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Abstract 

Teacher’s performance is one of the arguable issues in the organization. Sustainable 

Transformational leadership and its dimensions play a big role to change the nature of 

teacher’s performance in the organization. In this study, sustainable transformational 

leadership dimensions were discussed and examined through (SNA) social network 

analysis as a tool to analyze and understand results. Data collection were conducted and 

30 respondents participated in the questionnaire. Organizations are educational sectors 

and they are 3 organizations and mentioned as symbols in the study. This study, shows 

that both sustainable occupational training SOT and sustainable social training SST as 

dimensions of sustainable transformational leadership approach able to enhance and 

engage teachers if the method of applying the dimensions is correct to keep improving 

sustainably. Organizations A and B are positive regarding the SOT and SST; however, 

organization C is negative regarding the SOT and SST.  
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Introduction  

Teaching is important and challenging professions. Teachers’ personality requires 

creative mindset. Teacher’s tasks include sustained interaction with learners (Guo, 

2024). Teachers are sustainably under the pressure of schooling to attain all educational 

experience. Expectations match what teachers offer to fulfill gaps (Fue et al; 2022). 

Regarding job-burnout, teachers drown in this spiral “job-burnout”. This generates 

teacher’s burnout. When the degree of burnout is high, a negative influence on teachers 

may occurs. Job-burnout impacts on teacher’s well-being mental health, satisfaction 

will be difficult and it impacts on the mentality and learner’s Performance (Klusmann 

et al; 2016).  
 

Transformational leadership and its dimensions sustainably change individuals and it 

is called self-renewal (Li & Liu, 2020). The influence that transfer from negative 

situation to positive situation it is called sustainable TL dimensions. TL is a supportive 

resource for teachers’ “subordinates”. It motivates individuals toward achieving 

personal development (Perko et al; 2016). This type of leadership and its dimensions 

attain best working method, mental-health, psychological effect that change the 

cognition toward attaining objectives, positive support that arises loyalty of individuals 

and social competences (Harbi et al, 2019; Zedin, 2023). In this study, we discuss the 

main aspects of how the transformational leadership sustainably related to teacher’s 

performance and enhancing learning. TL is one of the styles that change the 

organizational environment and supporting each other. The main goal of this study is 

to investigate the sustainable TL by examining its dimensions and they are sustainable 

occupational training and sustainable social training to reveal the teacher’s 

performance. 
 

2. The importance of the study  
 

The importance of the study lies in the sustainability that characterizes TL. This study 

focuses on sustainable TL and its application to individuals in the organization. 

Currently, impermanence has been observed in several aspects within the literature. The 

concept of sustainability presents itself within the leadership approach in this study and 

indicates the importance of modernity of this concept elevate the performance of 

individuals.   
 

3. The problem statement 
 

The basis of this study is sustainability in transformational leadership dimensions. 

Because of the modernity of the concept of sustainability in leadership and its 

dimensions, several aspects are ambiguous, specially, in the literatures, researchers did 

not address decisively and concretely the importance and effects of sustainable TL 

except slightly. In this study, the most important aspect that has been worked on is the 

practical or apply the sustainable transformational leadership dimensions. The 



    

 (  2024(   لسنة  ) 4(  العدد )  63مجلد )     /E-ISSN (Online) : 2518-9263   P-ISSN 0552-265X        مجلة الأستإذ للعلوم الإنسانية والاجتماعية 

 

3 

 ج

  

 

application through independent dimensions reveals the teacher’s performance and 

clarify the fundamental aspects that affect performance.  
 

4. The framework and hypotheses of the study 
 

In this study transformational leadership approach impacts on teacher’s performance to 

create a positive learning. The learning climate is the environment of the organization. 

This environment accommodates individuals including their skills and social 

interactions. This study, shows that through the main questions:  

 

1- What is the degree of centralization of the sustainable occupational training that 

select teacher’s performance? 
 

2- What is the degree of centralization of the sustainable social training that 

select teacher’s performance? 

 

Both questions refer to the importance of training individuals’ organizations. TL 

dimensions are (sustainable occupational training and sustainable social training). 

Teacher’s performance is dependent variable. Sustainable occupational training and 

sustainable social training are independent variables. 

 

Hypothesis 1: The degree of centralization of sustainable occupational training as a 

dimension of transformational leadership approach is high and effectively impact on 

teacher’s performance.  

 

The concept of centralization refers to the rate of response to the independent variable 

by the dependent variable. If the response is high, it refers to the high degree of 

centralization and it means that it supports the hypothesis 1. If the response is low, it 

means the centralization is low and the teacher’s performance is unaffected by the 

independent variable and it does not support the hypothesis.  

