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Abstract

The purpose of this research is to investigate whether there is a
significant relationship between proactive workplace behaviors and
transformational leadership behavior among private sector employees.
If there is a meaningful relationship, the study aims to determine the
direction and level of the impact of perceived transformational
leadership behavior on proactive workplace behaviors. To achieve this
objective, data was collected through face-to-face surveys from
employees working in the workshops of Toyota, Nissan, and Peugeot
companies operating in the automotive sector in Turkey. Structural
equation modeling was employed to test the proposed hypotheses.
Partial Least Squares Structural Equation Modeling (PLS-SEM), a
variance-based structural equation modeling method, was used to
analyze the relationship between the factors included in the research
model. The results of the analysis revealed a high and significant
relationship between transformational leadership behavior and
proactive workplace behaviors. Furthermore, it was found that
transformational leadership behavior significantly and positively
influenced the sub-dimensions of proactive workplace behaviors,
including voice, taking charge, problem prevention, and individual
innovation factors.

Keywords: Transformational Leadership, Proactive Workplace
Behaviors, Automotive Industry, Job Attitude

Introduction

Individuals actively involved in business life need someone to show
them what to do when they encounter situations outside of normal
operations or face new circumstances. In organizations, individuals in
such positions also take responsibility for the work, even if they are not
actively involved in it. These individuals are generally referred to as
managers. However, the concept that takes management to a higher level
is the concept of leadership. Although they may seem similar at first
glance, leadership is a concept that goes beyond management. It is
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considered ideal for individuals with leadership qualities to
perform managerial tasks in many institutions. In many
small businesses, the manager or leader is often the owner
or partner of the company, but as the business grows,
individuals who better reflect the concept of leadership are
appointed to this status. A leader strives to use all available
resources to sustain, develop, and avoid problems in the
business. Moreover, a leader is someone who benefits the
region where they are located and influences their
surroundings in proportion to their ability to use their power
effectively. They take responsibility and make decisions
based on intelligence and knowledge. On the other hand, a
manager holds the position of being responsible for a unit.
The more active, visionary, and skilled in interpersonal
relationships a manager/leader is in a company, the more it
can positively impact the motivation of employees and the
profitability of the company. Business owners nowadays
select not only managers who merely stand above the
workers, constantly reprimand employees, and rarely leave
their offices unless there is a problem but also leaders who
add value to the company and enhance the atmosphere of
harmony.

The topic of leadership has been widely addressed in
scientific research. It does not only focus on a single type of
leadership model, but different concepts are discussed
based on the characteristics of the leader. One of these
concepts is transformational leadership. Another topic is
proactive workplace behaviors. These behaviors can be
considered as the ability to anticipate potential problems in
the workplace, develop solutions, and quickly adapt to new
situations. Similar to transformational leadership,
proactive workplace behaviors also create a positive
perception. Therefore, this study aims to explore whether
individuals exhibiting transformational leadership
behaviors also demonstrate proactive workplace behaviors
and whether transformational leaders motivate employees
to exhibit proactive workplace behaviors. The research
conducted focuses on the development and maximization
of proactive workplace behaviors, which are crucial for the
continuity and performance objectives in organizations,
and itaims to contribute to the literature in this regard.
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Literature Review
Transformational Leadership

The concept of leadership in the Oxford Dictionary is
defined as “the action of leading a group of people or an
organization, or the ability to do this” (ibicioglu et al.,
2009). In the literature, the concept of leadership has been
defined by some authors as follows: According to
Sabuncuoglu and Tiize (2001), a leader is someone who
directs people towards a specific goal and enables them to
take action. Burns (1978) defines leaders as individuals
who mobilize followers by utilizing personal, political,
economic, and other powers to achieve different or
common objectives. Bass (1990) states that a leader is
someone who can bring together at least two of the
following aspects in group behaviors and processes:
achieving goals, creating synergy, being powerful, and
making decisions. Fischer (2016) defines leadership as the
title given to someone who directs their followers to behave
in a desired manner and manages this process over time.

As can be understood, a leader stands out within a group
with qualities such as ideas, authority, vision, and many
others. Leadership is a concept that can be developed, but it
is also known that many individuals have inherent
leadership qualities. Life experiences may have compelled
some people to become leaders, while others may be
inclined to think, “Leadership is not for me; it requires a lot
of thinking and taking on a lot of responsibility.”
Nevertheless, individuals who demonstrate leadership
behavior are sought after by companies, and as their
experience grows, they can receive better offers. People
who have previously held leadership/managerial positions
in their former workplaces often apply for managerial roles
when transitioning to a new job and are frequently hired as
managers based on their resumes by human resources
departments.

