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AN EMPIRICAL STUDY OF TRANSFORMATIONAL
LEADERSHIP IN SLOVENIAN ENTREPRENEURSHIP
| 65

Dejan Jelovac1, Matjaž Maške2
Abstract
The present article reports on the results of a quantitative empirical
survey of leadership styles of Slovenian entrepreneurs, owners and/or
founders of SMEs. The study aimed to answer the following research
question: Which leadership style enhances the success of a leader’s
organisation? On the basis of the existing literature, we hypothesised
that the transformational leadership style is likely to increase the
effectiveness and success of a business. We also hypothesised that
Slovenian entrepreneurial leaders used the transformational leadership
style to a greater extent than the transactional leadership style. The
survey was conducted using the self-reported Multifactor Leadership
Questionnaire on a sample of 100 entrepreneurial leaders from the
entire territory of Slovenia. The results suggest that Slovenian leaders
use transformational leadership more than transactional. The use of
transformational leadership was correlated with increased self-reported
effectiveness of their organisation. The article concludes with a
discussion on the impact of transformational leadership on enhancing
the effectiveness of Slovenian business. Implications for future research
are discussed.
Keywords: entrepreneur, leader,
transactional leadership, effectiveness.
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Introduction
The study of organisational leadership has been dominated by changeoriented leadership models and practices for the past 30 years (Groves
and LaRocca, 2011), these include transformational leadership (Bass,
1985; Avolio and Bass, 1991), charismatic leadership (Conger, 1999),
and visionary leadership (Nanus, 1992). Several qualitative and metaanalytic reviews (Lowe, Kroeck and Sivasubramaniam, 1996; Conger,
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1999; Judge and Piccolo, 2004) have demonstrated the significant
effects of change-oriented leadership at all three levels of analysis
(individual, group, and organisational). The results of transformational
leadership studies are significant, including positive effects on follower
effort, performance, job satisfaction, and organisational commitment
(Lowe et al., 1996), organisational citizenship behaviours (Podsakoff,
Niehoff, Moorman and Fetter, 1993), net profit margin (Waldman,
Ramirez, House and Puranam, 2001), leadership effectiveness during
periods of organisational change (Groves, 2005), and leadership
effectiveness in engendering follower innovative behaviour (Pieterse,
Knippenberg, Schippers and Stam, 2009). In trying to conceptually
distinguish transformational from transactional leadership recent
literature has focused on the research of Burns (1978), and Bass (1985)
and colleagues (Avolio and Bass, 1991; Bass and Avolio, 2000). All of
those scholars claimed that transactional leaders influence followers by
controlling their behaviours, while transformational leaders influence
their followers by developing and communicating a collective vision and
inspiring them to look beyond self-interests for the common good of the
team, organisation etc. (Groves and LaRocca, 2011). The most recent
model of transformational leadership was developed by Bass, Avolio,
and other scholars (Bass, 1998; Avolio, 1999) and includes five
leadership dimensions: (i) idealised attributes, (ii) idealised behaviours,
(iii) inspirational motivation, (iv) intellectual stimulation, and (v)
individualised consideration (Bass and Avolio, 2000).
In contrast to transformational leadership, transactional leadership is
defined as leadership that supports the status quo through mutual leader
and follower self-interests across three dimensions: contingent reward,
active management-by-exception, and passive management-byexception (Bass and Avolio, 2000). Transactional leaders demonstrate in
everyday business life: 1) strong intention to specify the standards for
compliance and punishment for non-compliance, 2) close monitoring of
followers for any deviances, mistakes and errors (so that corrective
action can be taken as soon as possible), and 3) contingent reward by
clarifying follower expectations and offering recognition and rewards
when goals are achieved (Groves and LaRocca, 2011). In spite of
considerable empirical support for the previously mentioned dimensions
of transformational and transactional leadership (e.g., Bass, 1998;
Avolio, 1999; Bass and Avolio, 2000), some other studies have
disclosed a number of different factors which might be important for the
design of leadership model (e.g., Carless, 1998; Yukl, 1999; Turner,
Barling, Epitropaki, Butcher and Milner, 2002; Yukl, 2002; Pieterse et al.,
2009).
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Since leadership is a process in which an individual influences a group
of individuals to achieve a common goal (Northouse, 2007: 3), one may
ask, what is the right way in which a leader in today's rapidly changing
Slovenian society and its entrepreneurial sphere should impact the most
meaningful on his followers to achieve efficient and effective results. It is
generally accepted that leadership is one of the major factors of success
or failure in life (not only in business but also in the private and/or
public), because it has a greater impact on events, than any other factor.
A leader’s most important task is to mobilise the hampered and
frustrated ambitions of his followers and members of his team, to
mobilise their competencies that have fallen asleep, and enable them to
ignite a new enlightened and holistically minded spirit in all its
unpredictable glory and power. In connection with changes in society
there are also logically changing needs of the various leadership
competencies and styles. Leaders must adapt their style of leadership to
the changing needs of society and followers, but on the other hand,
there is "interdependence of style of leadership and style of leader that
always derives from his essential ideas and a sense of human nature"
(Covey, 2000: 52). From this it follows that there is no single and sole
style of leadership, which could be uncritically, stiff, universally used and
would only lead to success.
There have been as many definitions conceptualised about this complex
phenomenon as there have been academics engaged with it3. For
example, understanding the phenomenon of leadership as a process
means that we are not speaking about the traits in character, or
characteristic located in an individual, but the interaction between a
leader and his followers. Process in this case means that the leader has
an impact on followers and vice versa - even his followers have an
impact on him. Leadership is a type of social relation in which the action
of a leader and his followers appears to be a reciprocal, interactive.
Therefore, leaders need "supporters (a group of followers) and followers
need leaders" (Burns, 1978 in: Northouse, 2007: 3). Both of them,
leaders and followers are involved in the leadership process as two
sides of same coin (Rost, 1991 in: Northouse, 2007: 4). Leadership in
this context means "the ability to influence, encourage and direct the
staff to the aim pursued. [...] A successful leader cooperates with team