 

Hypothesis 2: The degree of centralization of the sustainable social training as a 

dimension of transformational leadership approach is high and effectively impact on 

the teacher’s performance.  

 

In the hypothesis 2, the concept of centralization refers to the rate of response to the 

independent variable by the dependent variable. If the rate of the response is high, it 

refers to the high degree of centralization and it means that it supports hypothesis 2. If 

the rate of response is low, it means the centralization is low and teacher’s performance 

is unaffected by the independent variable and it does not support the hypothesis.  
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5. Theoretical background 

 

5.1 What is the transformational leadership approach?  
 

Bass (1985) indicated that TL leads subordinates to interact with each other to attain 

objectives and morality. Bass refers to the process of connecting both sides; first leaders 

and second subordinates who work in organizations. Tucker & Russell (2004) indicated 

that TL is to arise inspiration to a new vision compared with old vision. Researchers 

have showed that TL approach concentrate on job-performance, and teacher’s 

commitment. These aspects are commitment of the TL sustainably (Hatter & Bass, 

1995). Avolio (1993) stated that TL always focuses on what is needful and desirable, 

and Dumdum et al (2013) agreed with Avolio and said that TL approach is related to 

the personal outcomes. It positively provides what the personal needs and wants. 

 

5.1.2 Sustainable occupational training (SOT): 

Individuals in the organizations are resources including practices that impact on the 

performance (Singh et al, 2019). Frequently, the good performance in the 

organizational environment based on how to qualify needs and wants occupationally 

(Ogbeibu et al, 2020: Piwowar, 2021). Nowadays, the world “sustainability” is one of 

the crucial concepts that organizations accommodate it in their approaches. Training 

became aligned with the sustainability to improve the way of conducting functions. 

Training sustainably means a “systematic elevation of knowledge required by a person 

to perform tasks” (Schmidt, 2007, p.483). The best methods are to “engaging 

individuals in green” (Ahmad, 2015; jeronimo et al, 2020). According to this dimension 

of the TL approach, the following hypothesis refers to: 

Hypothesis 1: The degree of centralization of sustainable occupational training as a 

dimension is high and effectively impact on teacher’s performance. 
 

5. 1. 3 Sustainable social training (SST) 
 

Teachers as individuals in the organization can be promoted socially and emotionally 

through the interactive activities and interpersonally. Nowadays, SST concentrates on 

activities from teacher’s side. These activities build confidence and learning (Ferreira 

et al, 2020). Social training sustainably is one of the effective methods on “harmonious” 

balance among imperatives (Ferguson et al 2021; Zedin 2023). Sustainability as an 

important concept indicates the long-term development effectively “eco-system” 

(Mahdi, 2024). According to this dimension of the TL approach, the hypothesis refers 

to: 

 

Hypothesis 2: The degree of centralization of the sustainable social training as a 

dimension is high and effectively impact on the teacher’s performance.  
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5.2 What is teacher’s performance? 
 

Teaching is one of the stressful professions. Teacher’s performance is the ability of the 

teacher to contribute and accomplish goals. The opposite of high teaching performance 

is job-burnout that decline teacher’s performance and conduct educational functions 

ineffectively (Schonfield & Skaalivik, 2016), and attaining the ability of renewal 

qualification though transformational leadership approach (Fue et al; 2022). Bass 

(1985) stated that achieving TL approach by conducting contribution sustainably 

through its dimensions between individuals in order to arise job-performance. It means 

teaching process can be transferred from isolated process and under the job-burnout to 

collaborating process and developing knowledge.  
 

5.3 Transformational leadership and teacher’s performance: 
 

Bass (1985) was one of the researchers who declare TL and its importance, this style 

of leadership appears in moments of personal and cognitive development. Bass pointed 

that TL transfers individuals from one situation to another situation, but always toward 

development, nor decline. In his study, Bass has shown that TL attain progress in the 

performance. One the other side, Tucker and Russell (2004) have shown that TL able 

to accomplish inspiration. It means that TL attracts individuals with high performance 

to be loyal. Then, it motivates individuals to exploit what might be beneficial and 

positive for them by helping each other (Howell and Avolio, 1993; tucker and Russell, 

2004; Howell and Avolio, 1993) 

 

One of the studies was conducted on TL. Yu, Leithwood and Jantzi (2002) have 

discussed the importance of TL. TL arises the commitment. Commitment can be 

achieved through encouragement and collaboration. Instead of complaining, 

cooperation occurs by transforming fruitless work into productive and motivated- work. 

