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Abstract 

Organizations that want to achieve their strategic goals in today's economic life, where competition is intense, 

need agile leadership and an agile organizational structure. Organizations that are open to innovations and 

have an organizational learning culture will ensure that activities are carried out in a shorter time, with better 

quality and at less cost. In this study, the relationship between agile leadership and organizational agility and 

whether organizational learning has a moderator role or not has been investigated. In addition, it was examined 

whether demographic characteristics differ in agile leadership, organizational agility and organizational 

learning. The research universe consisted of 470 people working in the private sector in Istanbul. The 

obtained data were analyzed with SPSS 21.0, and Pearson correlation test and regression analyzes were 

performed for the moderator role. According to the analysis results, it has been determined that organizational 

learning has a moderator role in the effect of agile leadership on organizational agility. In addition, it has been 

found that the variables of agile leadership, organizational agility and organizational learning show some 

changes according to demographic characteristics such as gender, total work experience, sector, working style, 

and the number of employees in the workplace. In conclusion, the necessity and importance of agile development 

to achieve success in leadership are emphasized, and suggestions for business life are presented to increase 

organizational agility and organizational learning. 

Keywords: Agile Leadership, Organizational Agility, Organizational Learning, Organizational Behaviour, 

Agility 

Gel Codes: M1, M12, M54.M52 

Öz 

Rekabetin çok yoğun olarak yaşandığı günümüz ekonomik yaşamında stratejik hedeflerine ulaşmak isteyen 

örgütlerin çevik liderliğe ve çevik örgütsel yapıya ihtiyacı vardır. Örgütlerin yeniliklere açık, örgütsel öğrenme 

kültürüne sahip olması faaliyetlerin daha kısa zamanda, daha kaliteli ve daha az maliyetle yerine getirilmesini 

sağlayacaktır. Bu araştırmada çevik liderlik ile örgütsel çeviklik arasındaki ilişki ve örgütsel öğrenmenin 

düzenleyici rolünün olup olmadığı araştırılmıştır. Ayrıca demografik özelliklerin, çevik liderlik, örgütsel çeviklik 

ve örgütsel öğrenme üzerinde farklılık gösterip göstermediğine bakılmıştır. Araştırmanın evrenini, İstanbul 

ilinde özel sektörlerde çalışan 470 kişi oluşturmuştur. Elde edilen veriler SPSS 21.0, Pearson korelasyon testi ile 

analiz edilmiş, düzenleyici rol için regresyon analizleri yapılmıştır. Analiz sonuçlarına göre çevik liderliğin, 

örgütsel çeviklik üzerine etkisinde örgütsel öğrenmenin düzenleyici rolünün olduğu belirlenmiştir. Ayrıca çevik 

liderlik, 
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örgütsel çeviklik ve örgütsel öğrenme değişkenlerinin cinsiyet, toplam iş deneyimi, çalışılan sektör, çalışma şekli, 

iş yerinde çalışan kişi sayısı gibi demografik özelliklere göre bazı değişiklikler gösterdiği bulunmuştur. Sonuç 

bölümünde de liderlikte başarıyı yakalamak için çevik yönden gelişmenin gerekliliği ve önemi üzerinde durulmuş 

ve örgütsel çeviklik ve örgütsel öğrenmenin arttırılması amacıyla iş hayatına yönelik öneriler sunulmuştur. 

Anahtar Kelimeler: Çevik Liderlik, Örgütsel Çeviklik, Örgütsel Öğrenme, Örgütsel Davranış, Çeviklik 

Jel Kodları: M1, M12, M54.M52 

1.Introduction

Globalized financial structures are becoming more unpredictable due to rapid changes, increased 

competition, and technological advancement. As a result, organizations have no choice but to be agile 

to succeed. In that context, agile leadership and organizational leadership are two key concepts. 

Furthermore, organizational learning is considered an important concept to describe the relationship 

between the two. This article aims to identify the relationship between agile leadership and 

organizational agility and the moderator role of organizational learning.  

It is necessary to follow the developments in technology, informatics and communication in the 

organizational sense and to make organizational arrangements in line with these developments in order 

to achieve success. Learning new production technologies is possible thanks to agile leadership and 

agile organizations. There is a need for fast, agile and flexible managers and leaders in the organization 

for the development of organizational learning and for it to become an organizational culture. It is 

important to have innovative approaches and to acquire agile behaviors in order to learn innovation, 

bring it to the organization and use it in organizational activities. Agile organizations are more efficient 

in making quick and effective decisions than other classical organizational structures. Organizations that 

want to achieve their strategic goals in today's economic life, where competition is intense, need agile 

leadership and an agile organizational structure. Organizations that are open to innovations and have an 

organizational learning culture will ensure that activities are carried out in a shorter time, with better 

quality and at less cost. 

Being agile in the production process and being organizationally agile in adapting to the technological 

environment play a role in the survival of organizations by adapting to changing internal and external 

conditions (Akkaya and Tabak, 2018). Responding to the rapid change in production systems with agile 

leadership and organizational agility is a necessary element for the survival of organizations (Çetinkaya 

and Akçakoca, 2021). It can be said that agile leadership and organizational agility will improve 

organizational learning and facilitate the organization's adaptation to innovations. 

This study analyses whether there is a relationship between agile leadership and organizational 

leadership and if organizational learning has a moderator role. The variation in demographic data has 

also been analysed in agile leadership, organizational agility, and organizational learning. The research 

universe consists of 470 people from the private industry in Istanbul province. Data has been analysed 

through SPSS 21.0 Pearson correlation test; regression analysis has been carried out for the moderator 

role. The results were studied for the relationship between agile leadership and organizational agility 

and the moderator role of organizational learning. It has also been checked if there is a meaningful 

difference in such variables as agile leadership, organizational agility, and organizational learning 

through demographic information questions on gender, years of experience, industry, work type and the 

number of employees in the workplace. Once the analysis results are evaluated, it is stated that agility 

is the key to success in leadership, and some suggestions are made to boost organizational agility and 

organizational learning. An analysis of the literature study points out that no study highlights the 

relationship between agile leadership and organizational agility or the moderator role of organizational 

learning. As a result, the study is thought to contribute to the literature. 

2.Conceptual Framework

2.1.Agile Leadership 

Agile leadership has become a prevalent concept in recent years. It refers to the adaptability of leaders 

to changing circumstances and how they respond effectively to new challenges. Agile leadership is a 

dynamic process open to change and development (Akkaya & Bayram, 2021; Denning, 2016). Agile 

leadership has dimensions such as mental, emotional, and change agility. Mental agility combines 
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leaders' ability to respond to complex and dynamic situations, anticipate change, and adapt quickly to 

changing circumstances. An agile leader creates synergy with his collaboration and cooperation skills. 