In this regard, a recent review study in this field provides a very
useful insight into “recent theoretical and empirical developments
in the leadership literature, beginning with topics that are currently
receiving attention in terms of research, theory, and practice”
(Avolio, Walumbwa and Weber, 2009: 421).
3
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members in creating a favourable climate to achieve organisational
goals” (Možina in: Možina et al., 2002: 499). Leadership is the action - a
good leader makes his colleagues be successful (Schmieder, 2006: 21).
The good leader can mean the difference between success and
bankruptcy (Robbins and Judge, 2008: 175). Leaders are artists in the
management of people with the aim of achieving common goals. They
are like the orchestra conductor who "achieves that all comply with total
musical score, total quality sound and tempo, which he sets" (Černetič,
2004: 31). Leadership is thus the ability to influence the group to achieve
the vision or goals, which may be formal, or informal4 (Robbins and
Judge 2008, 176). Leadership is primarily the use of power and
influence, based on the interests of people, allowing short- and longterm efficient and effective operation of the organisation (Tavčar, 2005:
16). It is implemented only when leaders are mobilising people with
some shared motives and intentions, be they institutional, political,
psychological or other (possibly in competition or conflict with others), in
order to arouse, engage and satisfy the motives of followers. Thus,
leadership often tends to elitism, unconsciously, as it projects heroic
images on a shady background of dark, monotonous, helpless masses
(Burns, 2002: 916). The essence of leadership is therefore skills and
habits that are reinforced in practice. "When you become more skilled,
when it becomes a habit, the less you are engaged in the mechanics of
leadership and more towards results" (Taylor, 2003: 45). From this
perspective, leadership can be linked with the arts of a leader’s influence
on the effective management of his followers’ emotions (Goleman,
Boyatzis and McKee, 2001: 182-6). It means passion, values and selfimage on one hand and position (in the hierarchy) and impact on the
other (Heifetz, 1994: 13), it is an active and a reflected act, the choice
between participation and observation, which always requires the
strategy of learning and adaptation (Heifetz, 1994: 276). Leadership is
actually powered by "the ability to retain creative tension, the energy that
is created when people develop a vision and tell the truth (their best one)
about the current reality" (Senge, 1999: 16). "Leadership is vision"
(Drucker, 1995 in: Senge et al., 1999: 16). Moreover it is “the capacity to
translate vision into reality” (Bennis in: Maxwell, 1997: 14). In this regard,
the Alaska proverb tells that only the lead sled dog has a different view
in the dog sled.