Dumdum et al (2013) have studied TL and its effect on individuals’ characteristics. 

They found that TL has positive influence and can make changes toward better 

performance. It stimulates trust and develop commitment coupled with loyalty, 

advanced commitment (Bass, 1985) and attraction or inspiration (Tucker and Russell, 

2004).  

 

Bass and Avolio (1990) in their study stated that TL positively affect job-satisfaction. 

They found that job-satisfaction can be achieved through TL. It is reflection of positive 

motivational and cooperation on the part of leadership and is reflected directly. Job-

satisfaction is the outcome of improving collaboration. Regarding the behavior, 

Mackenzie et al (2001) pointed that TL enhances the behavior of individuals. Always 

positive outcomes can be generated by positive behavior. In another words, positive 

vision and mission leads to desired results. Transformational leadership arises the 

degree of positiveness in individual’s behavior. Additionally, Zaccaro and Blanks 

(2001) argued that “organizational vision” is reflected from TL approach.  
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Lai et al (2020) pointed that TL impacts on job-performance by changing the way of 

behavior and collaboration. TL encourages to achieve moral and behavioral 

collaboration. Gumus et l (2018) said that studies have proven the TL impacts on 

teacher’s performance. Teacher’s outcomes may damage learning area and students, if 

there is no procedure prevent it.  

 

Pieterse et al (2010) pointed that TL improves “trust and loyalty”. They are essential 

due to their effect on organizational outcomes. Al Harbi et al (2019) showed that TL 

encourages creativity instead of opacity, dependency and exclusivity in decisions. One 

of the important aspects that damage learning climates is teacher’s burnout. It refers to 

“the degree of physical and mental fatigue and exhaustion than an individual perceives 

to associated with his/her work” (Lai et al; 2010, p939), teaching process is stressful 

functions in the educational process (Sabvita and Pakarinen, 2021; Dieibig et al; 2017). 

 

Barbieri et al (2019) have proven that TL has a social support on teachers. TL qualifies 

teachers to align with new circumstances. TL makes teachers deal with what makes 

their functions changing. Montano et al (2017) have pointed that TL impacts on 

“mental-health”. Barbieri et al (2019) mentioned that TL supports the social side in the 

learning, and agree with that “mental-health” can be changed due to TL approach. It 

makes teachers mentally satisfied before functionally. TL has only a negative influence 

on job-burnout. Harms et al (2017) stated that TL can negatively influence on teacher’s 

job-burnout. This case decline performance. TL reduces job-burnout and increase job-

satisfaction through social support. Hutagalong et at (2021) have examined TL and 

stated that it has relationship with individual’s performance. He clarified that TL is an 

essential for job-performance. TL socially and mentally influence on teacher’s 

performance. TL directs individuals through development. TL qualifies individuals to 

be able to perform tasks effectively (Ali and Haider,2017). 
 

Ozdemir and Goven 2020; Alghamdi et al, 2023 have defined teacher’s performance in 

their study and it is contribution to the process of attaining educational objectives. 

Teacher’s performance based on TL approach. Khan (2023) has pointed that teacher’s 

ability to accomplish good performance based on the “multidimensional” and it can be 

generated through TL. It develops individuals to be multiskilled and qualified to deal 

with stresses, TL transfers teacher’s performance to high level (another nature), and 

makes teachers contributes to organizational activities with high quality of performance 

(Khan, 2023). Vermeulen et al (2022) showed that in TL no authority and power.  
 

Lion and tan (2013) showed that TL can build a trust that leads to high performance. 

TL supports trust as an essential aspect in the organization. Bass et al (2003) found that 

TL can through trust improves performance and correlation between TL and teacher’s 

performance. Mansor et al (2021) stated that TL supports trust and it is the foundation 

for “school effectiveness”. Ghamrawi 2013; Khan, 2023 stated that the lack of trust and 

team learning negatively waste energies, and cannot increase performance. Kilinc et al 
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2024; lai et al, 2020 examined TL and found that the rate of commitment in teachers 

can be increased through TL by providing support and trust.  
 

Alghamdi et al, 2023; Vermeolen et al 2022 discussed the technology is crucial to 

elevate teacher’s performance and It facilitates tasks. Vincent and Jacotin (2019) stated 

that teacher’s outcomes are the students who is a future society. Then, learning is 

interrelated to teacher’s outcomes and it arises creativity. Learning climate is an 

environment that accommodate individuals (Bertels et al, 2011). Positive learning 

supports practices and develop teacher’s performance (Meijer et al, 2016). 
 