Agility has a complex and versatile structure. Agile leaders are known for their critical, fast, strategic 

thinking, data analysis, and decision-making skills (Özdemir & Çetin, 2019; Bass, 2019; Attar & Abdul- 

Kareem). Emotionally agile leaders quickly understand their own and followers' feelings; thus, their 

response is faster (Joiner & Josephs, 2006; Henson, 2015). Thanks to change agility, leaders can adapt 

to rapid changes through innovation, take risks and act with foresight in unpredictable circumstances 

(Rigby et al., 2016; Medinilla, 2012; Kara et al., 2017). 

Agile leaders are result-oriented and team-oriented, thus open to change. They act competently and think 

flexibly and quickly (Akkaya & Bayram, 2021). Thanks to these features, they create agile organizations 

and agile strategies. Agile leadership includes processes such as personal development, continuous 

learning and coaching. Self-recognition, expression and self-development of the leader are some key 

benefits. Agile leadership is not a process that ends in one place. Continuous learning is a leadership 

style based on continuous development with new research, innovative approaches and technological 

applications (Hayward, 2018). 

2.2.Organizational Agility 

Organisational agility refers to an organisation’s capacity to adapt to change and to respond quickly. 

Organisational agility has specific dimensions, such as strategic, operational, and cultural agility 

(Maskell, 2001; Mehdibeigi et al., 2016). Strategic agility refers to an organisation’s skills to respond 

effectively to internal and external conditions and benefit from rising opportunities. Such an 

organisation can foresee the changes in the economic environment and respond to these changes in an 

agile way and develop and apply effective strategies (Bakan et al., 2017). Operational agility offers 

optimum effectiveness and efficiency in organisational processes and systems. An agile organisational 

culture embodies an innovation and learning culture in which employees take risks and generate new 

ideas (Özeroglu & Kocyigit, 2020). Operational agility includes adaptability to the changes in the 

processes, systems and structures to meet emerging customer needs. Cultural agility refers to a culture 

where the employees are encouraged to take risks and to try and learn from their failures (İleri & Soylu, 

2014:16; Harraf et al., 2015).  

Organisational agility has such basic features as responsiveness, competence, flexibility and speed and 

thus, organisations can get a competitive advantage through rapid and agile adaptation to change 

(Özeroğlu & Koçyiğit, 2020; Parker et al., 2015; Khan & Dalu, 2015). Organisational agility requires 

agile leadership, organisational structure and technology (Denning, 2016; David, 2016). Agile leaders 

encourage taking risks, trying and learning from failures to build an organisational culture. Agile 

organisational structure contributes to quick decision-making, team cooperation, and flexible structures 

(Coleman, 2017; Horney et al., 2010). It refers to using agile processes and tools while adapting to 

change and using technology. 

Organisational agility is gaining importance in the rapidly changing business environment. Agile 

organisations can make better market predictions, respond to changes quickly, encourage organisational 

innovation and thus get a competitive advantage (Medinilla, 2012; Tessem, 2014). Thanks to 

organisational agility, organisation performance thrives. 

2.3.Organizational Learning 

Organizations have no choice but to learn for their financial sustainability (Garvin, 1993). 

Organizational learning refers to a period in which organizations use their skills and know-how while 

operating to adapt to changing environmental conditions and reach their goals (Robey et al., 2000; 

Barutçugil, 2002). Organizational learning occurs when the know-how acquired from external resources 

is introduced into the organization to adapt to changes in technology, communication and information 

technologies. Organizational learning is a renewable activity, including such stages as exchanging and 

using know-how (Senge, 2018; Koçel, 2018; Malik & Garg, 2020). This organizational process includes 

input, output, transition and feedback (Toylan and Göktepe, 2010). The acquisition of know-how, 

educational training, industry conferences and comparison are the ways to acquire new know-how and 

skills (Demirel and Kubba, 2014; Fiol and Lyles, 1985). The know-how can be attained from various 

resources, whether internal or external. Information knowledge is exchanged through in-house training, 
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applications, and teamwork. The acquired knowledge is brought into the organization through training, 

mentoring and coaching. The use of information refers to the practice of new know-how and skills within 

organizational functions to improve organizational performance and reach strategic goals (Yılan, 2021). 

Organizations need to internalize knowledge and turn it into a system in order to be a learning 

organization. We can classify organizations as knowing organizations, understanding organizations, 

thinking organizations and learning organizations (Başar, 2022). Organizational change and 

transformation can be achieved when the barriers to learning are removed. 

A proper leadership type and technology must be transferred into the organization to make 

organizational learning an integral part of organizational culture (Pool, 2000; Zenger et al., 2009). An 

organizational culture based on learning will be more competitive than other organizations in reaching 

strategic goals and objectives. Employees taking risks, exchanging information, and being open to 

change and innovation will help create a learning-focused culture (Malik & Garg, 2020). It is paramount 

to keep the organization technologically up-to-date so that employees can attain, exchange and use 

information more efficiently. Management information systems and e-learning platforms are also tools 

for organizational learning. 

3. Research Methodology

3.1.Research Objective 

This research studies the relationship between agile leadership and organizational leadership and the 

mediator role of organizational learning in this relationship. Besides, demographic characteristics are 

also analyzed to determine whether they have a role in agile leadership, organizational agility and 

organizational learning. 

3.2. Research Model and Hypothesis 

This study assumes that organizational learning has a mediator role in the relationship between agile 

leadership and organizational agility. Hypothesis are put forward, accordingly:  

H1: Agile leadership has an effect on organizational agility. 

H2: Organizational agility has an effect on agile leadership. 

H3: Organizational learning has a mediator role in the relationship between agile leadership and 

organizational agility. 

H4: Agile leadership has a meaningful difference, depending on demographic variables.  

H5: Organizational agility has a meaningful difference, depending on demographic variables.  

H6: Organizational learning has a meaningful difference, depending on demographic variables. 

Figure 1 illustrates the research model for the mediator role of organizational learning in the 

relationship between agile leadership and organizational agility for private industry employees. 

Figure 1. Research Model 

Organizational Learning 

Agile Leadership Organizational Agility 
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3.3.Analysis Method 

Data analysis was carried out with SPSS 21.0. The scale scores were calculated in the study, and the 

kurtosis and skewness coefficients were examined to determine the conformity of the scores to the 

normal distribution. The kurtosis and skewness values obtained from the scales are between +3 and -3 

for normal distribution (Groeneveld and Meeden, 1984; Moors, 1986; Hopkins and Weeks, 1990; De 

Carlo, 1997). Since normality was ensured, the Pearson correlation test was used to analyze the 

relationship between the scale scores. Regression testing was used to analyze moderation. 

