard deviations are limited between: [1,093 - 0.843] We also note that the statement 02,
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which is represented in "Your direct supervisor has a high level of ethical behavior" came first
in the general ranking of the axis phrases with an arithmetic average of 3,91 and standard
deviation 0,843, followed by the phrase 01, which is represented in ™Your direct supervisor has
great self-confidence™ in the second place with an arithmetic average 3,91 and standard
deviation 1,027, while statement 20 represented in "your direct supervisor engages employees
in solving problems and making decisions™ came in the last place with an arithmetic mean2,86
and standard deviation 0,998.
While the arithmetic average for the transformational leadership axis as a whole 3,26 In a
general, neutral direction, which means that the respondents believe that the college
administration applies the principles and methods of transformational leadership to some
extent, and the total standard deviation of the axis is 0,719Its value is less than one, which
indicates that there is no significant dispersion between the answers of the sample members.

5.4.2 The results of the answers of the sample members related to the axis of
organizational excellence:

Table 8: Professors’ opinions and attitudes about the axis of organizational excellence

standar
general Rankin | d Average
directio i Arithmeti | Ferries
g deviatio

n 0 C
Your direct supervisor motivates and

neutral | 08 0,852 3,15 encourages employees to develop It guides
them towards excellence
Your direct supervisor is keen to introduce

OK 02 0.885 3.43 the goals set by the college and encourage
their achievement

OK 04 0.883 343 The_staff iIs adroit in _flndlng the best
solutions to the problems facing the college

oK 01 0.952 355 Em_ployees have the skills to carry out their
duties

neutral | 07 0,879 3.29 The qolleges strategy is consistent with the
goals it seeks to achieve
The college's strategy includes alternative

OK 03 0.867 3,46 plans to confront changes such as the
(Corona epidemic)
Organizational processes are running in an

OK 05 0.968 3.43 orderly and smooth manner, away from
randomness
The  organizational  structure  provides

neutral | 06 0.945 337 opportunities to enhance communication
for the exchange of knowledge among
employees

neutral | 10 0.959 3.05 College _culture directs employee behavior
towards high performance
Staff feel a sense of belonging to the

neutral | 09 1.068 3.12 college through the prevailing
organizational climate

Neutral 0.925 3,34 The arithmetic mean and standard
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deviation of the organizational excellence
axis

Source: prepared by researcher Depending on the program spss.

Through the results of the table, it appears that the arithmetic averages of the paragraphs of the
axis of organizational excellence are confined between [3.55 - 3.05] and the standard
deviations are between: [1,068 - 0.852] We also note that statement 04 of "the employees
possess the skills necessary to carry out their tasks” came first in the general arrangement of
the axis phrases and was characterized by the approval of the respondents with an arithmetic
mean capacity3,55 and standard deviation 0,952followed by the phrase 02 represented in "Your
direct supervisor is keen to introduce the goals set by the college and encourage their
achievement” in the second place also in an agreeable direction with an arithmetic average3,54
and standard deviation 0.885And the phrase came 10 represented in “employees feel belonging
to the college through the prevailing organizational climate™ in the penultimate rank and it was
with neutral opinions with an arithmetic average3,12and standard deviation 1,068, while
statement 09 represented in "the college culture directs the employees' behavior towards high
performance” at the end of the order in a neutral direction with a mean 0f3.05 with a standard
deviation of 0.959.

While the arithmetic average for the axis of organizational excellence as a whole 3,34 In a
general, neutral trend, which means that the respondents Dbelieve that the elements of
organizational excellence in the college are available at a rate that exceeds the average, and the
total standard deviation of the axis is 0.925lts value is less than one, which indicates that there
is no significant dispersion between the answers of the sample members on this axis.

So we can say that:

The college has a group of employees who are skilled, acumen and a sense of responsibility
that contribute to achieving its goals.

The college administration supports its employees, encourages them and directs them towards
achieving excellence through a set of circumstances and factors that provide an appropriate
organizational climate.

5.5 Test hypotheses of the study (the role of transformational leadership in achieving
organizational excellence).):

The relationship of each dimension of transformational leadership to organizational excellence
will be tested

5.5.1 Relationship of the ideal effect, inspirational motivation, the intellectual
consultation, the individual legal, the empowerment dimensions to organizational
excellence: The test will be done through the following hypotheses:

HOThere is no statistically significant effect of the ideal effect, inspirational motivation, the
intellectual consultation, the individual legal, the empowerment dimensions in achieving
organizational excellence in the college at the level of statistical significance 0.05.

H1There is a statistically significant effect of the ideal effect, inspirational motivation, the
intellectual consultation, the individual legal, the empowerment dimensions in achieving
organizational excellence in the college at the level of statistical significance 0.05.