6. Methodology  
 

Several literatures found that TL and its relationship to teacher’s performance was 

proven that it is positive. TL is a renewal approach. The research methodology consists 

of several stages. In order to conduct the study and verify it, applying sustainable TL is 

needed. The process of examining the study is through social network analysis UCINET 

software. Social network analysis is used to for data analysis. The procedure of the tool 

as a methodology starts with discussing the scope of the study, collecting data and 

analyzing it. Then, discussing the results and their reasons that led to this, after that, 

discussing recommendations and proposals.  

 

Figure 1 (study structure): made by authors.  

                                                                   H1 

 

 

 

 

  

 
 

                                                                    H2 
 

6.1 What is social network analysis UCINET?  

Social network analysis SNA is a software and analytical tool to understand 

relationships between variables and examine reasons to verify the purpose and 

originality of each result (Borgatti, Everett & Freeman, 2002). SNA shows network and 

statistical description as results. Each network indicates the specific organization and 

each statistical description is belong to its network of the organization. Relationships 

are important in social network analysis and its originality (reasons of creating the 

relationships between individuals through independent variables that led to dependent 

variable). Social network analysis is simple tool to examine data by showing them 

through network visually and statistically. 

 

Sustainable 

Transformational 

Leadership 

Approach 

 

SOT 

 

SST 

Teacher’s Performance 
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6.2 Research design and procedures:  

The procedures of the study consist of steps that were prepared by authors. In the 

following figure, the procedures were clarified. Figure 2: made by authors.  

 

 

                                                         
 

 

 

 

 

 

 

 

6.3 Scope of the study 
 

The area of the study is limited and specified within the 3 organizations. The social 

network analysis is used within 3 organizations that are specialized in teaching. The 

scope of the study was conducted in the educational organizations. Due to the privacy 

issue, the 3 organizations are mentioned as symbols in order to maintain the privacy 

according to their request. First organization is A, second organizations is B and third 

organization is C. This study highlights on the outcomes of the sustainable 

transformational leadership approach dimensions on the teacher’s performance. The 

data were collected by survey and the respondents are 30.  

 

Table: 1. Participants demographics. 

Ages         respondents 

Age 27-35   20 

Age 35-45   10 

 

Table: 2. In every position consist of 1 individual in the organization.  

Position       Abbreviation 

Mathematics  M 

Arabic language  AL        

Kurdish language  KL  

 

Scope of the study 

 

Data collection and entry in SNA 

 

Data analysis by using SNA 

 

Results 
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Table: 3. Work-period. 

 

Work period        respondents 

6 months – 3 years   20 

3 – 6 years   10 

 

Data collection and entry in social network analysis 
 

Data for this study collected from 3 organization within the area of the study, specially 

within 10 types of specialization or positions of the pre-selected organization. To 

conduct that, the following stages are observed:  

1. To gather data, an ego-centric approach is used, in which each ego or node is 

asked to declare his/her directly related contact with the independent variable 

“dimensions of sustainable transformational leadership” (Burt, 1984; Knoke & 

Yang, 2008).  
2. The data was collected from 30 respondents from organizations A, B and C.  

3. In the survey, the respondents (participants) were asked to declare that if he/she 

is correlated with the sustainable transformational leadership dimensions 

approach in the organization if the approach is strongly available and support 

individuals.  

4. Also, the reasons of weakness and strength if available in each organization 

regarding the dimensions of sustainable transformational leadership.  

The survey questions are as follows:  

1- Is there a sustainable occupational training system that takes into account your 

presence in the organization to develop your performance occupationally?  

2- Is there a sustainable social training system that takes into account your 

presence in the organization to develop your performance socially? 
 

The first question refers to the sustainable occupational training as a first question in 

the questionnaire. It belongs to the first hypothesis and first research question. Second 

question refers to the sustainable social training as a second questions in the 

questionnaire. It belongs to the second hypothesis and second research question.  

English language 

Geography    

History  
 

Arts   

Physics 

Chemistry                         

Sport 
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G 
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Data analysis 

Social network analysis UCINET is one of the software to examine data and 

demonstrate results (Borgatti, Everett & Freeman, 2002). This tool generates networks 

including nodes and ties. This tool shows results in networks and clarify each network 

and its case in order to understand if it is positive or negative according to the 

hypotheses. SNA highlights on relationships between dependents and independents 

variables and shows the nature of the connections if it is strong, centralized and match 

the hypotheses or not. It clarifies reasons of the results.   