3.4.Research Universe and Sampling 

The research universe is made up of private-sector employees operating in Istanbul. The study is 

approved by the ethics council of Istanbul Esenyurt University with the document no 2021/06-07, dated 

20.05.2021. The convenience sampling method was used to select 470 employees through an online 

survey between 01.06 – 30.08.2021. 

3.5. Data Collection Tools 

The questionnaire used in the research has four sections. The first section focuses on demographic 

characteristics, the second on agile leadership, the third on the organizational agility scale, and the fourth 

on the organizational learning scale. A 5-point Likert scale (1= Strongly Disagree, 2= Disagree, 3= Not 

Sure, 4= Agree, 5= Strongly Agree) was used in the questionnaire. The 5-question form includes 

demographic information, gender, total work experience, industry, working style, and the number of 

employees. 

The second section of the questionnaire focuses on the Agile Leadership scale (32 items) developed by 

Akkaya et al. (2020) to measure the agile leadership perceptions of the participants. It has four sub-

dimensions: competence, flexibility, responsiveness and speed. It was seen that the Cronbach Alpha 

coefficients were 0.94 on the agile leadership scale, and it was understood that the measurement tools 

were highly reliable. In the third part of the questionnaire, the Organizational Agility scale (17 items) 

adapted by Akkaya and Tabak (2018) was used. It consists of four sub-dimensions: competence, 

flexibility, responsiveness and speed. The Cronbach Alpha value was at an acceptable level of 0.80, and 

the scale was understood to be reliable. The fourth part includes the strategic learning assessment scale 

(SLAM) in "Managing An Organizational Learning System By Aligning Stocks And Flows" by Bontis, 

Crossan and Hulland (2002) to measure organizational learning in the research. The strategic learning 

scale consists of 24 questions and five dimensions: learning at the individual level, learning at the group 

level, learning at the organizational level, and forward and backward learning. The first five questions 

are directed to measure learning on an individual level. The second five are directed to measure learning 

on a group level. The third group of five questions is for learning on an organizational level. Questions 

from 16 to 20 are designed to measure forward learning, and questions from 21 to 24 are designed to 

measure backward learning. 

4. Findings

4.1.Reliability Analysis 

Cronbach's alpha coefficient determines the reliability level of the scale. The coefficient range is from 

0 to 1. Depending on the alpha (α) coefficient, the scale's reliability is as follows (Nunnally, 1967, 248). 

• .00 ≤ α < .40, unrealiable

• .40 ≤ α < .60, low reliability

• .60 ≤ α < .80, quite reliable

• .80 ≤ α < 1.00, highly reliable
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Table 1: Demographic Variables 

n % 

Gender 
Female 340 72,3 

Male 130 27,7 

Total work experience 

0-3 years 340 72,3 

4-10 years 100 21,3 

11-20 years 10 2,1 

21 years and more 20 4,3 

Your business sector 

Information technologies 40 8,5 

Medicine 210 44,7 

Education 70 14,9 

Electric and Electronic 0 0,0 

Finance 0 0,0 

Food 50 10,6 

Construction 0 0,0 

Culture, Arts and Design 10 2,1 

Media, Communication and Publishing 0 0,0 

Automative 0 0,0 

Textile, Readwear and Leather 40 8,5 

Commerce (Sales and Marketing) 20 4,3 

Tourism, Accomodation, Food and Drinks Services 30 6,4 

Transportation, Aviation, Logistics and 

Correspondence 
0 0,0 

Employment Type 

Full time 240 51,1 

Part time 130 27,7 

Freelance 90 19,1 

Periodic 10 2,1 

The number of employees in the 

workplace 

0-10 220 46,8 

11-50 100 21,3 

51-200 60 12,8 

201-10000 70 14,9 

10001 and more 20 4,3 

72.3% of the participants are women. The ratio of those with a total work experience of 0-3 years is 

72.3%. 44.7% work in the health sector, and 51.1% are full-time employees. The ratio of 0-10 employees 

in the workplace is 46.8%. 
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Table 2: Descriptive Statistics, Normality Test and Reliability Coefficients of Scale Scores 

n Minimum Maximum Average sd Skewness Kurtosis Reliability 

Competence 470 1,00 5,00 3,35 1,26 -,614 -,742 ,978 

Flexibility 470 1,00 5,00 3,39 1,16 -,536 -,579 ,911 

Response 470 1,00 5,00 3,48 1,17 -,827 -,223 ,918 

Speed 470 1,00 5,00 3,52 1,15 -,847 -,103 ,883 

Organizational Agility 

Scale 
470 1,00 5,00 3,41 1,06 -,759 -,076 ,968 

Result-oriented 470 1,00 5,00 3,47 1,00 -,665 ,111 ,937 

Team-oriented 470 1,00 5,00 3,26 1,01 -,244 -,590 ,932 

Competent 470 1,00 5,00 3,45 1,20 -,703 -,547 ,926 

Flexible 470 1,00 5,00 3,46 1,28 -,758 -,582 ,948 

Quick 470 1,00 5,00 3,41 1,28 -,709 -,516 ,913 

Change-orinted 470 1,00 5,00 3,60 1,24 -,935 -,076 ,939 

Agile leadership scale 470 1,00 5,00 3,42 0,92 -,510 -,143 ,968 

Learning on an 

Individual level 
470 1,00 5,00 3,62 1,21 -,933 -,225 ,952 

Learning on a Group 

level 
470 1,00 5,00 3,68 1,22 -,784 -,300 ,936 

Learning on an 

Organizational level 
470 1,00 5,00 3,71 1,20 -,768 -,366 ,960 

Organizational 

Learning Scale 
470 1,00 5,00 3,67 1,10 -,914 ,238 ,966 

Since the reliability coefficient is higher than 0,800 for the Organizational Agility Scale, Agile 

Leadership Scale, Organizational Learning Scale, and sub-dimension scores, it is considered highly 

reliable. Since the skewness and kurtosis values from the scale scores are between +3 and -3, normality 

is ensured, and the parametric Pearson correlation test has been carried out for analysis.
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Table 3: Analyzing the Relationship Between Scale Scores 