The concept of transformational leadership was introduced
in the book “Leadership” by Burns (1978), where various
leadership models were examined (Dede, 2019). Burns
(1978) is the scholar who coined the term “transformational
leader,” defining it as someone who changes the needs,
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beliefs, and values of their followers (Kogel, 2003). The
definition was further developed by Bass (1985). There are
various definitions of transformational leadership in the
literature. Some of them are as follows: According to
Intepeler and Baris (2018), transformational leadership
refers to the processes that meet the expectations and needs
of employees and motivate them towards the organization's
goals. A transformational leader is one who positively
organizes their followers and motivates them towards
change and innovation (Sahin, 2009). According to Bass
(1985), transformational leaders develop and articulate an
attractive vision for the future, provide constructive
feedback to employees, inspire them to work towards
common goals, and motivate them to achieve high levels of
performance. Transformational leaders believe that there is
more than one way to achieve success and take into account
the intellectual and emotional needs of their followers
(Bass, 1997). Pieterse et al. (2010) describe
transformational leadership as a leadership style that
develops the interests, ideals, and values of followers in line
with the organization's goals and motivates them to achieve
higher performance than expected. Jung etal. (2003) define
transformational leaders as individuals who can effect
change through influence and charisma, acting as role
models within the community. Cogaltay et al. (2014) also
state that transformational leadership is a concept that
includes emotions and values, focusing on long-term goals
and aiming to transform and change followers during this
process. Cafoglu (1997) states that transformational
leaders, due to their extraordinary structures, are not
satisfied with the existing and continuously produce new
thoughts and ideas, internalizing them to their followers,
and they are responsible for creating a vision within the
organization. Kaygin and Kaygin (2012) describe
transformational leaders as taking the role of a teacher or
counselor, considering the individual needs of all
employees. They closely engage with employees'
problems, establishing healthy and quality connections,
and thus creating a mutual trust environment. Additionally,
Odumeru and Ogbonna (2013) define transformational
leaders as leaders who help their employees discover their
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strengths and weaknesses, bring out their qualities, and
strive to involve them in the activities.

Kouzes and Posner (2012) have defined five important
leadership characteristics in transformational leadership.
These characteristics are: providing direction, developing a
shared vision, following processes, supporting employees'
development, and congratulating followers on their
achievements to encourage them. According to Bass
(1990), transformational leadership is built upon four
fundamental components in the literature. These are:
idealized influence (charisma), inspirational motivation,
intellectual stimulation, and individualized consideration
(Bass and Avolio, 1994). Podsakoft et al. (1990) have stated
that transformational leadership should encompass the
following six characteristics:

» Articulating a standardized vision

* Beinganappropriate role model

» Facilitating the acceptance of the community's goals
»  Havinghigh expectations for achievement

*  Providing individualized support

» Providing intellectual/scientific stimulation

Transformational leaders enhance employees' motivation,
work enthusiasm, job satisfaction, and improve the work
environment (Walumbwa et al., 2005). According to
Carless et al. (2000), the concept of transformational
leadership is associated with the following behaviors:
providing a vision, promoting the development of
employees, offering support and contributions,
empowering and enabling employees, being innovative,
serving as a role model, and having charismatic presence.
Transformational leaders break conventional norms, take
risks, and serve as a source of inspiration for everyone.
They involve the organization in exploratory activities and
contribute to the development of synchronized
communication and feedback processes (Purvee and
Enkhtuvshin, 2014). On a personal level, transformational
leaders support the development and active participation of
their followers while contributing to a sense of unity and
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togetherness among the staff. This naturally builds a sense
of trustamong employees (Braun etal., 2013). Compared to
transactional leadership styles, the transformational
leadership style can generally lead to higher performance
within an organization. Leaders with this style possess
charismatic and visionary qualities. They can inspire their
subordinates to look towards the future, taking the set goals,
objectives, and visions beyond their current limits (Hassan
et al.,, 2019). The transformational leadership theory
focuses on the significant role leaders can play in
promoting both personal and organizational change and in
helping employees meet and exceed performance
expectations (Avolio, 2005).