One of the aspects in SNA is degree centralization Everett and Borgatti (2005). It refers 

to the correlations between independents and dependents nodes. In this study. If the 

dependents nodes are centralized in independents nodes, it means positive based on the 

hypothesis 1 and 2. If the dependents nodes are not centralized in independents nodes, 

it means negative. High degree of centrality means individuals are centralized in group 

(cluster) in one node that is independent such as sustainable occupational training or 

sustainable social training as sustainable dimensions of transformational leadership 

approach. Low degree of centrality means individuals do not participate or engage 

within the sustainable training occupationally or socially, and it refers to the negative 

and do not match the hypotheses. Another aspect in social network analysis is degree 

of density. It is only a supportive tool to ensure the rate of relationships between 

independent and dependent variables. Density is the total number of the ties 

(connections) between nodes (individuals).  

Results  

The results are distributed on three parts. First part is organization A, second part is 

organization B and third part is organization c.  
 

Organization (A) analysis:  
 

Sustainable occupational training SOT of the organization A: 
 

In the organization A, map shows the connection between individuals in red color and 

the SOT of the TL in the blue color that the organization follow as a systematic 

approach to develop performance in the figure 3.  
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The map shows that red color (individuals) connect with the blue color (SOT). The 

relationship is direct between both sides. Teachers in order to develop their performance 

based on their specialization, they connect with the SOT as a dimension of sustainable 

TL an approach in the organization A. If they do not connect, or some of individuals 

do not connect, it means that those individuals cannot participate within the approach 

of the organization due to systematic or managerial issues including lack of justice and 

poor distribution of services. Table 4, the statistical description shows the degree of 

centralization as a basic in the organization A.  
 

Descriptive statistics: Table 4 
                                           1            2            3 
                                 Degree    NrmDegree        Share 
                                  ------------ ------------ ------------ 
    1      Mean               9.000      100.000        0.100 
    2   Std Dev                0.000        0.000        0.000 
    3  N of Obs             10.000       10.000       10.000 

 
Network Centralization = 100 % 

Density = 100 % 
 

1- The red color are individuals and the blue color is the dimension of TL that the 

organization follow as a system to develop its individuals sustainably. 

2- Network centralization in the organization is the essential requirement in the 

study and refers to the centralized ties from red color (individuals) to blue color 

(SOT). All teachers connected with the SOT. The rate of centrality is 100% and 

this value supports the hypothesis 1, which states that the degree of 

centralization is high (all teachers seek to elevate performance occupationally) 

in table 4 and figure 3. 

3- Density refers to the number of connections in a network and it is 100%. This 

value of density indicates the total participation of all individuals.  

 

Sustainable social training SST of the organization A:  
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In the organization A, map shows the connection between individuals in red color and 

the SST of the TL in the blue color that the organization follow as a systematic approach 

to develop performance in the figure 4.  

 

 

 

 

 

 

 

 

 

 

 

 

The map shows that red color (individuals) connect with the blue color (SST). The 

relationship is direct between both sides. Teachers in order to develop their performance 

based on their specialization, they connect with the SST as a dimension of sustainable 

TL as an approach in the organization A. If they do not connect, or some of individuals 

do not link, it means that those individuals cannot participate within the approach of 

the organization due to systematic or managerial issues including systematic or 

managerial issues including lack of justice and poor distribution of services. Table 5, 

the statistical description shows the degree of centralization as a basic in the 

organization A.  

 

Descriptive statistics: Table 5 
                                           1            2            3 
                                 Degree    NrmDegree        Share 
                                  ------------ ------------ ------------ 
    1      Mean               9.000      100.000        0.100 
    2   Std Dev                0.000        0.000        0.000 
    3  N of Obs             10.000       10.000       10.000 

 
Network Centralization = 100 % 

Density = 100 % 

 

1- In this type of dimension SST that was conducted in the organization A, it shows 

that same results with SOT in same organization A. The red color are teachers 

and the blue color is the dimension of TL that all teachers centralized in it and 

the organization follow as a system to develop its individuals sustainably. 

2- Network centralization in the organization refers to the centralized ties from red 

color (individuals) to blue color (SST). The rate of centrality is 100% and this 

value support the hypothesis 2, which states that the degree of centralization is 

high (all teachers seek to elevate performance occupationally) in table 5 and 

figure 4. 
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3- Density refers to the number of connections in the map and it is 100%. This 

value indicates the full participation of teachers and it supports the degree of 

centrality in table 5 of organization A.  