The results are shown in the following table as follows:

Table 9: Relationship of the ideal effect, inspirational motivation, the intellectual
consultation, the individual legal, the empowerment dimensions to organizational
excellence

Empowerme Individual Intellectual | inspirationa | Perfect
) o Statement
nt legal advice I motivation | effect
sig |R Sig |R sig |R Sig |R Sig |R organization
Juooll dg
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0.00 |0.679 0.000 0.64 |0.00 |0.60 [0.00 [0.46 |0.00 |0.40 |alexcellence
0 4 ' 2 0 8 0 0 1 5

Source: Prepared by researcher Depending on the program spss.
Through the results of the table, we note that the correlation coefficient reached R=0.405 i.e.
(1<R<0), which indicates that there is a positive direct relationship between ideal influence and
organizational excellence.
Significance level value reached sig=0,001 (sig<0.05).
Through the results of the table, we note that the correlation coefficient reached R=0,460 ie
(1<R<0), which indicates a positive direct relationship between inspirational motivation and
organizational excellence.
Significance level value reached sig=0.000 (sig<0.05).
Through the results of the table, we note that the correlation coefficient reached R=0.608 ie
(1<R<0), which indicates the existence of a positive direct relationship between intellectual
advice and organizational excellence.
Significance level value reached sig=0.000 (sig<0.05).
Through the results of the table, we note that the correlation coefficient reached R=0.642 ie
(1<R<0), which indicates the existence of a positive direct relationship between individual
corporate identity and organizational excellence.
Significance level value reached sig=0.000 (sig<0.05).
Through the results of the table, we note that the correlation coefficient reached R=0,679 ie
(1<R<0), which indicates a positive direct relationship between empowerment and
organizational excellence.
Significance level value reached sig=0.000 (sig<0.05).
Therefore, we reject the null hypothesis and accept the alternative hypothesis that says:
" There is a statistically significant effect of the ideal effect, inspirational motivation, the
intellectual consultation, the individual legal, the empowerment dimensions in achieving
organizational excellence in the college at a statistical significance level of 0.05.
5.5.6 (General Hypothesis) The relationship of transformational leadership in achieving
organizational excellence.
To find out the role that transformational leadership plays in achieving organizational
excellence, we formulated the following hypothesis:
HOThere is no statistically significant relationship to the role of transformational leadership in
achieving organizational excellence at the level of statistical significance 0.05.
H1There is a statistically significant relationship to the role of transformational leadership in
achieving organizational excellence at the level of statistical significance 0.05.
To study the validity of this hypothesis and measure the relationship between transformational
leadership and organizational excellence, we used one of the statistical methods represented by
simple linear regression, the results of which are evident in the following table:
Table 13: The relationship between transformational leadership and organizational
excellence.

Transformational Leadership Statement
R2
. I The
Sig : - N
T < regression | coefficient R organization
morale - )
calculated | Constant | coefficien | of link al excellence
level N
t determinatio
n
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0.000 6,811 1,454 0,578 0,424 0,651

“.%Dr-:“-]ﬂ '!":/\."
e, 708

Source: Prepared by researcher Depending on the program spss

From the results of the table, we conclude the following:

(Sig = 0,05)

Based on the results of the linear regression, and since the level of significance is significant,
we reject the null hypothesis and accept the alternative hypothesis which states: “There is a
statistically significant relationship to the role of transformational leadership in achieving
organizational excellence at the level of statistical significance.”
(Sig = 0,000 = 0,05]0 05"

Accordingly, the simple linear regression equation for the role of transformational leadership in
achieving organizational excellence is as follows:

¥y = 0578 x + 1,454
where:

¥ Organizational Excellence (Dependent Variable)
X Transformational leadership (the independent variable)

from Through the obtained simple linear regression model, we notice that the trend coefficient
of the independent variable (transformational leadership) has a positive sign, and therefore it
can be said that there is a positive effect of transformational leadership factors in achieving
organizational excellence.

6. Conclusion:

Through our research paper, we concluded the following:

The concept of transformational leadership is of great importance to organizations, for his
contribution improving its performance and then directing it towards growth and development,
and stimulating the efforts of individuals to achieve the goals of the organization.

Transformational leadership expands and activates followers' interests, deepens their level of
awareness and acceptance of the group's vision and goals, and broadens their perceptions to
look beyond his interests NS personal for the common good.

The transformational leader works on encouraging individuals, instilling in them a spirit of
enthusiasm and responsibility, and seeks to develop their skills, motivate their efforts and
motivate them to work.

Organizational excellence is the achievement of continuous growth and development, by
coordinating various efforts and exploiting the various available opportunities that will lead to
success and achieve excellence for the organization.

Organizational excellence is extremely important in understanding the nature of the problems
faced by organizations and solving them in a scientific and rational manner.

The importance of organizational excellence enables organizations to achieve unlimited
competition, preserve organizational space and prestige, grow a sense of quality and achieve
creativity and excellence.

The presence of an acceptable level of availability of dimensions of transformational
leadership in the Faculty of Economics, Commercial Sciences and Management Sciences at the
University of Medea.
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The presence of an acceptable level of organizational excellence in the Faculty of Economics,
Commercial Sciences and Management Sciences at the University of Medea.

There is a statistically significant impact of the dimensions of transformational leadership
(ideal  influence, intellectual arousal, individual legality, inspirational  motivation,
empowerment) in achieving organizational excellence at the Faculty of Economics,
Commercial Sciences and Management Sciences at the University of Medea.

Thus, in the end, we concluded that there is a statistically significant relationship to the role of
transformational leadership in achieving organizational excellence at a statistical significance
level of 0.05.
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