4

The formal appointment of a leader in the hierarchy and the
actual running of everyday practices does not always match.
Individuals may in special circumstances come to the fore and
take leadership i.e. temporary informal management (Goleman,
2001: 205).
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If in the above definitions of the concept of leadership we tried to get to a
general understanding of this phenomenon, then we can conclude the
following: a) leadership is a process, b) it has to do with the influence, c)
it occurs in groups, and d) leadership includes also the achievement of
objectives. Out of this it may be deduced or summarized very general
and widely applicable definition: Leadership is a process whereby an
individual influences a group of individuals to achieve the common
objective of the organisation (Maške and Jelovac, 2011: 3-12). It is
important to remember about a person acting as a leader that everything
he does in the modern business life, he does it in a way that leads him to
the achievement of both personal moral as well as corporate social
responsibility (Jelovac, 2012).
Academics have discovered several types of leadership and,
consequently leaders. Several studies in the late 20th century, as we
have already mentioned, compared the effects of transformational
leadership with transactional leadership effects, indicating that
inspirational leadership possesses a lot of components, which can very
reliably lead to success of the whole team. But organisations in the 21st
century, their structure and dynamics, are different and, consequently,
the pace of their action is faster. This raises new ideas about where the
leader should invest his energy. Perhaps this means less visionary and
more connectivity or networking. Some researchers put in a high place
the leader’s so called soft skills and qualities, such as the need for selfknowledge, the development of emotional intelligence competencies and
skills of positive thinking. However the leader definitely must be bold and
confident in himself. Today's leader must take a decision about the right
action at the right time; while it must be constantly alert "on the ball".
Successful leadership depends to some extent on the possession of
suitable leaders’ qualities (who have an open-minded, extroverted
personality and developed a sense of conscience) and on presenting of
their proper behaviour. While the efficiency of leadership may be a result
of the proper behaviour at the right time, it is obvious that there is quite a
common understanding of what the leader should be. For leaders we
should select individuals with specific characteristics and predisposition
to certain behaviour, with the qualities, skills, and virtues that these
individuals could turn into inspirators of their followers, and individuals
with the emotional intelligence that enable all this. It has appeared in
practice that those who exhibit these characteristics, could learn to
become better leaders5.

5

Somewhat different point of view is represented by Peter Drucker in his seminal work
The Practice of Management (1954) asserted that »leadership cannot be created or
promoted. It cannot be taught or learned” (Drucker, 1954: 158).
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Leadership plays a central role in the understanding of group behaviour,
as the leader is the one who usually presents a vision and direction
towards the goal. However, the leader cannot change things alone – the
whole team with well thought-through roles and with dedicated people
should support him. In the era of globalisation, corporation cannot
operate isolated such as like an island, leader also cannot remain
isolated from his followers. The key to a more open organisation must
represent a more open leader - open to new ideas and markets, open to
others, open to learning, because the new processes require new skills
and/or know-how. Leadership is probably one of the most studied and
explored areas of development management, but unfortunately the
"practice of improving leadership skills and leadership behaviour in our
organisations, it seems that does not follow the results of theoretical
research" (Wash, 2006: 155).
By way of a comparative analysis of relevant sources of recent literature
in the field of leadership, we have correlated the theoretical findings of
academics and the findings of recent researchers’ studies of
transformational leadership, which we dare to claim to be one of the
most appropriate methods of leadership for today's business world. The
construct of the so called transformational leader was founded by Burns
(Lowe et al., 1996: 385), who defined leadership as transactional or
transformational (Bass and Riggio, 2006: 3). Transformational leaders,
in his opinion, stimulate and inspire their followers to achieve excellent
results; on the other hand, they enable followers through the process to
develop their own leadership skills. "They help them to grow and to
develop leaders in a way to respond to their individual needs, to
empower them and to help them sort the goals: individual goals of
followers (their own), leader’s goals, group’s goals and wider
organisation’s goals" (ibid. 3). Bass developed further the idea of
transformational leadership. In his extensive research has been proven
that with the success of leadership likely related elements are
charismatic leadership and inspirational leadership (Bryman, 1992 in:
Cameron and Green, 2007: 128). Within the horizon of transformational
leadership the leader transforms and raises the level of motivation and a
sense of reasonableness towards the followers or to members of his
team while doing so. The leader tries to combine and integrate his own
goals and the goals of his followers into one common goal. He expands
and even boosts confidence, trust and expectations within the members
of his group. Burns adds to this that the transformational leader and his
group raise each other to a higher level not only in motivation but also in
ethics. Such a leadership is engaged in mobilising of hearts and minds
of followers and helps everyone involved achieve greater satisfaction
and sense of achievement. It is driven by the trust, care, interest and
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support and assistance, rather than direct control. We could find a bunch
of synonyms for transformational leadership: inspiring, mobilizing,
enthusiastic, moral rising, encouraging and others (Burns, 2002: 916).
Transformational leadership carefully provides benchmarks and strategic
limits in order to transform people and organisations. Transformational
leadership tends to transform people, to expand their vision, to deepen
their insight and understanding, to clarify the purpose, to act with their
beliefs and values and to trigger the lasting, permanent changes that
encourage the followers. Only the leader can initiate the changes when
he acts as a "transformer" in any situation, in any kind of organisation –
he is the "yeast" of the entire organisation. The leader who transforms
must have “a vision, initiative, patience, respect, endurance, courage
and faith" (Covey, 2000: 241). In this context, one of the most important
tasks of a transformational leader is to encourage innovation in the
behaviour of his followers, since numerous studies over the last twenty
years have shown that the innovative behaviour of employees is of great
significance to organisational effectiveness and survival (Woodman,
Sawyer and Griffin, 1993; Scott and Bruce 1994; Oldham and
Cummings, 1996; Shalley, 1995; West, Hirst, Richter and Shipton, 2004;
Pieterse et al., 2009).
After years of study of the phenomenon of transformational leadership
and development of its paradigms, the researchers have concluded that
transformational leader acts upon the following elements:
• charisma (idealised influence): such leadership provokes
enthusiasm in co-workers, influences pride and confidence
building, communicates important aims in a simple way, and
inspires respect; team members follow his/her example and trust
his/her vision, values, and try to identify with him/her. Proponents
of transformational leadership distinguish between attributed
idealised influence that reflects the charisma of the leader,
gained through the socialisation process, and behavioural
idealised influence that reveals his/her charisma through acts,
behaviour centred on values, convictions and a feeling of
mission;
• inspirational motivation: stimulates the spirit of his/her followers
by setting his/her own example and encouraging their
enthusiasm for achieving common objectives. Clearly represents
the sense of their work, attractive and charming vision and
challenges to his/her followers, inspires the collective spirit,
optimism and enthusiasm;
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•
•