 

Organization (B) analysis:  
 

Sustainable occupational training SOT of the organization B:  
 

In the organization B, the map shows the connection between individuals in red color 

and the SOT of the TL in the blue color that the organization follow as a systematic 

approach to develop performance in the figure 5.  

 

 

 

 

 

 

 

 

 

 

 

 

The map shows that red color (individuals) connect with the blue color (SOT). The 

relationship is direct between both sides. Teachers in order to develop their performance 

based on their specialization, they connect with the SOT as a dimension of sustainable 

TL as an approach in the organization B. If they do not connect, or some of individuals 

do not connect, it means that those individuals cannot participate within the approach 

of the organization due to systematic or managerial issues including lack of justice and 

services. Table 6, the statistical description shows the degree of centralization as a basic 

in the organization B.  

 
Descriptive statistics: Table 6 
                                           1            2            3 
                                 Degree    NrmDegree        Share 
                                  ------------ ------------ ------------ 
    1      Mean               9.000      100.000        0.100 
    2   Std Dev                0.000        0.000        0.000 
    3  N of Obs             10.000       10.000       10.000 

 
Network Centralization = 100 % 

Density = 100 % 

 

1- The red color are teachers and the blue color is the dimension of TL that the 

organization follow as a system to develop its individuals sustainably. Teachers 
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are centralized in the red color (SOT) and it means they totally seek to develop 

their performance.  

2- Network centralization refers to the centralized ties from red color (individuals) 

to blue color (SOT). The rate of centrality is 100% and this value supports the 

hypothesis 1, which states that the degree of centralization is high (all teachers 

seek to elevate performance occupationally) in table 6 and figure 5. 

3- Density refers to the number of connections in a network and it is 100%. This 

value indicates the full participation of teachers and it supports the degree of 

centrality in table 6 of organization B. 
 

 

Sustainable social training SST of the organization B: 
 

In the organization B, the following map shows the nature of the connection between 

individuals in red color and the sustainable social training of the transformational 

leadership approach in the blue color that the organization follow as a systematic 

approach to develop performance in the figure 6.  

 

 

  

 

 

 

 

 

 

 

 

 

The map shows that red color (individuals) connect with the blue color (SST). 3 of the 

teachers are not connected to SST in blue color. The relationship is direct between 7 

teachers and SST as it is shown in the figure 6. Teachers in order to develop their 

performance based on their specialization, they connect with the SST as a dimension of 

sustainable transformational leadership as an approach in the organization B. If they do 

not connect, it means that those individuals cannot participate within the approach of 

the organization due to systematic or managerial issues including systematic issues 

including lack of distribution in services. In the following table 7, the statistical 

description shows the degree of centralization as a basic in the organization B.  

 

Descriptive statistics: Table 7 
                                           1            2            3 
                                 Degree    NrmDegree        Share 
                                  ------------ ------------ ------------ 

    1      Mean               2.800      31.111          0.100 
    2   Std Dev              2.182       24.242         0.078 
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    3  N of Obs             10.000       10.000       10.000 

 
Network Centralization = 70 % 

Density = 70% 
 

1- The red color are individuals and the blue color is the dimension of TL that the 

organization follow as a system to develop its individuals sustainably. 

2- Compared with the SOT in organization B, SST was weaker and 3 teachers as 

it is shown in the map, they are not connected with SST. It means that SST in 

organization B can cover 7 individuals and 3 are not included. 

4- Network centralization is essential and refers to the centralized ties from red 

color (individuals) to blue color (SST). The rate of centrality is 70% and this 

value supports the hypothesis 2, which states that the degree of centralization is 

high but (not all teachers seek to elevate performance occupationally due to the 

lack of justice and poor distribution services) in table 7 and figure 6. 

5- Density refers to the total connections in a network and it is 70%. This value 

indicates the participation of teachers and it shows that 3 teachers are not 

connected. This value of density supports the degree of centrality in table 7 of 

organization B.  

 

Organization (C) analysis:  
 

Sustainable occupational training SOT of the organization C:  
 

In the organization C, the following map shows the nature of the connection between 

individuals in red color and the sustainable occupational training of the transformational 

leadership approach in the blue color that the organization follow as a systematic 

approach to develop performance in the figure 7.  

