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ABSTRACT
This study examines the impact of transformational leadership style on employees’ 

energizing behavior in aviation service companies. Simultaneously, the mediating role of job 
characteristics, learning behavior, and innovation culture will also be considered. Survey 
data collected from 209 employees working in Vietnamese aviation service companies 
were analyzed to provide evidence. The study used SPSS software for data screening and 
factor analysis, and SmartPLS to test the partial least squares structural equation model 
(PLS-SEM). The model results indicate that the transformational leadership style enhances 
employee energizing behavior at work; this relationship is partially mediated through job 
characteristics,�learning�behavior,�and�a�culture�of�innovation.�This�𿿿nding�also�implies�
that managers who adopt a transformational leadership style can help the organization 
adapt to new environments and improve its learning capacity, performance, and success.
Keywords: energizing behavior, transformational leadership style, aviation services, team 
learning
1. Introduction

Currently,�the�unpredictable�nature�of�
epidemics and environmental disasters poses 
signi𿿿cant�risks�to�the�aviation�industry.�
This�directly�affects�human�travel�needs,�
and�aviation�is�among�the�𿿿rst�sectors�to�be�
affected. Amidst the challenges facing the 
aviation�industry,�aviation�service�companies�
have focused on enhancing employee 
creativity,�and�this�has�become�a�guiding�
principle for innovation in today’s volatile 
environment.

Energizing� behaviors� often� occur�
naturally,�allowing�individuals�to�maximize�
their potential in roles suited to these 
characteristics. When daily activities 

primarily� involve�energizing�behaviors,�
individuals are better prepared to handle 
more�challenging,�energy-intensive�tasks.�
The�𿿿eld�of� innovation�emphasizes� this�
dynamic by enhancing both individual 
behaviors�and�organizational�activities�critical�
to�performance�[1].�[2]�found�that�modern�
transformation trends place leadership in 
a�crucial�role�in�deploying�work�systems,�
helping teams learn and develop strategies to 
adapt�to�the�business�environment,�thereby�
ensuring�organizational�success.�Therefore,�
this study aims to raise awareness of how 
transformational leadership can help leaders 
self-adapt�to�the�new�environment,�while�
promoting�learning,�team�performance,�and�
organizational�success.�The�𿿿ndings�from�
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this study will help Vietnamese aviation 
service companies identify how to apply 
transformational leadership and team learning 
to maintain employee performance.

This research will provide vital 
information� to� enhance� energizing�
behavior,� focusing�on�how�individuals�or�
organizations�can�effectively�manage�and�
coordinate�a�team�of�employees,�grounded�
in empirical evidence. It delves into aspects 
of�team�management,�including�coordination�
processes,�communication,�goal�setting,�and�
performance evaluation. The research aims 
to shed light on how transformational leaders 
guide teams to ensure employees achieve set 
goals.�The�research�has�set�speci𿿿c�goals�to�
broaden�its�scope:�First,�to�assess�the�impact�
of�transformational�leadership�on�energizing�
behavior;�Secondly,�to�explore�the�mediating�
role of job characteristics and team learningin 
the relationship between transformational 
leadership�and�energizing�behavior;�thirdly,�
to propose managerial implications for 
promoting�energizing�behavior�in�aviation�
service companies. These objectives aim to 
provide a comprehensive analysis of how 
transformational�leadership�inÀuences�group�
motivation and performance in the aviation 
service industry.
2. Theotycal framework
2.1 Transformational Leadership and 
Energizing Behavior 

According to the Transformational 
Leadership�Theory�(TLT),�𿿿rst�proposed�
by�[3],� transformational�leadership�is�an�
exchange process between leaders and 
subordinates aimed at enhancing morale and 
motivation.�Building�on�Burns’�TLT�theory,�
[4]�further�explains�that�transformational�
leadership primarily uses psychological 
factors through behaviors such as caring 
for� individuals,� fostering�creativity� and�
innovation,� engaging� employees,� and�
commitment,�helping�them�feel�connected�

to�the�organization.�This�positively�impacts�
organizational�performance.