intellectual stimulations: the leader develops creativity and
rationality, and challenges his/her followers at all times to solve
problems in a systematic and creative manner;
individualised consideration (personal treatment of followers):
personally speaks up for the development of every team
member, treats everyone as an individual with particular
personality, and not only as an employee or subordinated
worker, supports and respects the employee, allows the
employee
more
autonomy,
stimulates
bidirectional
communication, is a good listener, applies the method of
management by walking around. The leader acts like a good
coach and mentor (Cameron and Green 2007, 129; Bass and
Riggio, 2006: 5-7; Antonakis, Avolio and Sivasubramaniam,
2003: 264-5).

Based on our understanding of the existing literature and anecdotal
evidence of Slovenian leadership practices, we hypothesised that
Slovenian entrepreneurial leaders would already be in the process of
becoming transformational leaders. Our study also aimed to replicate the
findings of previous research conducted in developed Western countries
which showed that the effectiveness of the leader's group or
organisation was increased by the use of transformational leadership.
We hoped to replicate this on a sample drawn from Slovenia, an EU
member state in post-socialist transition.
We tested the following two hypotheses:
H1: Slovenian entrepreneurial leaders will use transformational
leadership style more than transactional.
H2: The effectiveness of a leader’s group or organisation will increase
through the use of transformational leadership.
Method
This is the first report of the results of our quantitative empirical survey of
entrepreneurial leadership styles in Slovenia.
Sampling method
Potential respondents were identified from publicly available electronic
databases of AJPES (Agency of the Republic of Slovenia for Public
Legal Records and Related Services) and Gea College of
Entrepreneurship, Ljubljana, Slovenia, as well as the authors’ personal
networks. The survey was carried out between August 14 and
September 14, 2009. Ultimately, 100 questionnaires that were suitable
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for further analysis were collected. Of these 100 respondents, 67 were
men, 32 were women, while one respondent did not provide the
information on gender. The gender distribution of respondents in our
sample approximately corresponds to the gender structure in the
population of Slovenian managers (74.17% men, 25.83% women)
(Statistical Office of the Republic of Slovenia, 31.12.2008, 121, SKP
Rev. 2).
Measures
We used the Multifactor Leadership Questionnaire (MLQ Form 5X-Short)
(Avolio et al., 1999; Bass and Avolio, 2000). The MLQ is an established
quantitative tool for surveying transformational leadership. The
instrument has been tested in more than 75 studies and has been used
for studying leaders of different types of organisations and leaders at
different levels of the managerial hierarchy (Lowe et al., 2006). The MLQ
has made it possible to collect “similar types of data using the same
instruments, constructs, and model across all levels of leadership” (Bass
and Riggio, 2006: 229). We chose this validated and reliable measure
due to its widespread use in the literature and its excellent psychometric
properties. Such a decision was supported by Lowe et al.’s (1996) metaanalysis of a decade of research using the MLQ which established its
reliability and showed that it significantly predicted the effectiveness of
organisational units.
The MLQ was translated from English into Slovenian by the authors. The
translation was aided by the use of an existing Croatian version of the
scale. The translated version was pilot tested on 10 native Slovenian
speakers whose linguistic suggestions were taken into account in the
final version. The version of the MLQ used in the present study consists
of 45 self-rated statements on an ordinal Likert scale ranging from 0 to 4
which rates the frequency of use of various leadership behaviours. Using
the answers from the questionnaire, the MLQ measures the following 12
constructs:
•
•
•
•
•
•
•
•
•