Proactive Workplace Behaviors

Proactive is a term used in dictionaries to refer to being
willing to take risks, initiate action, and possess foresight.
Proactivity involves self-initiated behavior that is focused
on change and the future. Being proactive means making
efforts to predict future outcomes, control and improve the
environment, and initiate actions and changes without
being prompted (Crant, 2000; Frese and Fay, 2001; Grant
and Ashford, 2008). It is essential to avoid confusing two
similar concepts. Proactive personality and proactive
workplace behaviors measure different aspects, but it
cannot be said that they have no relationship. Uncuoglu-
Yolcu (2017), in her doctoral thesis, conducted a detailed
literature review and concluded that proactive personality
is one of the antecedents of Proactive workplace behavior.
Proactive workplace behavior is discussed in three different
dimensions. The first one is the organizational environment
(Proactive workplace behavior within the organization),
the second is the organization's alignment with the external
environment (proactive strategic behavior), and the third
and final dimension is the individual's adaptability to the
organizational environment (proactive person-
environment fit) (Parker and Collins, 2010). This study will
examine the topic of Proactive workplace behavior,
specifically looking at the characteristics, perceptions, and
attitudes of employees and managers in the workplace.
However, there are still limitations in the research as
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validated tools to measure Proactive workplace behavior
are primarily conducted only in the most commonly used
language, which is English (Uri, 2017).

Proactive workplace behavior is defined differently in
various literature sources. It involves making decisions that
will improve the current situation, challenging obstacles
instead of conforming to the usual situation (Crant, 2000).
Proactive workplace behavior is an approach where
individuals initiate tasks independently, touching the
routine functioning of a job (Frese et al., 1997). According
to Parker et al. (2006), Proactive workplace behavior refers
to the forward-looking activities initiated by individuals
aiming to change and update themselves or their behaviors.
Grant and Ashford (2008) define Proactive workplace
behavior as “the anticipatory activities that employees
exhibit to change themselves and/or their environments.”
Different authors have explored the components that
explain Proactive workplace behavior, such as taking
responsibility, expressing ideas, taking preventive
measures against problems, and individual innovation
(Palabiyik and Yiicel, 2018).

Bindl and Parker (2010) have listed three important reasons
for organizations and individuals to exhibit proactive
behavior. These reasons include taking initiative regarding
opportunities and threats, supporting creative activities by
assuming responsibility, and taking responsibility in
individual career/performance competition. Uysal (2014)
listed the fundamental features of Proactive workplace
behavior as being anticipatory, open to change, and taking
independent responsibility in decision-making in his
doctoral thesis. Finally, receiving support from leaders
encourages a higher sense of self-determination (Oldham
and Cummings, 1996) and increases employees' sense of
competence and their willingness to initiate future-focused
changes (Parker and Wu, 2014).

Research Methodology
The Population and Sample of the Research

The population of the research consists of employees
working in the automotive sector (private sector) in Turkey.

49



Pacific Business Review (International)

The sample of the research consists of employees working
in the automotive sector in the city of Izmir. The purposive
sampling method, which is a non-probability sampling
method, has been used in the research, and 75 out of 95
managers from the Toyota, Nissan, and Peugeot companies
in the sector have responded, ensuring the integrity of the
data. The reason for selecting private sector employees as
the sample is due to the prevalence of transformational
leadership behaviors in the competitive private sector.
Additionally, most of the studies related to transformational
leadership have been conducted in the private sector, and
the need for Proactive workplace behavior is higher due to
the competitive environment.

The Data Collection Method of the Research

In the research, the survey method was used to collect data.
The survey consists of a 5-point Likert scale with a total of
26 items. The first section of the survey includes questions
about demographic information such as age, gender,
educational background, as well as questions about the
number of years working in the current workplace and the
job role. The second section utilizes a 13-item adapted
version of the Transformational Leadership Scale (TLS),
developed by Caglayan (2017), to measure the perception
of transformational leadership. In the third section, a 13-
item Proactive workplace behavior Scale, developed by
Parker and Collins (2010) and adapted into Turkish by Uri
(2017), is used to assess proactive workplace behaviors.

The Research Model

A scanning model was used in the research. Within the
scope of the developed hypotheses, the main dependent
variable of the study is Proactive workplace behavior, and
the sub-dependent variables are voice, taking charge,
problem prevention, and individual innovation. The
independent variable is transformational leadership, and
the conceptual model is represented in Figure 1.
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Figure-1 A Conceptual Model of this Research
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H,,: Transformational leadership has an effect on the voice
factor.

H,,: Transformational leadership has an effect on the taking
charge factor.

H,: Transformational leadership has an effect on the
problem prevention factor.

H,,;; Transformational leadership has an effect on the
individual innovation factor.