Transformational leaders empower 
employees by enhancing their self-worth 
and�capabilities,�as�mentioned�by�[5].�They�
create an environment where employees feel 
valued�and�recognized,�which�is�crucial�for�
psychological empowerment. According to 
[6],� transformational�leadership�not�only�
empowers�employees�but�also�signi𿿿cantly�
boosts� their� engagement� levels.�Highly�
engaged�employees�often�exhibit�energizing�
behaviors,�such�as�increased�initiative,�higher�
levels�of�participation,�and�proactive�behavior.

Transformative�leadership�signi𿿿cantly�
promotes�energizing�behaviors�by�enhancing�
psychological empowerment. This leadership 
style�enhances�job�meaning,�competence,�
autonomy,�and�employee�inÀuence,�leading�
to higher engagement and more proactive 
behavior�[2].�Highly�motivated�employees�tend�
to�exhibit�better�work�performance,�greater�
commitment,�and�stronger�motivation,�all�of�
which�bene𿿿t�organizational�effectiveness.�
Evidence from research literature strongly 
supports the hypothesis that transformational 
leadership�positively�impacts�energizing�
behaviors through enhanced psychological 
empowerment. This hypothesis is supported 
by both a solid theoretical foundation and 
substantial�empirical�evidence,�making�it�a�
promising area of   research and application 
within�the�organizational�context.

H1:�Transformational�leadership�will�
foster�energizing�behavior
2.2 Transformational Leadership and Job 
Characteristics

[7]�and�later�researchers�such�as�[8]�,�and�
[9]�argue�that�transformational�and�charismatic�
leaders enhance employees’ perceptions of 
their�work�by�emphasizing�its� importance�
and�linking�it�to�broader�organizational�goals�
as well as personal values. Pollock et al. 
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(2000)�suggest�that�job�characteristics�are�
socially formed through signals from the 
work�environment,� including�leadership�
inÀuence.�This�view�is�consistent�with�the�
idea that transformational leaders shape 
employee perceptions through social and 
motivational mechanisms. Research indicates 
that transformational leadership is effective 
in changing employee attitudes toward work 
by highlighting the importance and meaning 
of�the�work�they�perform�[10].�These�leaders�
engage employees by connecting their tasks 
to�the�organizational�vision�and�personal�
aspirations.

H2:�Transformational�leadership�will�
enhance employees’ perceptions of job 
characteristics.
2.3 Job Characteristics and Energizing 
Behaviors

The�job�characteristics�model,�initially�
proposed�by�[11],�suggests�that�jobs�can�be�
designed to enhance employee motivation 
through�𿿿ve�core�characteristics:�skill�diversity,�
task�identity,�task�importance,�autonomy,�and�
feedback.�According�to�this�model,�these�
characteristics�inÀuence�key�psychological�
states,� including�feelings�of�job�meaning,�
personal�responsibility,�and�perceived�job�
outcomes,�thereby�impacting�job�outcomes�
such as motivation and satisfaction. Research 
by�[8]�showed�that�employees�in�roles�with�
high levels of autonomy and feedback tend 
to exhibit more proactive behaviors. This 
aligns�with�the�view�that�energizing�behavior�
is fostered in environments where employees 
feel they have control over their work and are 
recognized�for�their�efforts.

This structured argument closely 
integrates theoretical insights and empirical 
evidence to support the hypothesis that job 
characteristics�inÀuence�energizing�behavior,�
thereby providing a solid foundation for 
further research or practical application in 
organizational�environments.