Idealized Influence (Attributed)
Idealized Influence (Behaviour)
Inspirational Motivation
Intellectual Stimulation
Individualized Consideration
Contingent Reward
Management-by-Exception (Active)
Management-by-Exception (Passive)
Laissez-faire Leadership
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•
•
•

Extra Effort
Effectiveness
Satisfaction

The first five of these constructs (idealized influence [attributed],
idealized influence [behaviour], inspirational motivation, intellectual
stimulation,
and
individualized
consideration)
measure
the
transformational leadership concept, the following four items (contingent
reward, management by exception [active], management by exception
[passive], and laissez-faire leadership) measure transactional
leadership, while the remaining three constructs measuring outcome of
leadership are: extra effort made by subordinates, effectiveness and
satisfaction.
Eleven demographic items were also added to the questionnaire
(gender, age, birth order, postcode of residence, educational attainment,
legal status of organisation, year of founding of organisation, postcode of
organisation, total number of employees, total number of subordinates,
total number of days spent in further education in the area of leadership
in the last three years).
In order to explore the relationship between a respondent’s leadership
style and the effectiveness of his/her organisation or group (Hypothesis
2), we supplemented the questionnaire with the following three original
items (also rated on a Likert scale ranging from 0 to 4) for the
respondents to rate the effectiveness of their respective organisations,
the change of effectiveness in the last three years, and their own
leadership competencies:
1. I consider my organisation to be successful.
2. The effectiveness of the group (organisation) I lead has increased
over the last three years.
3. As a leader, I believe I possess all the requisite contemporary
leadership competencies (skills, knowledge and qualities).
As some respondents did not answer all the questions, the problem of
missing data (which occurred in less than 5% of responses for each
variable) was dealt by imputing the mean of all valid answers for each
variable.
All statistical analyses were carried out using the Statistical Package for
the Social Sciences (SPSS) version 16.0.
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Results
We have performed the factor analysis upon the first five constructs (i.e.
idealized influence [attributed], idealized influence [behaviour],
inspirational motivation, intellectual stimulation, and individualized
consideration). Bartlett's test of sphericity and Kaiser-Meyer-Olkin
measure of sampling adequacy were used to determine whether the
data are appropriate for factor analysis. The internal consistency of
scales was assessed by using Chronbach’s standardised alpha. In the
case of our survey ά had a value of 0.82 which indicate a strong internal
consistency. Thus the factor analyses confirmed the adequacy of the
Slovenian version of the questionnaire for the measurement of
transformational leadership concept.
In the surveyed sample of Slovenian leaders (N = 100), the most
frequently used leadership behaviour was intellectual stimulation (mean
value 3.38) while the laissez-faire approach (mean value 1.08) was the
least frequently used. The ratings of the remaining MLQ constructs are
shown in Table 1 below.
Table 2: Means and standard deviations (SD) of self-rated
frequency of use of various leadership behaviours
Variable

Mean (SD)

Intellectual Stimulation
Contingent Reward
Inspirational Motivation
Satisfaction
Effectiveness
Management-by-Exception (Active)
Extra Effort
Individualized Consideration
Idealized Influence (Behaviour)
Idealized Influence (Attributed)
Management-by-Exception (Passive)
Laissez-faire Leadership

3.38 (.45)
3.29 (.50)
3.25 (.55)
3.24 (.48)
3.18 (.50)
3.06 (.60)
3.01 (.60)
2.98 (.61)
2.98 (.55)
2.65 (.69)
1.64 (.60)
1.08 (.71)

Our first hypothesis stated that Slovenian entrepreneurial leaders would
use transformational leadership more than transactional. Based on the
data shown in Table 2, it appears that in the studied sample, on
average, transformational leadership was more frequently used.
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Table 3: Means and standard deviations (SD) of self-rated
frequency of use of the two leadership styles
Leadership style
Transformational
Transactional

Mean (SD)
3.05 (.43)
2.27 (.35)

Our second hypothesis stated that the effectiveness of a leader’s group
or organisation would increase through the use of transformational
leadership. A correlational analysis using Pearson's correlation
coefficient showed that all three self-report items we used to assess an
organisation’s effectiveness (i.e., (i) I consider my organisation to be
successful. (ii) The effectiveness of the group (organisation) I lead has
increased over the last three years. (iii) As a leader, I believe I possess
all the requisite contemporary leadership competencies.) were
statistically significantly positively correlated with the concept of
transformational leadership (see Table 3 below). On the other hand, the
correlations between our three indicators of organisation’s effectiveness
and transactional leadership were weak and statistically non-significant
(p > .05).
Table 4: Pearson's r correlation coefficients measuring the strength
of relationship between transformational leadership and selfreported measures of an organisation's effectiveness
Transformational Leadership
Organisation’s effectiveness
.22*
Recent increase in organisation’s effectiveness
.32**
Leaders’ self-rated competency
.32**
* correlation is significant at the p < .05 level (two-tailed)
** correlation is significant at the p < .001 level (two-tailed)