1 2 3 4 5 6 7 8 9 10ı 11 12 13 14 15 16 

1. Competency

r 1 ,742** ,631** ,488** ,918** ,534** ,503** ,648** ,437** ,399** ,329** ,605** ,294** ,428** ,370** ,402** 

p ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 

2. Flexibility

r 1 ,881** ,677** ,908** ,547** ,454** ,382** ,394** ,439** ,372** ,539** ,332** ,363** ,373** ,393** 

p ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 

3. Responsiveness

r 1 ,802** ,870** ,537** ,371** ,397** ,397** ,445** ,394** ,520** ,351** ,305** ,307** ,355** 

p ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 

4. Speed

r 1 ,750** ,580** ,396** ,487** ,556** ,522** ,505** ,615** ,503** ,348** ,276** ,415** 

p ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 

5. Organizational

Agility Scale

r 1 ,619** ,516** ,606** ,503** ,494** ,429** ,660** ,392** ,435** ,391** ,449** 

p ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 

6. Result-oriented

r 1 ,776** ,724** ,511** ,442** ,432** ,864** ,421** ,325** ,249** ,367** 

p ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 

7. Team-oriented

r 1 ,737** ,382** ,399** ,373** ,826** ,443** ,465** ,363** ,468** 

p ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 

8. Competent

r 1 ,611** ,532** ,511** ,874** ,541** ,480** ,259** ,472** 

p ,000 ,000 ,000 ,000 ,000 ,000 ,000 ,000 

9. Flexible

r 1 ,892** ,805** ,790** ,752** ,585** ,370** ,630** 

p ,000 ,000 ,000 ,000 ,000 ,000 ,000 

10. Quick

r 1 ,899** ,756** ,793** ,621** ,423** ,677** 

p ,000 ,000 ,000 ,000 ,000 ,000 

11. Change-oriented

r 1 ,726** ,878** ,658** ,424** ,723** 

p ,000 ,000 ,000 ,000 ,000 
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12. Agile Leadership

Scale

r 1 ,712** ,596** ,403** ,631** 

p ,000 ,000 ,000 ,000 

13. Learning on an

Individual level

r 1 ,803** ,558** ,871** 

p ,000 ,000 ,000 

14. Learning on a Group

level

r 1 ,821** ,967** 

p ,000 ,000 

15. Learning on an

Organizational Level

r 1 ,876** 

p ,000 

16. Organizational

Learning Scale

r 1 

p 
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Pearson correlation test results for the relationship between scale scores are given below. 

The 'competence' scale has a positive relationship with the 'result-oriented' scale (r=0.534) and the 'team-

oriented' scale (r=0.503); a strong positive relationship with the 'competence' scale (r=0.648) and a 

moderate positive relationship with the 'flexible' (r=0.437), the 'quick' scale (r=0.399), the 'Change-

Oriented' scale (r=0.329); a strong positive relationship with the 'Agile Leadership' scale (r=0,605); a 

weak positive relationship with 'Learning on an Individual Level' scale (r=0.294); a moderate positive 

relationship with 'Learning on a Group-Level' scale (r=0.428), and with the 'Learning on an 

Organizational Level' scale (r=0.370); and with the 'Organizational Learning' scale (r=0.402). 

The 'flexibility' scale has a moderate positive relationship with the 'result-oriented' scale (r=0.547) and 

a positive relationship with the 'team-oriented' scale (r=0.454); a moderate positive relationship with the 

'competence' scale (r=0.382) and with the 'flexible' scale (r=0.394), a positive relationship with the 

'quick' scale (r=0.439), a moderate positive relationship with the 'Change-Oriented' scale (r=0.372); and 

the 'Agile Leadership' scale (r=0.539); 'Learning on an Individual Level' scale (r=0.332); the 'Learning 

on a Group-Level' scale (r=0.363), and the 'Learning on an Organizational Level' scale (r=0.373); and 

the 'Organizational Learning' scale (r=0.393).  

The 'responsive' scale has a moderate positive relationship with the 'result-oriented' scale (r=0.537) and 

the 'team-oriented' scale (r=0.371); a moderate positive relationship with the 'competence' scale 

(r=0.397) and with the 'flexible' scale (r=0.397), the 'quick' scale (r=0.445), the 'Change-Oriented' scale 

(r=0.394); and the 'Agile Leadership' scale (r=0.520); 'Learning on an Individual Level' scale (r=0.351); 

the 'Learning on a Group-Level' scale (r=0.305), and the 'Learning on an Organizational Level' scale 

(r=0.307); and the 'Organizational Learning' scale (r=0.355).  

The 'quick' scale has a moderate positive relationship with the 'result-oriented' scale (r=0.580) and the 

'team-oriented' scale (r=0.396); a moderate positive relationship with the 'competence' scale (r=0.487) 

and with the 'flexible' scale (r=0.556), the 'quick' scale (r=0.522), the 'Change-Oriented' scale (r=0.505); 

a strong positive relationship with the 'Agile Leadership' scale (r=0.615); 'Learning on an Individual 

Level' scale (r=0.503); the 'Learning on a Group-Level' scale (r=0.348), and a weak relationship with 

the 'Learning on an Organizational Level' scale (r=0.276); a moderate positive relationship with the 

'Organizational Learning' scale (r=0.415).  

The 'organizational agility' scale has a strong positive relationship with the 'result-oriented' scale 

(r=0.619), a moderate relationship with the 'team-oriented' scale (r=0.516); a strong positive relationship 

with the 'competence' scale (r=0.606), a moderate relationship with the 'flexible' scale (r=0.503), the 

'quick' scale (r=0.494), the 'Change-Oriented' scale (r=0.429); a strong positive relationship with the 

'Agile Leadership' scale (r=0.660); a moderate positive relationship with the 'Learning on an Individual 

Level' scale (r=0.392); the 'Learning on a Group-Level' scale (r=0.435), the 'Learning on an 

Organizational Level' scale (r=0.391); and the 'Organizational Learning' scale (r=0.449).  

The 'result-oriented' scale has a moderate positive relationship with the 'Learning on an Individual Level' 

scale (r=0.421); the 'Learning on a Group-Level' scale (r=0.325), a weak relationship with the 'Learning 

on an Organizational Level' scale (r=0.249); and a moderate relationship with the 'Organizational 

Learning' scale (r=0.367).  

The 'team-oriented' scale has a moderate positive relationship with the 'Learning on an Individual Level' 

scale (r=0.443); the 'Learning on a Group-Level' scale (r=0.465), the 'Learning on an Organizational 

Level' scale (r=0.363); and the 'Organizational Learning' scale (r=0.468).  

The 'competent' scale has a moderate positive relationship with the 'Learning on an Individual Level' 

scale (r=0.541); the 'Learning on a Group-Level' scale (r=0.480), a weak relationship with the 'Learning 

on an Organizational Level' scale (r=0.259); and a moderate relationship with the 'Organizational 

Learning' scale (r=0.472).  