H3:�Employee�job�characteristics�are�
directly�proportional�to�energizing�behavior.
2.4 Transformational Leadership and 
team learning

Transformational� leaders,� through�
their visionary and supportive leadership 
style,� create� a� psychologically� safe�
environment that encourages risk-taking and 
breakthrough�thinking,�key�elements�for�team�
learningand�innovation�[12].�[13]�found�that�
transformational leadership is associated with 
more effective brainstorming sessions and the 
discovery�of�new�knowledge,�key�aspects�of�
group learning. Transformational leadership 
signi𿿿cantly� promotes� team� learningby�
creating an environment that encourages 
innovation,�creativity,�and�knowledge�sharing.

The core components of this leadership 
style,�ideal�inÀuence,�personalized�attention,�
intellectual�stimulation,�and�inspirational�
motivation,�combine�to�foster�a�positive�
and�supportive�learning�atmosphere.�[2].�
These leaders not only inspire their teams 
but also actively participate in learning 
processes,�thereby�promoting�continuous�
improvement and innovation. Empirical 
studies consistently reinforce the positive 
relationship between transformational 
leadership� and� team� learningoutcomes,�
demonstrating�its�signi𿿿cant�impact�on�the�
effectiveness of group innovation processes.

H4:�Transformational�leadership�will�
promote team learning.
2.5 Group Learning and Energizing 
Behavior

Team learning encompasses the 
acquisition� of� knowledge,� skills,� and�
attitudes aimed at enhancing performance 
and� ef𿿿ciency,� as� noted� by� [14]�When�
learning�takes�place�in�a�group�environment,�it�
becomes�a�powerful�tool�for�building�speci𿿿c�
competencies�aligned�with�organizational�
goals. These interactions foster a collaborative 
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environment,�facilitating�innovative�thinking�
and�problem-solving.�[15]�emphasizes�the�
importance of mutual interactions within 
small�groups,�helping�to�shape�more�dynamic�
and�engaging�organizational�practices.�These�
interactions not only encourage learning 
but�also�energize�participants.�Brix�(2019)�
argues�that�energizing�organizational�learning�
at various levels within a company fosters 
leadership�development�and�personal�growth,�
thereby contributing to innovation and 
adaptability.

The hypothesis that team learning 
positively� inÀuences�energizing�behavior�
is built on the understanding that effective 
organizational�learning�mechanisms,�when�
supported�by�transformational�leadership,�
not only enhance knowledge and skills but 
also motivate teams. This process occurs 
through�increased�interaction,�mutual�support,�
and the alignment of individual capabilities 
with�organizational�goals,�thereby�enhancing�
performance and innovation. These processes 
are�critical�in�𿿿elds�requiring�high�adaptability�
and�continuous�learning,�such�as�educational�
environments,�where�a�dynamic�and�engaging�
atmosphere can significantly impact 
outcomes. This synthesis not only strengthens 
the hypothesis but also suggests broader 
applications�in�𿿿elds�requiring�continuous�
innovation�and�development,�highlighting�
the role of creative and interactive teaching 
methods in education.

H5:�Team�learningis�directly�proportional�
to�energizing�behavior.
2.6 Transformational Leadership and 
Innovation Culture

Transformational leadership fosters 
creative�thinking,�encourages�innovation,�and�
creates�a�Àexible�work�environment.�These�
leaders use motivational encouragement and 
intellectual stimulation to help employees 
proactively�seek�new�solutions,�improve�
processes,�and�enhance�service�quality.�By�

creating a clear vision and empowering 
employees,� transformational� leadership�
not only boosts work motivation but also 
promotes a readiness for innovation within 
the�organization�[2].�When�employees�feel�
supported and encouraged to experiment 
with�new�ideas,�an�innovation�culture�thrives,�
contributing to the company’s increased 
competitiveness.