Conclusion
The results of the present study suggest that Slovenian leaders use the
transformational leadership style more frequently than transactional.
Increased use of transformational leadership was significantly correlated
with increased self-reported effectiveness of their organisation.
Interestingly, no such relationship was found between the transactional
leadership style and an organisation’s success.
The results obtained through our study are encouraging. Nonetheless,
further empirical research in this extremely important and delicate area
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would be merited. Further research on leaders in Slovenia could provide
replicability of the obtained results. The principal limitation of our
research has been the fact that the sample included only leaders and
therefore the validity of our findings is uncertain. Further studies in a
Slovenian business environment should be carried on a representative
sample of followers. Only then could we have results that are not be
based on constructs measured by subjective self-assessments of
leaders (who in their small- and medium-sized companies are not only
founders and owners, but at the same time leaders and/or managers)
regarding their personal leadership competencies. Hereafter, studies in
different directions should be performed. At the same time, we are
aware of the difficulties in obtaining a sufficiently representative sample
of leaders and their followers.
Another direction of further study on leadership should follow the studies
on the increase of the competitiveness of SMEs through the influence of
innovation and social responsibility of their transformational leaders. At
the same time, future studies should rely on the results of the up-to-date
research which establishes, as we have already mentioned, that the
innovative behaviour of employees is very important for the
organisational efficiency and struggle for the survival on the market
(Woodman et al., 1993; Shalley, 1995; Oldham and Cummings, 1996;
West et al., 2004; Pieterse, et al., 2009). In today’s rapidly changing
business environment it is especially important for companies to achieve
competitive advantage. Transformational leaders could achieve such an
advantage by influencing the change of behaviour patterns and the
mindset of their followers. However, research carried out by academics
and the experiences of practitioners suggest that this is not enough. It
would be interesting to see in this context how Slovenian leaders act as
personally and socially responsible leaders in small and medium-sized
companies. At the same time, it would be acceptable to rely on the result
of an extensive number of studies in the developed world, dealing with
the subject of Corporate Social Responsibility (CSR) influence on SMEs
(Spence and Schmidpeter, 2003; Jenkins, 2006; Lepoutre and Heene,
2006; Courrent and Gundolf, 2009; Fitjar, 2011; Jelovac, 2012), which
establish the importance of competitive advantage of socially
responsible companies for their employees, consumers and investors.
The important research question to be answered in further studies is as
follows: Are Slovenian leaders, who are as far as we can see more likely
to use transformational leadership, actually also moral leaders, who in
the practice of their everyday business life take into account the
standards of socially responsible acting? According to Groves and
LaRocca there is a “surprisingly deficient in studies that examine the
ethical values and moral underpinnings of transformational leadership”
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(Groves and LaRocca, 2011: 511). Possible further studies that would
associate transformational leadership style with the influence on moral
values of followers would significantly contribute to the knowledge in the
subject of transformational leaders. Transformational leaders have the
charisma or idealised influence that inspire admiration in followers and
make them identify with the leader. Consequently, we can assert that the
transformational leaders with high moral standards motivate and inspire
their followers, thus making employees satisfied and therefore
increasing the efficiency in achievement of objectives of the
organisation. The results of recent research “suggest that
transformational leaders influence followers through the development of
a collective vision that clearly delineates the salience of multiple
stakeholders while inspiring all parties to look beyond self-interests for
the betterment of the organisation and community” (Groves in LaRocca,
2011: 524).
All leaders in the developed world would be successful and excellent if
there was a simple formula on how to lead people applicable to all
situations. In reality, this is not the case. Therefore, many things are left
to the leader’s personal judgement, his/her competencies, and use of
common sense as well, which are important in the moment when a
decision is reached. At the same time, many things depend on his/her
capability and willingness to get to know oneself. The more possibilities
he/she has to choose from, the more experienced he/she will get in
making decisions as a leader (including wrong ones as well), and the
probability that he/she will become an excellent leader is higher. A good
leader who always adapts to changes and uses the new information at
all times in order to improve his/her leadership has at the same time
understanding of how theories work in practice. At the same time, such
leader is aware of fickleness of human nature. There is an old saying:
there are no bad soldiers, only bad officers.

