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Abstract

This study aims to investigate the impact of transformational leadership on the success of strategy
implementation in large organizations, emphasizing the mediating role of psychological capital and
organizational agility. This applied and descriptive-survey research included 103 managers, supervisors,
and employees from large organizations in Tabriz, selected through simple random sampling. Data
collection instruments comprised four standardized questionnaires assessing transformational leadership,
strategy implementation, psychological capital, and organizational agility. Content validity was confirmed
by experts and reliability by Cronbach’s alpha. Data analysis was conducted using Smart PLS software.
The results revealed a significant direct effect of transformational leadership on strategy implementation
success ($=0.652, t=114.046). Psychological capital and organizational agility both served as mediating
variables in this relationship (3=0.487, t=2.236 and ($=0.412, t=1.961, respectively). Transformational
leadership significantly enhanced psychological capital (3=0.652) and organizational agility (3=0.598).
Transformational leadership facilitates successful strategy implementation in large organizations by
enhancing employees’ psychological capacities and fostering agile structures. Investing in transformational
leadership development and empowering flexible organizational systems are essential for achieving
strategic effectiveness in today’s dynamic business environment.
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Extended Abstract
Introduction
In the contemporary business environment, organizations increasingly operate within highly
dynamic, uncertain, and competitive contexts. These environmental complexities necessitate a shift
from traditional leadership styles toward more adaptive and inspirational models capable of guiding
organizations through constant transformation. One of the most prominent paradigms addressing
this need is transformational leadership, which emphasizes vision creation, individualized
consideration, intellectual stimulation, and inspirational motivation as its core elements (Kai, 2023;
Tavos & Colleagues, 2023). Transformational leaders do not merely manage tasks; they shape
organizational culture, inspire followers to transcend self-interest, and facilitate change toward
shared strategic goals (Alsalami et al., 2014; Buttigieg et al., 2023).
Previous studies have consistently shown that transformational leadership enhances various
organizational outcomes, including innovation, job satisfaction, organizational citizenship behavior,
and overall performance (Karimi et al., 2023; Sui et al., 2012). Furthermore, researchers have noted
the increasing importance of linking leadership with strategic execution, which is often identified as
one of the most critical but challenging aspects of strategic management (Gande, 2023; Hourani,
2017). While strategic planning is relatively well understood and formalized, the real-world execution
of strategy remains fraught with complexity, ambiguity, and resistance—especially within large
organizations (Loyns, 2016; Sila & Gichinga, 2016). This gap between strategy formulation and
execution is where transformational leadership is expected to play a catalytic role.
Moreover, scholars have argued that successful strategy implementation is not only a structural or
procedural issue but is deeply affected by human and psychological variables (Xu et al., 2022; Zhong
et al., 2013). Two such variables that have recently gained attention are psychological capital
(PsyCap) and organizational agility. PsyCap, comprising self-efficacy, optimism, hope, and
resilience, enhances employees' ability to cope with strategic change and uncertainty (Muhammad,
2022; Zou et al., 2015). Organizational agility, on the other hand, refers to the capacity of firms to
rapidly respond to environmental shifts through adaptive structures, flexible processes, and
responsive decision-making mechanisms (Najihah, 2024; Simuth, 2015). Transformational leaders,
by fostering a culture of innovation, empowerment, and responsiveness, are thought to positively
influence both these mediating constructs (Azimi, 2023; Babnik et al., 2014).
While various studies have explored the direct relationship between transformational leadership and
organizational performance, far fewer have examined the mediating roles of psychological capital
and organizational agility in the context of strategy execution, particularly within large organizational
systems (Kai, 2023; Tavos & Colleagues, 2023). This study aims to fill this research gap by proposing
and empirically testing a model that investigates both the direct and indirect effects of
transformational leadership on the success of strategy implementation, mediated by psychological
capital and organizational agility. By doing so, it contributes a nuanced understanding of the
psychological and structural mechanisms through which leadership can influence strategic outcomes
in complex organizational environments (Pantelis & Kennedy, 2017; Yadav et al., 2019).
Methods and Materials