H6:�Transformational�leadership�has�a�
positive impact on innovation culture.
2.7 Innovation Culture and Energizing 
Behavior

Innovation culture plays a crucial role 
in�promoting�energizing�behavior�among�
employees in aviation service companies 
in Vietnam. When businesses encourage 
creativity�and�continuous�improvement,�
employees tend to proactively participate in 
team�activities,�support�colleagues,�and�seek�
optimal solutions to enhance overall work 
performance. An innovative environment 
motivates employees to focus not only 
on individual goals but also on the team’s 
development,�thereby�fostering�collaboration�
and a sense of responsibility in their work 
[16].�Furthermore,�an�innovation�culture�can�
stimulate stable personal traits such as high 
initiative�and�behavioral�triggers,�helping�
employees maintain energy and a positive 
spirit in a work environment that demands 
Àexibility�and�continuous�adaptation.�When�
employees feel empowered and have the 
opportunity�to�contribute�ideas,�they�will�be�
more�proactive�in�driving�change,�supporting�
colleagues,�and�creating�a�positive�impact�on�
the�organization.

H7:�Innovation�culture�has�a�positive�
relationship�with�energizing�behavior.
2.8 The Mediating Role of Job 
Characteristics, Team Learning, and 
Innovation Culture

Transformation leaders can create a work 
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environment where employees feel their work 
is�meaningful,�empowering,�and�provides�
growth�opportunities.�Job�characteristics,�
such� as� task� diversity,� autonomy,� and�
feedback�from�superiors,�help�employees�
feel�more�motivated,�thereby�increasing�
proactive group-oriented behaviors. Team 
learningis�another�critical�factor,�because�
when employees have the opportunity to 
share�knowledge,�learn�from�colleagues,�and�
solve�problems�together,�they�tend�to�be�more�
positive in their work and proactively support 
the�team�[1].�An�innovation�culture�also�plays�
a�crucial�role,�because�when�organizations�
encourage creativity and experimentation with 

new�ideas,�employees�tend�to�participate�more�
in�activities�that�energize�the�team�[17]�.�The�
combination of these three mediating factors 
ampli𿿿es�the�impact�of�transformational�
leadership,�thereby�enhancing�employee�
initiative,�collaboration,�and�motivation.

H8:� Job� characteristics�mediate� the�
relationship between transformational 
leadership�and�employee�energizing�behavior.

H9:� Team� learning� mediates� the�
relationship between transformational 
leadership�and�employee�energizing�behavior.

H10:�Innovation�culture�mediates�the�
relationship between transformational 
leadership�and�employee�energizing�behavior.

Figure 1: Research Model

3. Research Methodology
Based�on�a�synthesis�of�theory�and�related�

studies,� this� research�proposes�a�model�
consisting�of�𿿿ve�variables.�The�independent�
variables include transformational 
leadership; the mediating variables include 
job� characteristics,� group� learning,� and�
innovation culture; and the dependent 
variable�is�employee�energizing�behavior.�The�
study�used�a�5-point�Likert�scale�(Strongly�
Disagree,�Disagree,�Neutral,�Agree,�Strongly�
Agree),�with�scores�ranging�from�1�to�5.�
The indicators measuring the variables were 

adjusted to suit the characteristics of the 
research�sample,�based�on�previous�studies.

The research team obtained the necessary 
approvals from the management of aviation 
service companies to conduct the survey. The 
research sample included a diverse group of 
employees in various roles and departments 
within�aviation�service�companies�in�Ho�Chi�
Minh�City.�A�strati𿿿ed�sampling�method�was�
applied to ensure representativeness across 
different job levels and functions. The paper 
survey was distributed to employees. Multiple 
reminders�were�sent�to�maximize�response�
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rates. Throughout the period from August 
to�October�2024,�the�research�team�closely�
monitored the data collection process and 
addressed issues related to participation and 
data integrity.