| 78

Innovative Issues and Approaches in Social Sciences, Vol. 5, No. 3

References
Antonakis, J., Avolio, B., Sivasubramaniam, N. (2003): Context and
leadership: An examination of the nine-factor full-range leadership
theory using the Multifactor Leadership Questionnaire. The
Leadership Quarterly. Vol.: 14. No.: 3, pp.: 261-295.
Avolio, B. and Bernard Bass (1991): Full-Range Training of Leadership:
Manual (Bass/Avolio & Associates, Binghamton, NY).
Avolio, B., Bass, B. & Jung, D. I. (1999): Re-examining the components
of transformational and transactional leadership using the Multifactor
Leadership. Journal of Occupational and Organizational Psychology.
Vol.: 72. No.: 4, pp.: 441–462.
Avolio, B. (1999): Full Leadership Development. Thousand Oaks: Sage.
Avolio, Bruce, Fred Walumbwa, Todd Weber (2009): Leadership:
Current Theories,
Research, and Future Directions, The Annual Review of Psychology.
Vol.: 60, pp.: 421–449.
Bass, Bernard (1985): Leadership and Performance Beyond
Expectations. New York: Free Press.
Bass, Bernard (1998): Transformational Leadership: Industrial, Military,
and Educational Impact. Mahwah: Lawrence Erlbaum Associates, Inc.
Bass, Bernard and B. Avolio (2000): Multifactor Leadership
Questionnaire. Redwood City: Mind Garden.
Bass, Bernard, Riggio, Ronald (2006): Transformational Leadership.
Second edition. Mahwah: Lawrence Erlbaum Associates, Inc.
Bryman, A. (1992): Charisma and Leadership in Organizations. London:
Sage.
Burns, James MacGregor (2002): Leadership. In Lisa Carden (ed.):
Business, London: Bloomsbury.
Burns, J. (1978): Leadership. New York: Harper Row.
Cameron, Esther, Green, Mike (2007): Making Sense of Change
Management. London: Kogan Page Ltd.
Carless, S. A. (1998): Gender Differences in Transformational
Leadership: An Examination of Superior, Leader, and Subordinate
Perspectives. Sex Roles. Vol.: 39, pp.: 887–904.
Conger, J. A. (1999): Charismatic and Transformational Leadership in
Organizations: An Insider’s Perspective on Developing Streams of
Research. Leadership Quarterly. Vol.: 10, pp.: 145–179.
Courrent, J. M., Gundolf, K. (2009): Proximity and Micro-Enterprise
Manager’s Ethics: A French Empirical Study of Responsible Business
Attitudes. Journal of Business Ethics. No.: 88, pp.: 749–762, DOI
10.1007/s10551-008-9979-6.
Covey, Stephen (2000): Načela uspešnega vodenja. [Principle-Centered
Leadership]. Ljubljana: Založba Mladinska knjiga.

| 79

Innovative Issues and Approaches in Social Sciences, Vol. 5, No. 3

Drucker, Peter (1954): The Practice of Management. New York: Harper
& Row.
Černetič, Metod (2004): Upravljanje in vodenje [Management and
Leadership]. Maribor: Pedagoška fakulteta.
Fitjar, R. D. (2011): Little big firms? Corporate social responsibility in
small businesses that do not compete against big ones. Business
Ethics: A European Review. No.: 20 (1), pp.: 30-44.
Goleman, Daniel (2001): Čustvena inteligenca na delovnem mestu
[Working with Emotional Intelligence]. Ljubljana: Založba Mladinska
knjiga.
Goleman, Daniel, Boyatzis, Richard, McKee, Annie (2002): Prvinsko
vodenje [Primal Leadership]. Ljubljana: GV Založba.
Groves, K. (2005): Linking Leader Skills, Follower Attitudes, and
Contextual Variables via an Integrated Model of Charismatic
Leadership. Journal of Management. Vol.: 31, No.: 2, pp.: 255–277.
Groves, Kevin, LaRocca, Michael (2011): An Empirical Study of Leader
Ethical Values, Transformational and Transactional Leadership, and
Follower Attitudes Toward Corporate Social Responsibility. Journal of
Business Ethics. Vol.: 103, pp.: 511–528.
Heifetz, Ronald (1994): Leadership without Easy Answers. Cambridge:
The Belknap Press of Harvard University Press.
Jelovac, Dejan (2012): The impact of corporate social responsibility in
the context of small and medium enterprise. Innovative issues and
approaches in social sciences. Vol.: 5, No.: 2, pp.: 21-35.
Jenkins, H. (2006): Small Business Champions for Corporate Social
Responsibility. Journal of Business Ethics. No.: 67, pp.: 241–256, DOI
10.1007/s10551-006-9182-6.
Judge, T. and R. Piccolo (2004): Transformational and Transactional
Leadership: A Meta-Analytic Test of their Relative Validity. Journal of
Applied Psychology. Vol.: 89, No.: 5, pp.: 755–768.
Lepoutre, J., Heene, A. (2006): Investigating the Impact of Firm Size on
Small Business Social Responsibility: A Critical Review. Journal of
Business Ethics. No.: 67, pp.: 257-273.
Lowe, K., K. Kroeck, N. Sivasubramaniam (1996): Effectiveness
Correlates of Transformational and Transactional Leadership: A MetaAnalytic Review of the MLQ Literature. The Leadership Quarterly.
Vol.: 7, pp.: 385–425.
Maške, Matjaž, Jelovac, Dejan (2011): Voditelj v fokusu leadershipa
[Leader in the Focus of the Leadership]. Interdisciplinarna
raziskovalna priloga. Vol.: 8, pp.: 3-12.
Maxwell, J. (1997): Leadership 101. Tulsa: Honor Books.
Možina, Stane [et al.] (2002): Management: nova znanja za uspeh
[Management: New Knowledge for Success]. Radovljica: Didakta.