The 'flexible' scale has a strong positive relationship with the 'Learning on an Individual Level' scale 

(r=0.752) and a moderate positive relationship with the 'Learning on a Group-Level' scale (r=0.585), the 

'Learning on an Organizational Level' scale (r=0.370); and a strong relationship with the 'Organizational 

Learning' scale (r=0.630).  
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The 'quick' scale has a strong positive relationship with the 'Learning on an Individual Level' scale 

(r=0.793) and the 'Learning on a Group-Level' scale (r=0.621), a moderate relationship with the 

'Learning on an Organizational Level' scale (r=0.423); and a strong relationship with the 'Organizational 

Learning' scale (r=0.677).  

The 'change-oriented' scale has a very strong positive relationship with the 'Learning on an Individual 

Level' scale (r=0.878) and a strong positive relationship with the 'Learning on a Group-Level' scale 

(r=0.658), a moderate relationship with the 'Learning on an Organizational Level' scale (r=0.424); and 

a strong relationship with the 'Organizational Learning' scale (r=0.723).  

The 'agile leadership' scale has a strong positive relationship with the 'Learning on an Individual Level' 

scale (r=0.712) and a moderate relationship with the 'Learning on a Group-Level' scale (r=0.596), the 

'Learning on an Organizational Level' scale (r=0.403); and a strong relationship with the 'Organizational 

Learning' scale (r=0.631).  

a.Studying the Mediator Effect

The study model was tested with the regression model. When the interaction obtained by multiplying 

the independent variable and the moderator variable is included in the regression model, the presence of 

the moderator variable and the moderator effect is considered valid - if it has a meaningful effect on the 

dependent variable (Sharma et al., 1981). As shown below, if path C is statistically significant, it can be 

inferred that the regression model has a mediator effect (variable). 

Figure 1: Regression Model 

a 

b 

c 

Table 4: An Analysis of Learning on Individual Level and Moderator Effect of Agile Leadership 

on Organizational Agility 

Affectee Affector Beta t p R2 

Organizational Agility Scale 

Agile Leadership Scale 1,111 12,571 ,000* 

,471 Moderator role for Learning 

on an Individual Level 
-,487 -5,512 ,000* 

Model: F=207,536 p=,000 

The regression test results conducted to analyze the moderator role of learning at the individual level in 

the effect of Agile Leadership on Organizational Agility are given below. 

The established regression model was statistically significant (p<0.05). When the moderator variable of 

Individual Level Learning and the independent variable of Agile Leadership are added to this model, it 

is seen that the new variable obtained from this product affects the dependent variable of Organizational 

Agility (p<0.05). Therefore, Individual Level Learning has a mediator role in the impact of Agile 

Leadership on Organizational Agility. 

Independent 
Variable 

Moderator 
Variable 

Independent 
moderator variable 

Dependent 
Variable 
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Table 5: An Analysis of Learning on a Group Level and Moderator Effect of Agile Leadership on 

Organizational Agility 

Affectee Affector Beta t p R2 

Organizational Agility Scale 

Agile Leadership Scale ,593 8,319 ,000 

,438 Moderator role for Learning 

on a Group Level 
,078 1,091 ,276 

Model: F=181,647 p=,000 

The regression test results conducted to examine the moderator role of group-level learning in the effect 

of Agile Leadership on Organizational Agility are as follows. 

The established regression model was statistically significant (p<0.05). When the moderator variable of 

Group Level Learning and the independent variable of Agile Leadership are added to this model, it is 

seen that the new variable obtained from this product does not affect the dependent variable, 

Organizational Agility (p>0.05). Therefore, Group-Level Learning does not have a mediator role in the 

impact of Agile Leadership on Organizational Agility. 

Table 6: An Analysis of Learning on an Organizational Level and Moderator Effect of Agile 

Leadership on Organizational Agility 

Affected Affecter Beta t p R2 

Organizational Agility Scale 

Agile Leadership Scale ,504 8,809 ,000 

,450 Moderator role for Learning 

on an Organizational Level 
,196 3,421 ,001 

Model: F=190,967 p=,000 

The regression test results conducted to examine the moderator role of organizational-level learning in 

the effect of Agile Leadership on Organizational Agility are as follows. 

The established regression model was statistically significant (p<0.05). When the moderator variable of 

Organizational Level Learning and the independent variable of Agile Leadership are added to this 

model, it is seen that the new variable obtained from this product affects the dependent variable, 

Organizational Agility (p<0.05). Therefore, Organizational-Level Learning has a mediator role in the 

impact of Agile Leadership on Organizational Agility. 

Table 7: An Analysis of Agile Leadership and Moderator Effect of Organizational Learning on 

Organizational Agility 

Affected Affecter Beta t p R2 

Organizational Agility Scale 

Agile Leadership Scale ,638 7,996 ,000 

,436 Moderator role for Learning 

on an Organizational Level 
,025 ,315 ,753 

Model: F=180,680 p=,000 

The regression test results conducted to examine the moderator role of organizational learning in the 

effect of Agile Leadership on Organizational Agility are as follows. 

The established regression model was statistically significant (p<0.05). When the moderator variable 

of Organizational Learning and the independent variable of Agile Leadership are added to this model, 

it is seen that the new variable obtained from this product does not affect the dependent variable, 
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Organizational Agility (p<0.05). Therefore, Organizational Learning does not have a mediator role in 

the impact of Agile Leadership on Organizational Agility. 

Discussion 

When the literature is examined, various studies have examined the relationship between agile 

leadership and organizational agility. Akkaya and Tabak (2018), Sharifi and Zhang (1999) they adapted 

the Organizational Agility Scale, which was developed by Basri and Zorlu (2020), examined the effect 

of employees' organizational culture perceptions on organizational agility; They concluded that the 

perceptions of the employees in the workplace towards the organizational culture increased positively 

and the level of organizational agility in the workplace would also increase. Minister et al. (2017) 

examined the effect of knowledge management on organizational agility and organizational inertia; 

They found that knowledge management dimensions have an effect on organizational agility and 

organizational inertia. Akkaya and Bayram (2021), in their study on the history, importance, dimensions 

and necessity of agile leadership, stated that agile leadership is necessary in order to survive in the 

competitive environment, to meet customer expectations, and to produce faster, higher quality and 

appropriate products. Cinnioğlu and Ertoğrul (2022) revealed that agile leadership has an effect on 

organizational identification and that work engagement has a mediating role in this relationship. 