The study used a combination of 
qualitative and quantitative methods. The 
sample included 266 employees working at 
aviation�service�companies�in�Ho�Chi�Minh�
City. The collected data will be cleaned 
and�processed�using�SPSS�and�SmartPLS�
software. The analysis process will include 
several�steps,�such�as�scale�reliability�testing,�
scale�validity�analysis,�exploratory�factor�
analysis� (EFA),� and� structural� equation�
modeling�(SEM).�The�research�model�will�

analyze� the� impact�of�𿿿ve� factors� from�
various perspectives. 
4. Research Results

A total of 266 questionnaires were 
collected,�57�were�rejected�as�unsuitable,�
leaving� 209� usable� questionnaires,�
representing�a�rate�of�78.57%.�This�study�
aimed to collect detailed data on demographics 
and employment-related factors to understand 
workforce dynamics in this industry better. 
The survey collected information on various 
aspects,� including� participants’� gender,�
income,�work�experience,�and�educational�
level.

Table 1: Statistical�results�of�demographic�characteristics�

Frequency Percentage (%)
Gender
Male 98 46.89

Female 111 53.11
Income per month
<�10�million�VND 20 9.57
10-20�million�VND 113 54.07
>20�million�VND 76 36.36
Work Experience

< 5 years 85 40.67
6-10�years 53 25.36
11-15�years 41 19.62
>15�years 30 14.35

Education Level
Vocational�Certi𿿿cate 90 43.06
University�and�College 84 40.19

Postgraduate 35 16.75
Total 209 100,00

The gender distribution in the survey 
sample� is� relatively�balanced,�with�111�
women�(53.11%)�and�98�men�(46.89%),�
reÀecting�a�diverse�workforce.�Regarding�
length�of�service,�the�survey�reveals�signi𿿿cant�
differences in employee engagement: 

85�individuals�have�less�than�5�years�of�
experience�(40.67%),�53�have�between�6�and�
10�years�(25.36%),�41�have�between�11�and�
15�years�(19.62%),�and�30�have�over�15�years�
of�experience�(14.35%).�This�data�suggests�
a relatively high employee retention rate 
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and a workforce with considerable industry 
experience.�Regarding�income�level,�9.57%�
of�employees�earned�less�than�10�million�
VND,� 113� employees� (54.07%)� earned�
between�10�and�20�million�VND,�and�76�
employees�(36.36%)�earned�more�than�20�
million�VND.�Educational�attainment�also�
varied,�with�90�people�holding�vocational�
certi𿿿cates�(43.06%),�84�people�holding�
college�or�university�degrees�(40.19%),�and�
35�people�holding�postgraduate�degrees�
(16.75%).

The author conducted a series of analyses 
to�con𿿿rm�that�the�data�had�good�validity�
and�reliability�(Cronbach’s�alpha�>�0.7�and�
composite�reliability�>�0.7).�Outer�loading�
coef𿿿cients�>0.5�and�mean�extracted�variance�
>�0.5�were�used�to�test�the�convergent�validity�
of�the�scale.�Therefore,�all�constructs�showed�
good convergent validity. These reviews will 
ensure that the data from the questionnaire 
is�valid�and�reliable,�and�that�the�results�are�
not biased.

Table 2: Summary�of�reliability�and�convergent�validity�results�of�the�scale

Structure Coding Number of 
observations

Alpha 
coef�cient

Composite 
reliability

Minimum 
external 
loading 

coef�cient

Mean 
extracted 
variance

Conclusion

Transformative 
Leadership LDCD 20 0.861 0.905 0.817 0.705 Appropriate

Ideal 
Leadership LT 8 0.902 0.921 0.712 0.593 Appropriate

Inspirational 
Leadership CH 4 0.814 0.877 0.777 0.642 Appropriate

Intelligent 
Leadership TT 4 0.819 0.881 0.737 0.649 Appropriate

Caring 
Leadership QT 4 0.820 0.881 0.791 0.649 Appropriate

Job 
Characteristics DDCV 6 0.872 0.903 0.752 0.609 Appropriate

Team Learning HVN 4 0.832 0.888 0.800 0.665 Appropriate

Innovation 
Culture VHDM 5 0.867 0.904 0.787 0.653 Appropriate

Energizing�
Behavior HVTNL 4 0.914 0.939 0.885 0.795 Appropriate

Discriminant�validity�is�an�analysis�that�
examines whether a particular latent variable 
is discriminant from other latent variables. 
The authors assessed discriminant validity 

for each construct by comparing the square 
root of the mean extracted variance with its 
correlation with different variables.
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Table 3: Results of Convergence and Multicollinearity