Results

According to the descriptive statistics presented in Table 1,
73.3% of the participants in the study are male, while 26.7%
are female. The majority, accounting for 61.3%, are
married. Participants within the age range of26-41 make up
61.4% of the sample, and the highest level of education is
high school with 48%. About 46.6% of the sample has more
than 10 years of work experience in their profession. The
participants work in maintenance-repair, service, and
general personnel departments with approximately equal
distribution, and 85.3% of them hold the position of
“employee.”
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Table-1 Descriptive Statistics

N %
Gender Male 55 73.3%
Woman 20 26.7 %
. Single 29 38.7%
Marital status
Married 46 61.3%
18-25 10 13.3 %
26-33 23 30.7 %
Age 34-41 23 30.7 %
42-49 17 22.7%
50 and Over 2 2.7%
Primary education 4 53%
High School 36 48.0 %
Education status Associate Degree 11 14.7 %
Bachelor's degree 22 29.3 %
Postgraduate 2 2.7 %
1-5 Years 15 20.0 %
Length of Service in the Profession 6-10 Years 2 333 %
11-15 Years 16 21.3%
16 Years and Over 19 253 %
Management 9 12.0 %
Maintenance 16 21.3%
Service Services 19 253 %
Department General Staff 15 20.0 %
Sales 8.0 %
Customer relationship 3 4.0 %
Other 93 %
. . Executive Assistant/Assistant 11 14.7 %
Professional Position
Worker 64 853 %

The data obtained from the research were analyzed using
Structural Equation Modeling (SEM). SEM has two
different approaches: covariance-based and variance-based
modeling (Hair et al., 2017). In the analysis of the
relationships between factors included in the research
model, the variance-based Structural Equation Modeling
method called PLS-SEM (Partial Least Squares Structural
Equation Modeling) was used. One of the most significant
features of PLS-SEM is its ability to predict complex
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research problems in a synchronized and detailed manner
(Anderson and Gerbing, 1988). During the development of
the measurement model, the responses to the questions
were taken into consideration. The evaluation of the
research model included assessing the item reliability in
terms of factor loadings, the construct reliability in terms of
composite reliability, the convergent validity examined
through Average Variance Extracted (AVE) values, and the
discriminant validity examined through correlations.
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Table-2 Factor Analysis Results of the Model

Factor Items Factor Loads Item Reliability CA CR AVE
S02 0.835 0.697
S03 0.822 0.676
S04 0.717 0.514
S05 0.790 0.624
Tr rmati S06 0.750 0.563
Le‘;’;g " h’;’p“”"”"’ 07 510 a1 0941 | 0950 | 0.656
S08 0.880 0.774
S11 0.807 0.651
S12 0.810 0.656
S13 0.829 0.687
S14 0.849 0.721
Voice S15 0.887 0.787 0.792 0.877 0.705
S17 0.779 0.607
S18 0.908 0.824
Taking Charge S19 0.906 0.821 0.879 0.925 0.805
S20 0.876 0.767
S21 0.897 0.805
[Problem Prevention S22 0.919 0.845 0.903 0.939 0.837
S23 0.929 0.863
S24 0.891 0.794
Individual Innovation S25 0.938 0.880 0.879 0.926 0.806
S26 0.863 0.745

As seen in Table 2, the factor loading values range from
0.717 to 0.938. In scale development or model research, a
factor loading value between 0.50 and 0.60 can be
considered acceptable (Hulland, 1999). Therefore, based
on the model, items SO1 and S09, which have factor loading
values below 0.50, have been removed from the scale. The
rest of the items in the model were found to be within the
specified range. Cronbach's Alpha value represents the
internal consistency of the questionnaire items. Cronbach's
Alpha value ranges from “0” to “1.” If the alpha values are
below 0.50, the responses are considered unreliable; if they
are between 0.50 and 0.80, they are moderately reliable;
and ifthey are above 0.80, they are highly reliable (Salvucci
etal., 1997:115). In the model, the Cronbach's Alpha value
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for transformational leadership was found to be 0.941; for
the voice factor, it was 0.792; for the taking charge factor, it
was 0.879; for the problem prevention factor, it was 0.903;
and for the individual innovation factor, it was 0.879. These
results indicate that the model has internal consistency and
ensures item reliability.