Çetinkaya and Akçakoca (2021) revealed that there is a positive correlation between strategic leadership 

and organizational agility. Özeroğlu and Koçyiğit (2020) revealed that there is a positive correlation 

between visionary leadership and organizational agility. Turan (2021) concluded in his study that agile 

leadership behavior has an effect on the performance of employees. Koçer (2022) suggested that leaders 

change their perspectives, use management approaches more effectively and be agile in the VUCA 

environment, which is called the new normal. In this context, it has been determined that Erciyes 

University faculty members have a high perception of the dean of the faculty about agile leadership 

characteristics. Başar (2022) found in his research that organizational learning affects organizational 

performance. He stated that the constant change in the internal and external factors of the business makes 

it difficult to increase customer satisfaction and competitive advantage, and that organizational learning 

is important in this regard. Divrik et al. (2022) examined the relationships between organizational 

learning, digitalization and internationalization in SMEs, and revealed that organizational learning has 

positive effects on digitalization and digitalization has positive effects on internationalization. Çiçekoğlu 

(2023) determined that sustainable leadership has an effect on organizational learning and work-family 

conflict. 

The results of the studies in the literature are in line with the results of this research. It is seen that the 

results are in the same direction. For this reason, studies in the literature also support the study. 

Conclusion 

Organizational learning is a tool that businesses will use to adapt to the developing environmental 

conditions. This tool results in internalizing the innovative perspective and new technologies in the 

organizational plan and benefiting them both in production and management. Agile leadership is the 

structures that will develop and implement organizational learning. Agile leadership is the most 

important element for the establishment of organizational agility. Businesses that are agile in terms of 

management and leadership are organizations that are open to all kinds of developments, flexible and 

can make quick decisions. In addition, it will be easier to create an organizational learning culture for 

these organizations. 

The SPSS 21.0 Pearson correlation test analysed research data, and regression analysis was carried out 

to test the moderator role. The research findings are summarized below: 

• •72.3% of the participants are women. 72.3% have a total work experience of 0-3 years. 44.7%

of the participants work in the health sector, and 51.1% are full-time employees. 46.8% of the

participants have 0-10 employees in their workplace.

• • There is a positive relationship between Agile Leadership, Organizational Agility and

Organizational Learning scales and their sub-dimensions.

• • Individual Level Learning moderates the Effect of Agile Leadership on Organizational Agility

(p<0.05).
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• Learning on a group level has no moderator role in the effect of Agile Leadership on

Organizational Agility (p<0.05).

• Learning on an organizational level moderates the effect of Agile Leadership on Organizational

Agility (p<0.05).

• When the moderator variable Organizational Learning and the independent variable Agile

Leadership were added to this model, the new variable obtained from this product did not affect

the dependent variable Organizational Agility (p>0.05).

• Organizational Learning has no moderator role in the effect of Agile Leadership on

Organizational Agility.

The study results confirm the research hypotheses. As a result, agile leadership, organizational agility 

and organizational learning are critical for organizations willing to thrive in today's rapidly changing 

business environment. Innovation is at the forefront in today's competitive world. As a result, it is 

inevitable for business enterprises to adopt a dynamic and agile strategic perspective. As agile leadership 

improves, organizational change can be better implemented, and organizations can better take advantage 

of the opportunities that arise. Organizational learning is an important moderator in this relationship, 

contributing to the acquisition, exchange, and use of information for boosting organizational 

performance and innovation. Agile leadership and organizational agility enable the implementation of 

modern management styles and blend internet-connected applications with organizational production 

and management mechanism. Modern management styles have a perspective based on organizational 

learning, ensuring the progress and development of businesses. In addition, the effect of agile leadership 

on organizational learning may be more significant on organizational agility.  

Recommendations 

Since data was collected from private sector employees working in Istanbul, results cannot be 

generalized. Future studies on a larger sample group will provide richer results. Further studies might 

be carried out in different sectors and regions of Turkey. 

The research is a cross-section study limited to a specific period. Therefore, the study's findings are 

limited to the research period, as the variables may change over time. In addition, the reliability of 

numerical data is limited by the characteristics of the survey technique used in data collection. Future 

studies may include more extensive and more comprehensive samples and other variables. 

The study is based on quantitative analysis methods. Further studies may also include qualitative or 

mixed-method analysis. Hence, different results can be obtained with data from a different time or a 

sample group. Since the research is centred on the human element, some general limitations, such as 

subjective evaluations specific to research in social sciences, are also valid for this research. 
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Araştırma Makalesi 

The Moderator Role of Organizational Learning in the Relationship Between Agile 

Leadership and Organizational Agility 

Çevik Liderlik ile Örgütsel Çeviklik Arasındaki İlişkide Örgütsel  Öğrenmenin Düzenleyici 

Rolü 

Genişletilmiş Özet 

Bu araştırmada çevik liderlik ile örgütsel çeviklik arasındaki ilişki ve bunlar arasında örgütsel 

öğrenmenin düzenleyici rolünün olup olmadığı araştırılmıştır. Ayrıca demografik özelliklerin, çevik 

liderlik, örgütsel çeviklik ve örgütsel öğrenme üzerinde farklılık gösterip göstermediğine bakılmıştır. 

Verilerin analizi SPSS 21.0 ile yapılmıştır. Çalışmada ölçek puanları hesaplanmış ve puanların normal 

dağılıma uygunluğunun belirlemesi için basıklık ve çarpıklık katsayıları incelenmiştir. Ölçeklerden elde 

edilen basıklık ve çarpıklık değerlerinin +3 ile -3 arasında olması normal dağılım için yeterli 

görülmektedir (Groeneveld ve Meeden, 1984; Moors, 1986; Hopkins ve Weeks, 1990; De Carlo, 

1997).  Normallik sağlandığı için ölçek puanları arasındaki ilişki Pearson korelasyon testi ile analiz 

edilmiştir. Düzenleyicilik ise regresyon testi ile analiz edilmiştir. 

Araştırmanın evreni İstanbul ilinde faaliyet gösteren özel sektörlerde çalışanlardan oluşmaktadır. 

Çalışma ile ilgili olarak İstanbul Esenyurt Üniversitesi’nden 20.05.2021 tarihli ve 2021/06-07 No ’lu 

gerekli etik kurul izni alınmıştır. Kolayda örneklem yöntemi kullanılarak 01.06 – 30.08.2021 tarihleri 

arasında çevrimiçi anket ile 470 çalışan kişiye ulaşılmıştır. 