Fornell-Larcker VIF

DDCV HV HVN LDCD VHDM DDCV HV HVN LDCD VHDM

DDCV (0.780) 1.583

HV 0.561 (0.892)

HVN 0.469 0.627 (0.815) 1.835

LDCD 0.599 0.745 0.668 (0.840) 1.000 2.977 1.000 1.000

VHDM 0.435 0.711 0.481 0.682 (0.808) 1.877

Table�3�shows�that�the�absolute�value�
of the square root of AVE is greater than 
any�correlation�coef𿿿cient�in�the�column�
and row containing it. The results show that 

the maximum VIF value for the structures 
is�2.977,�which�is�below�3.3,� indicating�
satisfactory�results.�Therefore,� there�is�no�
serious multicollinearity in this model.

Table 4: Summary�of�hypothesis�testing�results�in�the�model

Hypothesis Relationship Regression 
coef�cient

Standard 
deviation Value t Value p Result

LDCD  LT 0,900 0,018 50,408 0,000 Appropriate

LDCD  CH 0,797 0,027 29,565 0,000 Appropriate

LDCD  TT 0,811 0,028 28,471 0,000 Appropriate

LDCD  QT 0,830 0,025 33,372 0,000 Appropriate

H1 LDCD  HV 0.285 0.108 2.625 0.009 Appropriate

H2 LDCD  DDCV 0.594 0.051 11.653 0.000 Appropriate

H3 DDCV  HV 0.142 0.050 2.851 0.004 Appropriate

H4 LDCD  HVN 0.662 0.049 13.597 0.000 Appropriate

H5 HVN  HV 0.199 0.072 2.759 0.006 Appropriate

H6 LDCD  VHDM 0.680 0.075 9.016 0.000 Appropriate

H7 VHDM  HV 0.360 0.138 2.602 0.009 Appropriate

Hypothesis� H1:� Transformational�
leadership�promotes�employee�energizing�
behavior,� meaning� this� style� enhances�
employee� job� meaning,� competence,�
autonomy,�and�inÀuence,�leading�to�higher�
engagement and more proactive behavior. 
The�results�are�statistically�signi𿿿cant�(β�
=�0.285;�p�<�0.05)�(Table�4).�Therefore,�
hypothesis�H1�is�supported.

Hypothesis� H2:� Transformational�

leadership enhances employee awareness 
of� their�work,�meaning� this� style�helps�
employees�better�understand�the�meaning,�
importance,�and�diversity�of�their�work.�The�
results�are�also�statistically�signi𿿿cant�(β�=�
0.594;�p�<�0.05)�(Table�4).�Thus,�hypothesis�
H2�is�supported.

Hypothesis� H3:� Employee� job�
characteristics are directly proportional to 
energizing�behavior,�meaning�that�optimizing�
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job characteristics will lead to an increase in 
employee�energizing�behavior.�The�results�
are�also�statistically�signi𿿿cant�(β�=�0.142;�
p�<�0.05)�(Table�4).�Thus,�hypothesis�H3�is�
supported.

Hypothesis� H4:� Transformational�
leadership promotes group learning. The 
results�show�a�strong,�positive�relationship�
between�these�two�variables�(β�=�0.662;�p�
<�0.05)�(Table�4),�indicating�that�this�style�
signi𿿿cantly� promotes� team� learningby�
fostering� innovation,� creativity,� and�
knowledge�sharing.�Thus,�hypothesis�H4�is�
supported.

Hypothesis�H5:�Team�learning�promotes�
energizing�behavior�of�employees�in�the�
organization.�The�results�show�a�positive�
relationship�(β�=�0.199;�p�<�0.05)�(Table�4).�

The�results�are�also�statistically�signi𿿿cant,�
thus�supporting�hypothesis�H5.