Composite Reliability (CR) represents the reliability of the
model. The values of Composite Reliability (CR) should be
equal to or greater than 0.70 (Dogan, 2019). In the model,
the Composite Reliability (CR) value for transformational
leadership factors was 0.950; for the voice factor, it was
0.877; for the taking charge factor, it was 0.925; for the
problem prevention factor, it was 0.939; and for the
individual innovation factor, it was 0.926. All factors had
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Composite Reliability (CR) values above 0.70, indicating
the expression and structural reliability of the model.

Convergent validity of the model was examined by looking
at the Average Variance Extracted (AVE) values. AVE
should be greater than 0.50 (Dogan, 2019). In the model, the
AVE value for transformational leadership factors was
0.656; for the voice expression factor, it was 0.705; for the
taking charge factor, it was 0.805; for the problem
prevention factor, it was 0.837; and for the individual
innovation factor, it was 0.806. The AVE values were above

Volume 16 Issue 9 March 2024

the specified threshold, indicating the model's convergent
validity. The discriminant validity values in the model
showed the largest values within the corresponding rows
and columns, which demonstrates a proper structure
(Fornell and Larcker, 1981). Table 3 presents the
discriminant validity values according to the Fornell-
Larcker criteria. Upon examination of this table, it is
evident that the factors have the largest values within their
corresponding rows and columns, indicating that the model
adheres to the criteria for discriminant validity.

Table-3 Differential Validity by Fornell-Larcker Criteria

TL Voice Taking Problem Individual
Charge Prevention Innovation
TL 0.810
Voice 0.761 0.840
Taking Charge 0.620 0.653 0.897
Problem Prevention 0.759 0.750 0.752 0.915
Individual Innovation 0.802 0.798 0.591 0.738 0.898

To confirm discriminant validity, cross-factor loadings
were examined. Cross-factor loadings should be higher for
the external loads of the model than for the cross-loads of
other constructs (Hair et al., 2014:106). In the model, items
S10 and S16 were removed from the analysis as their cross-
loading values were higher on other factors. Cross-factor

loadings are shown in Table 4. Upon examination of this
table, it is evident that after removing items S10 and S16
from the model, each factor's loadings were higher than all
cross-loadings, indicating that the cross-factor loadings
met the specified criteria and thus confirming the
discriminant validity.

Table-4 Cross Factor Loads

TL Voice Taking Problem Individual

Charge Prevention Innovation
S02 0.835 0.600 0.435 0.630 0.665
S03 0.822 0.632 0.600 0.607 0.646
S04 0.717 0.554 0.474 0.460 0.555
S05 0.790 0.645 0.358 0.586 0.649
S06 0.750 0.583 0.503 0.528 0.532
S07 0.849 0.621 0.418 0.625 0.675
S08 0.880 6.260 0.459 0.644 0.657
S11 0.807 0.623 0.592 0.641 0.723
S12 0.810 0.583 0.580 0.632 0.726
S13 0.829 0.683 0.567 0.745 0.768
S14 0.717 0.849 0.460 0.599 0.774
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TL Voice Taking Problem Individual

Charge Prevention Innovation
S15 0.663 0.887 0.538 0.681 0.671
S17 0.508 0.779 0.697 0.616 0.533
S18 0.565 0.583 0.908 0.700 0.550
S19 0.591 0.577 0.906 0.688 0.500
S20 0.506 0.601 0.876 0.633 0.546
8§21 0.639 0.702 0.688 0.897 0.652
§22 0.684 0.659 0.689 0.919 0.665
$23 0.752 0.698 0.689 0.929 0.705
824 0.746 0.641 0.520 0.682 0.891
S$25 0.731 0.690 0.586 0.653 0.938
526 0.730 0.819 0.487 0.650 0.863

The research examines the hypothesis Hle, which proposes
the following problem statement: “There is a positive
relationship between transformational leadership and
Proactive workplace behavior.” The analysis results related
to testing this proposition are presented in Table 5. When
the total scores of transformational leadership and

Proactive workplace behavior were subjected to two-tailed
Pearson correlation using the PSPP statistical software, a
high positive correlation was observed (r=0.839; p<0.05),
and Hle was accepted.

Table-5 Results of Correlation Analysis

Proactive Workplace Behaviors

Pearson Correlation

0.839

Transformational Leadership

Sig. (2-tailed)

0.000

The path model results indicate whether the established
relationships are supported by the model. When Table 6 is
examined, it is observed that the T-values for the path
coefficients of hypotheses Hla, Hlb, Hlc and Hl1d are
greater than the critical T-table value of 1.96 at a 95%
confidence interval, as stated in the literature. Additionally,

the p-values for hypotheses Hla, H1b, Hlc and H1d are
also found to be less than 0.05. As a result, it can be
concluded that hypotheses Hla, H1b, Hlc and H1d are
supported.