 

 

 

 

 

 

 

 

 

 

 
 

 

The map shows the 6 teachers are not connected with the blue color (SOT). Only 4 

teachers are connected with SST as it is shown in figure 7. The relationship is direct 

between 4 individuals and SOT. Teachers to develop their performance based on their 

specialization, they connect with the SOT as a dimension of sustainable 

transformational leadership as an approach in the organization C. If they do not connect, 
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it means that individuals cannot participate within the approach of the organization due 

to systematic or managerial issues including lack of justice and poor distribution of 

services. Table 8, the statistical description shows the degree of centralization as a basic 

in the organization C.  

 

 

 
Descriptive statistics: Table 8 
                                           1            2            3 

                                 Degree    NrmDegree        Share 
                                  ------------ ------------ ------------ 
    1      Mean               1.200      13.333          0.100 
    2   Std Dev               1.470      16.330         0.122 
    3  N of Obs            10.000       10.000       10.000 
 

Network Centralization = 40 % 

Density = 40 % 
 

1- The red color are individuals and the blue color is the dimension of TL that the 

organization follow as a system to develop its individuals sustainably. 

2- Network centralization refers to the centralized ties from red color (individuals) 

to blue color (SOT). The rate of centrality is 40% and this value does not support 

the hypothesis 1, which states that the degree of centralization is high but (not 

all teachers seek to elevate performance occupationally due to the lack of justice 

and poor distribution services and only 4 teachers are connected and 6 are not 

connected) in table 8 and figure 7. 

3- Density refers to the number of connections in a network and it is 40%. This 

value of density is low.  

 

Sustainable social training SST of the organization C: 
 

In the organization C, map shows the connection between individuals in red color and 

the SST of the TL in the blue color that the organization follow as a systematic approach 

to develop performance in the figure 8.  
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The map shows the red color and only 3 individuals connect with the blue color (SST) 

without intermediaries. 7 of teachers are not connected to SST in blue color. Teachers 

to develop their performance based on their specialization, they connect with the SST 

as a dimension of sustainable TL as an approach in the organization C. If they do not 

connect, or some of individuals do not link, it means that those individuals cannot 

participate within the approach of the organization due to systematic or managerial 

issues including systematic or managerial issues including lack of justice and poor 

distribution of services. The organization C, especially in SST is poor and does not 

gather all teachers to support and develop their performance socially. Table 9, the 

statistical description shows the degree of centralization as a basic in the organization 

C.  
 

Descriptive statistics: Table 9 
                                           1            2            3 

                                 Degree    NrmDegree        Share 
                                  ------------ ------------ ------------ 
    1      Mean               0.400       4.444          0.100 
    2   Std Dev               0.663      7.730           0.166 
    3  N of Obs            10.000       10.000       10.000 
 

Network Centralization = 30 % 

Density = 30 % 

 

1- The red color are individuals and the blue color is the dimension of TL that the 

organization follow as a system to develop its individuals sustainably. 

2- Compared with the SST in previous (organization B), SST in the organization 

C is weaker and 7 individuals as it is shown in the network, they are not 

connected with SST approach. It means that SST in organization C can cover 

30% of individuals and 70% are not included due to the poor distribution of 

services and lack of justice.  

3- Network centralization in the organization is important and refers to the 

centralized ties from red color (individuals) to blue color (SST). The rate of 

centrality is 30% and this value does not support the hypothesis 2, which states 

that the degree of centralization is high but (not all teachers seek to elevate 

performance occupationally due to the lack of justice and poor distribution 

services and only 3 teachers are connected and 7 are not connected) in table 9 

and figure 8. 

4- Density refers to the whole connections in a network and it is 30% in table 9 of 

organization C. This value of density is low.  

 

The findings show that organization A, B and C are vary between each other. The table 

10  

(SOT) shows the comparison between organizations: 

 

organizations 

 

Centralization  

 

Density 
 

A 
100% 100% 
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Table 10 shows that SOT organization A has a higher rate than B and C of response 

regarding the centralization and density. Organization B is second and C is third. Details 

are discussed next sections. 
 

 The findings show that organization A, B and C are vary between each other. The table 

11 (SST) shows the comparison between organizations: 

 

Table 11 shows that SST organization A and B has a higher rate than C regarding the 

response of the centralization and density. Organization C is weak and the rate of 

response to the sustainable social training is low. Details are in next sections. 

 

Discussion 
 

Sustainable TL and dimensions as a newly emerging approach rooted in the idea of 

leadership as a general concept, which established a sustainable development and 

transformation from one stage to another within the organizational goals. Compared 

with the traditional leadership of the old views, the new sustainable approach is the new 

vision towards individuals as human beings and not as tools only. The sustainable TL 

as an emergent concept emerges from interaction between individuals and the approach 

that elevate performance. This approach cannot emerge from one side (organization). 