Hypothesis� H6:� Transformational�
leadership has a powerful impact on promoting 
an�innovation�culture�in�the�organization.�
The�results�show�a�positive�relationship�(β�
=�0.680;�p�<�0.05)�(Table�4),�meaning�that�
CPE is an essential factor in building a strong 
innovation�culture�in�the�organization.�The�
results�are�also�statistically�signi𿿿cant.�Thus,�
hypothesis�H6�is�supported.

Hypothesis�H7:�Innovation�culture�has�
a�positive�impact�on�employees’�energizing�
behavior. The results showed a positive 
relationship�(β�=�0.360;�p�<�0.05)�(Table�4).�
The�results�were�also�statistically�signi𿿿cant.�
Thus,�hypothesis�H7�is�supported.

Table 5: Summary�of�results�on�the�mediating�role�of�work�characteristics,�team�learning, 
and innovation culture

Hypothesis Indirect 
Relationship

Total 
Effect Total Effect Result

H8 LDCD  DDCV  HV 0.084**

0.745***

Partially 
Intermediate

Acceptable

H9 LDCD  HVN  HV 0.132** Partially 
Intermediate

Acceptable

H10 LDCD  VHDM  HV 0.245** Partially 
Intermediate

Acceptable

Note:�***=p�<�0,001;�**=p�<0,01;�*=p�<0,05
Hypothesis�H8:�The�positive�relationship�

between Transformational leadership and 
employee� energizing� behavior� will� be�
mediated by employee job characteristics. 
The analysis results confirm that job 
characteristics mediated the relationship 
between Transformational leadership and 
energizing� behavior,� with� a� regression�
coef𿿿cient�of�0.084�and�a�p-value�of�0.006.�
Therefore,�this�mediating�role�is�statistically�
supported.�Thus,�Hypothesis�H8�is�accepted.�
Furthermore,�the�direct�relationship�between�
Transformational�leadership�and�HV�was�
also�con𿿿rmed�(Hypothesis�H1).�This�result�

suggests that job characteristics partially 
mediated the positive relationship between 
Transformational�leadership�and�energizing�
behavior. This could be interpreted as 
indicating that job characteristics explain 
why managers who adopt a high level of 
transformational leadership style motivate 
employees to perform their jobs more 
effectively.

Hypothesis�H9:�The�positive�relationship�
between Transformational leadership and 
employee�energizing�behavior�will�be�mediated�
by�team�learning�behavior.�Results�con𿿿rmed�
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the positive mediating effect of team learning 
behavior�(β�=�0.132;�p�=�0.008)�(Table�4.8).�
This suggests that team learning behavior is 
an explanatory variable: managers adopting 
a transformational leadership style will 
encourage employees to learn and cooperate 
to�maintain,�thereby�leading�to�more�effective�
employee performance. The results were 
also�statistically�signi𿿿cant,�thus�supporting�
Hypothesis�H9.�The� direct� relationship�
between Transformational leadership and 
HV�was�also�con𿿿rmed�(Hypothesis�H1).�This�
result suggests that team learning behavior 
partially mediated the positive relationship 
between Transformational leadership and 
energizing�behavior.

Hypothesis�H10:�The�positive�relationship�
between Transformational leadership and 
employee�energizing�behavior�is�mediated�
by�the�organization’s�innovation�culture.�
The�results�con𿿿rmed�the�positive�mediating�
effect�of�the�organization’s�innovation�culture�
(β�=�0.245;�p�=�0.002)�(Table�4.8).�This�can�be�
interpreted�as�the�organization’s�innovation�
culture�serving�as�an�explanatory�variable,�
with managers adopting a transformational 
leadership style to create an innovation 
environment� that�motivates�employees,�
thereby enabling them to perform more 
effectively. The results are also statistically 
signi𿿿cant,� thus� supporting� hypothesis�
H10.� The� direct� relationship� between�
Transformational leadership and employee 
energizing�behavior�was�also�con𿿿rmed�
(Hypothesis�H1).�This�result�suggests�that�
the�organization’s�innovation�culture�partially�
mediated the positive relationship between 
Transformational leadership and employee 
energizing�behavior.
5. Conclusion and Management 
Implications
5.1 Conclusion