Table-6 Path Coefficients and Test Results

H Path Path Coefficient T Value p R? Hypothesis Result
H,. |TL->PWB 0.000 0.703 Accepted
H,, |TL -> Voice 0.761 13.367 0.000 0.579 Accepted
Hy, |TL -> Taking Charge 0.620 6.048 0.000 0.384 Accepted
H;. |TL -> Problem Prevention 0.759 10.056 0.000 0.576 Accepted
H,4 | TL -> Individual Innovation 0.820 26.047 0.000 0.672 Accepted
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Another aspect to consider in path analysis is the effect size,
which is represented by the R2 values. R2 indicates the
percentage of variance in the endogenous variable
explained by the exogenous variables. R2 values of 0.25 are
considered weak, 0.50 moderate, and 0.75 strong. In the
conducted R2 analysis within the scope of the research, it
was found that the R2 value for the voice factor is 0.579,
indicating a moderate level of explanation of the voice
factor by transformational leadership. For the taking charge
factor, the R2 value is 0.384, indicating a weak level of
explanation of the taking charge factor by transformational
leadership. The problem prevention factor has an R2 value
0f 0.576, indicating a moderate level of explanation of the
problem prevention factor by transformational leadership.
Lastly, for the individual innovation factor, the R2 value is
0.672, indicating a moderate level of explanation of the
individual innovation factor by transformational
leadership.

Conclusions and Recommendations

If an organization is established for commercial purposes,
increasing productivity and success, as well as profitability,
becomes the primary goal. To achieve this, many variables
need to be aligned with each other. Simply investing in
good marketing and advertising will not solve all problems.
Ultimately, the main element of an organization is its
people. Ifthe right people perform the right tasks at the right
time, success can be achieved. Among these individuals,
managers play a crucial role in contributing to success. It is
essential for a manager to possess “leadership” qualities
that are relevant to the era. Leaders think comprehensively
about the organization and have a vision and mission. They
communicate with everyone involved in the organization,
listen to and attempt to solve problems, and take
suggestions into account. They are open to technological
innovations and opportunities brought by the times. They
do not just give orders but also persuade employees,
making tasks embraced by the workforce. They treat
employees fairly, maintaining a certain distance while
establishing bonds of love and respect with everyone. They
inspire trust and possess charisma. Numerous distinctive
characteristics demonstrate a person's leadership qualities.
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Transformational leaders take these qualities to the next
level. They lead the organization towards its goals and
develop new objectives and visions. They expect their
followers to adapt quickly to innovations, feel a sense of
belonging to the organization, perform tasks without
waiting for orders, and, when necessary, take initiatives.
The desired behavior aligns with the pro-active work
behaviors described in the study.

The participants of our study were employees in the private
sector working in the automotive sector. Based on the
collected data, a positive relationship between
transformational leadership and proactive workplace
behaviors was identified. The relationship between
transformational leadership and the sub-dimensions of
proactive workplace behaviors was also found to be
generally positive. When interpreting these findings, it is
believed that followers under a transformational leader can
express their thoughts openly. This suggests that in
companies with leaders possessing similar characteristics,
expressions like “will I face consequences if I voice my
opinion?” may not be applicable. Followers under such
leaders are not hesitant to take responsibility, as they are
aware of the leader's problem-solving approach. They
actively seek solutions to problems that arise during work
and present them to the leader. They are open to individual
innovations and also consider the motivating aspect of
innovation.

Recommendations can be provided for managers aspiring
to become transformational leaders. First and foremost,
while considering the organization's interests, individuals
should not be overlooked, and fairness should be
maintained. Instead of taking credit individually for every
success, they should emphasize the team spirit and
highlight the achievements of the employees. They should
be present alongside the organization in the field. Being a
good listener and observer is crucial. When explaining the
measures and decisions taken, they should be
straightforward and honest. They should never forget that
their followers/employees are also human beings, with
personal lives and problems, and acknowledge that they too
have families. Remembering special occasions and
offering support as a friend during difficult times is
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important. Rather than using accusatory language, they
should use motivational language and be inclined to forgive
mistakes, if unintentional. They should make an effort to
use “we” language instead of “I” language.

For future studies, research in different business sectors and
with broader participation is necessary. The current
situation has been attempted to be presented here at a
fundamental level. Such studies should also be
complemented and supported by qualitative research
methods.
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