141



Sl Jg% 3 53p drugi

This quantitative research adopted a descriptive-correlational design with a survey methodology.
The population included managers, supervisors, and employees from large organizations located in
Tabriz, Iran. A total of 103 participants were selected through simple random sampling. Four
validated and standardized questionnaires were used to collect data: the Transformational
Leadership Questionnaire (based on Bass and Avolio), the Strategy Implementation Scale, the
Psychological Capital Questionnaire (PsyCap), and the Organizational Agility Scale. The data were
analyzed using Smart PLS 3 software, applying structural equation modeling (SEM) to test the
hypothesized relationships and mediation effects.

Findings

The findings from structural equation modeling indicated that transformational leadership had a
strong and statistically significant direct effect on the success of strategy implementation (8 = 0.652,
t = 114.046). Furthermore, transformational leadership was found to have a significant positive effect
on psychological capital (8 = 0.652, t = 118.200) and organizational agility (8 = 0.598, t = 99.500).
Psychological capital had a significant direct effect on the success of strategy execution (3 = 0.487,
t = 2.236), confirming its role as a mediating variable. Similarly, organizational agility also showed a
borderline significant effect on strategy implementation (8 = 0.412, t = 1.961), suggesting a weaker
but meaningful mediating impact. The Sobel test for mediation confirmed that both psychological
capital and organizational agility serve as statistically significant mediators in the relationship
between transformational leadership and strategy execution, with indirect effects being robust.

In terms of model fit, the R? values indicated that the model accounted for 61.2% of the variance in
strategy implementation, 47.5% in psychological capital, and 43.3% in organizational agility.
Predictive relevance (Q?2 values) were also within acceptable thresholds, supporting the model’'s
overall explanatory and predictive capabilities.

Discussion and Conclusion

The results affirm the central premise that transformational leadership significantly enhances
strategy execution effectiveness in large organizations. By cultivating a compelling vision,
demonstrating individualized support, and promoting intellectual stimulation, transformational
leaders can mobilize employees toward strategic alignment and coordinated action. This leadership
style acts as a driving force behind strategic clarity, behavioral alignment, and executional
consistency.

Moreover, the mediating role of psychological capital highlights the importance of internal employee
resources in strategic processes. Employees with high levels of self-efficacy, optimism, resilience,
and hope are more likely to engage proactively in implementing strategic goals, navigating
complexities, and overcoming resistance. This reinforces the growing consensus in organizational
behavior literature that strategy is as much a psychological endeavor as it is a structural or procedural
one.

The significant mediating role of organizational agility also provides important insight into how
leadership can create enabling structural conditions for strategy execution. Agile organizations are
characterized by decentralized decision-making, cross-functional teams, and responsive
capabilities. Transformational leaders, by empowering employees and encouraging
experimentation, can dismantle bureaucratic barriers and foster agile responses to shifting demands.
While the effect size was slightly weaker compared to psychological capital, the relevance of agility
remains critical, especially in volatile and unpredictable markets.

Collectively, these findings offer a comprehensive model that connects transformational leadership
with strategic success through psychological and structural enablers. This model moves beyond
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linear causality and emphasizes the interplay of mindset, motivation, and organizational design. It
highlights that leadership impact is mediated through both the internal capabilities of people and the
external adaptability of systems.

From a theoretical standpoint, this study enriches the discourse on leadership and strategy by
bridging the behavioral and strategic management literatures. It validates the argument that
transformational leadership is not just a leadership style but a strategic asset—one that must be
consciously developed and aligned with organizational transformation initiatives.

Practically, the research suggests that organizations should invest in leadership development
programs focused on transformational competencies, including emotional intelligence, vision
articulation, and inspirational communication. In parallel, efforts should be made to assess and
strengthen employees’ psychological capital and redesign organizational structures to enhance
agility. These interventions can synergistically increase the likelihood of successful strategy
implementation, which remains one of the most pressing challenges facing large enterprises today.
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