The approach that consists of two main dimensions such as; sustainable occupational 

training and sustainable social training. The dimensions based on interactive role of 

individuals toward the approach and vice versa. This research bridges the gaps by 

applying social network analysis method to TL approach.  

 

The findings reveal that teachers’ organizations interacts with the sustainable TL 

dimensions to promote the performance occupationally and socially. Several teachers 

in organization B and C do not interact with the approach from the organization. The 

reasons for the given situation are lack of justice, poor in distribution services, lack of 

motivation between individuals and delayed realization of the approach as it is shown 

 

B 
70% 70% 

 

C 
40% 40% 

 

organizations 

 

Degree of centralization  

 

Degree of density 
 

A 
100% 100% 

 

B 
100% 100% 

 

C 
30% 30% 



    

 (  2024(   لسنة  ) 4(  العدد )  63مجلد )     /E-ISSN (Online) : 2518-9263   P-ISSN 0552-265X        مجلة الأستإذ للعلوم الإنسانية والاجتماعية 

 

19 

 ج

  

 

in the maps of organization B and C. it means that degree of centralization is low and 

not all teachers connected with the SOT and SST in the blue color. The organization A 

has strong situation. The reason for the given situation is all teachers are connected with 

the SOT and SST approach as dimensions.  The organization B only in SOT, all teachers 

are connected with the SOT, but as we mentioned above in SST the organization B also 

not all teachers are connected with the SST. The reasons become obstacles to delay the 

benefits of the dimensions or become an intermediary makes a gap between teachers 

and sustainable TL. These reasons emerge from the organizations toward teachers.   

 

Conclusion  
 

The present study fills gaps and contribute theoretically and methodologically by 

implementing social network analysis into sustainable TL concept and its dimensions. 

Additionally, dimensions of sustainable TL are examining with the social network 

analysis as another contribution of the present study. The present study has also some 

managerial implications. First, the quality of the connections between individuals and 

the sustainable TL dimensions may be increased in order to develop the rate of 

centralization that distribute the services of development. Second, the attention of 

individuals may increase toward the dimensions as an approach to develop their 

performance. Third, individuals may motivate each other to increase the rate of 

attention and participation in the process of development occupationally and socially. 

Therefore, organizations able to benefit from the advantage of sustainable TL such as 

occupational and social advantages between individuals and the organization itself. The 

results of this study provide that, it is significant to integrate sustainable TL and its 

dimensions for achieving pre-defined sustainable goals. specifically, for survival, the 

educational organizations can be aware from such delayed realization toward 

development, achieving sustainable objectives, promoting performance and protecting 

from poor services, and agree upon empowerment sustainably in order to develop 

performance. On the other hand, the present research focuses only on the role of 

sustainable TL dimensions and teacher’s performance as outcomes in the organization 

occupationally and socially.  

 

Recommendations  

 

The present study recommends that it is significant to focus on the teacher’s 

performance that deliver the knowledge to students. And what intermediaries can make 

bridges to fill gap among teachers and students. Then, focusing on if the sustainable TL 

if it has a black side that may impact on teacher’s performance and the development 

process or not. For such future work, sustainable TL dimensions become a trend or 

pervasive vision to be dominated on the organizational structure as a systematic 

approach.  
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 الملخص: 

يعد أداء المعلم أحد القضايا المثيرة للجدل في المنظمة. تلعب القيادة التحويلية المستدامة وأبعادها دورا كبيرا في  

تغيير طبيعة أداء المعلم في المنظمة. في هذه الدراسة تمت مناقشة ودراسة أبعاد القيادة التحويلية المستدامة  

في    شخصا  30لتحليل وفهم النتائج. تم جمع البيانات وشارك    الاجتماعي كأداة من خلال تحليل شبكات التواصل  

منظمات وذكرت كرموز في الدراسة. توضح هذه الدراسة أن   3الاستبيان. المنظمات هي قطاعات تعليمية وهي 

لنهج القيادة التحويلية المستدامة قادرة    المستدام كأبعادكلا من التدريب المهني المستدام والتدريب الاجتماعي  

لى تعزيز وإشراك المعلمين إذا كانت طريقة تطبيق الأبعاد صحيحة لمواصلة التحسن بشكل مستدام. المنظمات  ع

التدريب الاجتماعي  سلبية فيما يتعلق بـ Cومع ذلك، فإن المنظمة  التدريب المهني المستدام فيما يتعلق بـ ة إيجابي

 . المستدام
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