Araştırmada kullanılan anket formu 4 bölümden oluşmaktadır. Birinci bölümde demografik özellikler, 

ikinci bölümde “Çevik Liderlik Ölçeği'', üçüncü bölümde “Örgütsel Çeviklik Ölçeği”, dördüncü 

bölümünde ‘Örgütsel Öğrenme Ölçeği’’ kullanılmıştır. Ankette 5’li likert ölçeğinden (1= Kesinlikle 

Katılmıyorum, 2= Katılmıyorum, 3= Kararsızım, 4= Katılıyorum, 5= Kesinlikle Katılıyorum) 

yararlanılmıştır. Demografik bilgilerin yer aldığı cinsiyet, toplam iş deneyimi, çalışılan sektör, çalışma 

şekli, iş yerinde çalışan kişi sayısı gibi soruların yer aldığı 5 soruluk bir form oluşturulmuştur. 

Anket formunun ikinci bölümünde, katılımcıların çevik liderlik algılarını ölçmek üzere Akkaya ve 

Arkadaşları (2020) tarafından geliştirilen Çevik Liderlik ölçeği (32 madde) kullanılmıştır. Yetkinlik, 

esneklik, cevap verme ve hız olmak üzere dört alt boyutu vardır. Cronbach Alpha katsayılarının çevik 

liderliği ölçeğinde 0,94 çıktığı görülmüş olup, ölçüm araçlarının yüksek düzeyde güvenilir olduğu 

anlaşılmıştır. Anket formunun üçüncü bölümünde Akkaya ve Tabak (2018) tarafından uyarlanan 

Örgütsel Çeviklik ölçeği (17 madde) kullanılmıştır. Yetkinlik, esneklik, cevap verme ve hız olmak üzere 

dört alt boyuttan oluşmaktadır. Cronbach Alpha değeri 0,80 olarak kabul edilebilir bir düzeyde 

bulunduğu görülmüş ve ölçeğin güvenilir olduğu anlaşılmıştır. Anket formunun dördüncü bölümünde 

Araştırmada örgütsel öğrenmeyi ölçmek amacıyla Bontis, Crossan ve Hulland (2002)’ ın geliştirdiği 

“Managing An Organizational Learning System By Aligning Stocks And Flows” adlı çalışmasındaki 

stratejik öğrenme değerlendirme ölçeğinden (SLAM) yararlanılmıştır. Toplam 24 sorudan oluşan 

stratejik öğrenme ölçeği; bireysel düzeyde öğrenme, grup düzeyinde öğrenme, örgüt düzeyinde 
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öğrenme, ileriye doğru ve geriye doğru öğrenme olmak üzere beş boyuttan oluşmaktadır. Örgütsel 

öğrenme ölçeğinde, bireysel düzeyde öğrenme 1,2,3,4,5 numaralı toplam 5 soru, grup düzeyinde 

öğrenme 6,7,8,9,10 numaralı toplam 5 soru, örgüt düzeyinde öğrenme 11,12,13,14,15 numaralı toplam 

5 soru, ileriye doğru öğrenme 16,17,18,19,20 numaralı 5 soru ve geriye doğru öğrenme 21,22,23,24 

numaralı toplam 4 soruyla ölçülmektedir. Çalışmada kurulan model regresyon modeli ile test edilmiştir. 

Bağımsız değişken ile düzenleyici değişkenin çarpımıyla elde edilen etkileşim terimi, regresyon 

modeline dahil edildiğinde bağımlı değişken üzerinde anlamlı bir etkiye sahip ise düzenleyici 

değişkenin ve düzenleyici etkinin varlığı kabul edilmektedir (Sharma vd., 1981). Aşağıda yer alan 

şekilde, c yolu istatistiksel olarak anlamlı tespit edilirse regresyon modelinde düzenleyici etkinin 

(değişkenin) olduğu çıkarımında bulunulabilir.  

Takım Odaklı ile Bireysel Düzeyde Öğrenme arasında pozitif yönlü orta bir ilişki (r=0,443); Grup 

Düzeyinde Öğrenme arasında pozitif yönlü orta bir ilişki (r=0,465); Örgüt Düzeyinde Öğrenme arasında 

pozitif yönlü orta bir ilişki (r=0,363); Örgütsel Öğrenme Ölçeği arasında pozitif yönlü orta bir ilişki 

(r=0,468) bulunmaktadır. Yetkin ile Bireysel Düzeyde Öğrenme arasında pozitif yönlü orta bir ilişki 

(r=0,541); Grup Düzeyinde Öğrenme arasında pozitif yönlü orta bir ilişki (r=0,480); Örgüt Düzeyinde 

Öğrenme arasında pozitif yönlü zayıf bir ilişki (r=0,259); Örgütsel Öğrenme Ölçeği arasında pozitif 

yönlü orta bir ilişki (r=0,472) bulunmaktadır. 

Esnek ile Bireysel Düzeyde Öğrenme arasında pozitif yönlü güçlü bir ilişki (r=0,752); Grup Düzeyinde 

Öğrenme arasında pozitif yönlü orta bir ilişki (r=0,585); Örgüt Düzeyinde Öğrenme arasında pozitif 

yönlü orta bir ilişki (r=0,370); Örgütsel Öğrenme Ölçeği arasında pozitif yönlü güçlü bir ilişki (r=0,630) 

bulunmaktadır. Hızlı ile Bireysel Düzeyde Öğrenme arasında pozitif yönlü güçlü bir ilişki (r=0,793); 

Grup Düzeyinde Öğrenme arasında pozitif yönlü güçlü bir ilişki (r=0,621); Örgüt Düzeyinde Öğrenme 

arasında pozitif yönlü orta bir ilişki (r=0,423); Örgütsel Öğrenme Ölçeği arasında pozitif yönlü güçlü 

bir ilişki (r=0,677) bulunmaktadır. Değişim Odaklı ile Bireysel Düzeyde Öğrenme arasında pozitif yönlü 

çok güçlü bir ilişki (r=0,878); Grup Düzeyinde Öğrenme arasında pozitif yönlü güçlü bir ilişki 

(r=0,658); Örgüt Düzeyinde Öğrenme arasında pozitif yönlü orta bir ilişki (r=0,424); Örgütsel Öğrenme 

Ölçeği arasında pozitif yönlü güçlü bir ilişki (r=0,723) bulunmaktadır. Çevik Liderlik Ölçeği ile Bireysel 

Düzeyde Öğrenme arasında pozitif yönlü güçlü bir ilişki (r=0,712); Grup Düzeyinde Öğrenme arasında 

pozitif yönlü orta bir ilişki (r=0,596); Örgüt Düzeyinde Öğrenme arasında pozitif yönlü orta bir ilişki 

(r=0,403); Örgütsel Öğrenme Ölçeği arasında pozitif yönlü güçlü bir ilişki (r=0,631) bulunmaktadır. 