The hypothesis test results indicate a 
positive,�statistically�signi𿿿cant�relationship�
between transformational leadership and 
employee�energizing�behavior.�Speci𿿿cally,�

the�β�value�in�this�relationship�emphasizes�
that transformational leaders play a crucial 
role�in�motivating�and�energizing�their�teams.�
These�leaders�use�inspiration,�intellectual�
stimulation,�and�personalized�attention�to�
create a work environment where employees 
feel valued and encouraged to surpass their 
usual performance standards.

The study indicates that transformational 
leadership positively impacts job 
characteristics,� group� learning,� and�
innovation� culture,� thereby� positively�
inÀuencing�employee�energizing�behavior.�
This result underscores the crucial role of 
transformational leadership in shaping job 
roles�and�work�environments,�enhancing�
employee�engagement�and�satisfaction.�By�
improving�job�design,�providing�meaningful�
work,�and�ensuring�employees�have�adequate�
resources,�these� leaders�create�a�positive�
work environment that fosters energetic 
work behavior.

The analysis also highlights the critical 
role of transformational leadership in 
promoting group learning. Leaders focused 
on collective learning and team development 
create a collaborative work culture that not 
only supports skill enhancement but also 
increases�engagement�and�energizes�the�team.

The relationship between job 
characteristics,�group�learning,�innovation�
culture,�and�energizing�behavior�is�strong,�
suggesting that transformational leadership 
indirectly�inÀuences�energizing�behavior�by�
improving work conditions and fostering a 
positive learning environment. This reinforces 
the�view�that�the�path�to�energized�employees�
is�multifaceted,� encompassing�not�only�
direct inspiration from leadership but also 
improvements in working conditions and 
team motivation.
5.2 Management Implications

The conclusions from this study 
highlight�the�signi𿿿cant�positive�impact�of�
transformational leadership on employee 
energization�behavior�in�Vietnamese�aviation�
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service�companies.�Leveraging�these�𿿿ndings�
can help businesses build more effective 
leadership�strategies,�enhance�employee�
engagement�and�performance,�and�thus�
drive�organizational�success�in�a�highly�
competitive aviation industry.

In�the�Vietnamese�aviation�industry,�where�
service quality and customer experience 
are� crucial,� energizing� employees� can�
contribute�to�improved�operational�ef𿿿ciency�
and enhanced customer interactions. 
Transformational leadership has become 
a vital method for enhancing employee 
morale�and�motivation,�especially�in�high-
pressure,�customer-centric�environments.�
Implementing transformational leadership 
development�programs�can�yield�signi𿿿cant�
bene𿿿ts,�helping�leaders�foster�employee�
creativity,�initiative,�and�commitment.

However,�applying�transformational�
leadership in the aviation industry presents 
speci𿿿c�challenges�due�to�its�tightly�structured�
hierarchical system and the need for strict 
adherence to safety regulations. Traditional 
management principles and stringent control 
processes can limit leaders’ ability to 
provide�personalized�attention�and�stimulate�
intellectual engagement. To overcome these 
barriers,�aviation�service�companies�should�
adapt their transformational leadership 
strategies to align with industry safety 
standards and regulations while still fostering 
innovation and employee engagement.

Further research could focus on the long-
term impact of transformational leadership 
on�employee�performance,�as�well�as�on�other�
mediating�factors,�such�as�organizational�
culture�and�external�economic�conditions,�to�
better understand the relationship between 
leadership style and employee behavior in 
the aviation industry.
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