| 80

Innovative Issues and Approaches in Social Sciences, Vol. 5, No. 3

Northouse, Peter (2007): Leadership: Theory and Practise. Thousand
Oaks: Sage Publications, Inc.
Nanus, B. (1992): Visionary Leadership: Creating a Compelling Sense of
Direction for Your Organization. San Francisco: Jossey-Bass.
Oldham, G. R., Cummings, A. (1996): Employee creativity: Personal and
contextual factors at work. Academy of Management Journal. Vol.: 39,
pp.: 607–634.
Pieterse, Anne Nederveen, Daan van Knippenberg, Michaéla Schippers
and Daan Stam (2009): Transformational and transactional leadership
and innovative behavior: The moderating role of psychological
empowerment.
Journal
of
Organizational
Behavior.
DOI:
10.1002/job.650.
Podsakoff, P., B. Niehoff, R. Moorman and R. Fetter (1993):
Transformational Leadership Behaviors and Their Effects on
Followers’ Trust in Leader, Satisfaction, and Organizational
Citizenship Behaviors. The Leadership Quarterly. Vol.: 1, pp.: 107–
142.
Robbins, Stephen, Timothy Judge (2008): Essentials of Organizational
Behavior. Upper Saddle River: Pearson Education Limited.
Schmieder, Peter (2006): Mediation und Verhandlungstaktik. V
Summerschool Entrepreneurship und Gründungsmanagement.
Deggendorf: GROW.
Scott, S. G., & Bruce, R. A. (1994): Determinants of innovative behavior:
A path model of individual innovation in the workplace. Academy of
Management Journal. Vol.: 37, pp.: 580–607.
Senge, Peter [et al.] (1999): The Dance of Change. London: Nicholas
Brealey Publishing Ltd.
Shalley, C. E. (1995): Effects of coaction, expected evaluation, and goal
setting on creativity and productivity. Academy of Management
Journal. Vol.: 38, pp.: 483–503.
Spence, L., J., Schmidpeter, R. (2003): SMEs, Social Capital and the
Common Good. Journal of Business Ethics. No.: 45 (1/2), pp.: 93–
108.
Tavčar, Mitja (2005): Skriti zakladi znanj: management ekspertnih
organizacij. Koper: Fakulteta za management.
Taylor, David (2003): Razgaljeni voditelj [The Naked Leader]. Ljubljana:
Prophetes globalizacija d.o.o.
Turner, N., J. Barling, O. Epitropaki, V. Butcher and C.Milner (2002):
Transformational Leadership andMoral Reasoning. Journal of Applied
Psychology. Vol.: 87, pp.: 304–311.
Waldman, D., G. Ramirez, R. House and P. Puranam (2001): “Does
Leadership Matter?’’ CEO Leadership Attributes Under Conditions of
Perceived Environmental Uncertainty. Academy of Management
Journal. Vol.: 44, pp.: 134–143.

| 81

Innovative Issues and Approaches in Social Sciences, Vol. 5, No. 3

Wash, Michael (2006): Managing Change at Work. Kemble:
Management Books 2000 Ltd.
West, M. A., Hirst, G., Richter, A., & Shipton, H. (2004): Twelve steps to
heaven: Successfully managing change through developing
innovative teams. European Journal of Work and Organizational
Psychology. Vol.: 13, pp.: 269–299.
Woodman, R.W., Sawyer, J. E., & Griffin, R.W. (1993): Toward a theory
of organizational creativity. Academy of Management Review. Vol.:
18, pp.: 293–321.
Yukl, G. (1999): An evaluation of conceptual weaknesses in
transformational and charismatic leadership theories. The Leadership
Quarterly. Vol.: 10, pp.: 285–305.
Yukl, G. (2002): Leadership in organizations. Fifth edition. Upper Saddle
River: Prentice-Hall.

| 82