Çevik Liderliğin, Örgütsel Çevikliğe Etkisinde Bireysel Düzeyde Öğrenmenin Düzenleyiciliğin 

İncelenmesi amacıyla yapılan regresyon testi sonuçları aşağıda verilmiştir 

Kurulan regresyon modeli istatistiksel olarak anlamlı bulunmuştur (p<0,05). Düzenleyici değişken olan 

Bireysel Düzeyde Öğrenme ile bağımsız değişken olan Çevik Liderlik çarpımı bu modele katıldığında, 

bu çarpımdan elde edilen yeni değişkenin, bağımlı değişken olan Örgütsel Çevikliği etkilediği 

görülmektedir (p<0,05). Bu nedenle Çevik Liderliğin, Örgütsel Çevikliğe Etkisinde Bireysel Düzeyde 

Öğrenmenin düzenleyici rolü bulunmaktadır. Kurulan regresyon modeli istatistiksel olarak anlamlı 

bulunmuştur (p<0,05). Düzenleyici değişken olan Grup Düzeyinde Öğrenme ile bağımsız değişken olan 

Çevik Liderlik çarpımı bu modele katıldığında, bu çarpımdan elde edilen yeni değişkenin, bağımlı 

değişken olan Örgütsel Çevikliği etkilemediği görülmektedir (p>0,05). Bu nedenle Çevik Liderliğin, 

Örgütsel Çevikliğe Etkisinde Grup Düzeyinde Öğrenmenin düzenleyici rolü bulunmamaktadır. 

Çevik Liderliğin, Örgütsel Çevikliğe Etkisinde Örgüt Düzeyinde Öğrenmenin Düzenleyiciliğin 

İncelenmesi amacıyla yapılan regresyon testi sonuçları aşağıda verilmiştir. Kurulan regresyon modeli 

istatistiksel olarak anlamlı bulunmuştur (p<0,05). Düzenleyici değişken olan Örgüt Düzeyinde Öğrenme 

ile bağımsız değişken olan Çevik Liderlik çarpımı bu modele katıldığında, bu çarpımdan elde edilen 

yeni değişkenin, bağımlı değişken olan Örgütsel Çevikliği etkilediği görülmektedir (p<0,05). Bu 

nedenle Çevik Liderliğin, Örgütsel Çevikliğe Etkisinde Örgüt Düzeyinde Öğrenmenin düzenleyici rolü 

bulunmaktadır. 

Çevik Liderliğin, Örgütsel Çevikliğe Etkisinde Örgütsel Öğrenmenin Düzenleyiciliğin İncelenmesi 

amacıyla yapılan regresyon testi sonuçları aşağıda verilmiştir. Kurulan regresyon modeli istatistiksel 

olarak anlamlı bulunmuştur (p<0,05). Düzenleyici değişken olan Örgütsel Öğrenme ile bağımsız 

değişken olan Çevik Liderlik çarpımı bu modele katıldığında, bu çarpımdan elde edilen yeni değişkenin, 
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bağımlı değişken olan Örgütsel Çevikliği etkilemediği görülmektedir (p>0,05). Bu nedenle Çevik 

Liderliğin, Örgütsel Çevikliğe Etkisinde Örgütsel Öğrenmenin düzenleyici rolü bulunmamaktadır. 

Araştırma için elde edilen veriler SPSS 21.0, Pearson korelasyon testi ile analiz edilmiş, düzenleyici rol 

için regresyon analizleri yapılmıştır. Çalışmadan elde edilen sonuçlar aşağıda özetlenmiştir: 

Katılımcılardan kadınların oranı %72,3; toplam iş deneyimi 0-3 yıl arası olanların oranı %72,3; sağlık 

sektöründe çalışanların oranı %44,7; tam zamanlı çalışanların oranı %51,1; iş yerinde 0-10 arası kişi 

çalışanların oranı %46,8’dir. 

Çevik Liderlik, Örgütsel Çeviklik ve Örgütsel Öğrenme ölçekleri ve alt boyutları arasında pozitif yönlü 

ilişki ortaya çıkmıştır.  Çevik Liderliğin, Örgütsel Çevikliğe Etkisinde Bireysel Düzeyde Öğrenmenin 

düzenleyici rolü bulunmaktadır (p<0,05). Çevik Liderliğin, Örgütsel Çevikliğe Etkisinde Grup 

Düzeyinde Öğrenmenin düzenleyici rolü bulunmamaktadır (p<0,05). Çevik Liderliğin, Örgütsel 

Çevikliğe Etkisinde Örgüt Düzeyinde Öğrenmenin düzenleyici rolü bulunmaktadır (p<0,05). 

Düzenleyici değişken olan Örgütsel Öğrenme ile bağımsız değişken olan Çevik Liderlik çarpımı bu 

modele katıldığında, bu çarpımdan elde edilen yeni değişkenin, bağımlı değişken olan Örgütsel 

Çevikliği etkilemediği görülmüştür (p>0,05). Çevik Liderliğin, Örgütsel Çevikliğe Etkisinde Örgütsel 

Öğrenmenin düzenleyici rolü bulunmamaktadır. Çalışma sonuçlarına göre araştırma hipotezlerinin 

doğrulanmış diğer bir deyişle reddedilmeyeceği ortaya çıkmıştır. Sonuç olarak, çevik liderlik, örgütsel 

çeviklik ve örgütsel öğrenme kavramları, günümüzün hızla değişen iş ortamında gelişmek isteyen 

kuruluşlar için kritik öneme sahiptir. İnovasyon ve yeniliğin ön planda olduğu, rekabetin hızla giderek 

arttığı günümüzde, dinamik ve çevik bir stratejik bakış açısını benimsenmek işletmeler için kaçınılmaz 

hale gelmiştir. Çevik liderliğin geliştirilmesi ile örgütsel değişim daha iyi uygulanabilir ve örgütler 

ortaya çıkan fırsatlardan daha iyi yararlanabilir. Örgütsel öğrenme, bu ilişkide önemli bir düzenleyici 

rol oynayarak, örgütsel performansı artırmak ve inovasyonu yönlendirmek için bilgi edinmesine, 

paylaşmasına ve kullanmasına yardımcı olur. Çevik liderlik ve örgütsel çeviklik modern yönetim 

biçimlerinin uygulanmasını ve internete bağlı uygulamaların, örgütsel üretim ve yönetim mekanizması 

ile uyumlaştırılmasını sağlayacaktır.  Modern yönetim biçimlerinin, örgütsel öğrenmeyi temel alan bakış 

açısına sahip olmaları işletmelerin ilerlemesini ve gelişmesini sağlayacaktır. Ayrıca çevik liderliğin 

örgütsel öğrenme üzerindeki etkisi, örgütsel çeviklik üzerinde daha büyük bir etkiye sahip olabilecektir.
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