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Over time, the increasing modernization of enterprises and the coexistence of different 

generations in business life have changed perceptions about leadership as well as 

management and managerial issues. As a result, the characteristics that a successful leader 

should have on have also developed. The aim of this study is to determine the 

characteristics that a leader should have from the perspectives of Generation Z and to 

reveal their differences from the traditional leadership approach. For this purpose, 183 

participants of Generation Z over the age of 18 were interviewed and asked to indicate 

the characteristics they expect in a leader. As a result of the content analysis made by 

coding the answers received, the leader characteristics that the participants considered 

important were determined. Accordingly, it has become clear that the characteristics of 

foresight, management ability, ability to take responsibility of mistakes, caring about 

privacy, awareness, fairness, being able to act like a teammate, having digital skills, being 

able to discover talents, emotional intelligence, and strong communication skills should 

exist primarily in a leader for generation Z. Considering that generation Z is gradually 

participating in business life, revealing the changes in leadership skills in this direction 

reflects the importance of the study. 
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The concept of leadership, which is considered one of the oldest topics in the history of 

civilization; previously was discussed only from religious, political, and military perspectives 

(Koçel, 2010). So, in the early periods, leadership was accepted as a gift from God, and since 

it was thought to be innate, it was not emphasized what leadership characteristics should be 

(Riaz & Haider, 2010). However, as time progressed, the perspective on this concept changed, 
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the leader's behaviors began to be emphasized, and it was accepted that leadership could be 

improved too (Asree et al., 2010; Brownell, 2010; Pierce & Newstrom, 2006). Thus, leadership 

has been defined in different ways throughout the historical process and each definition 

developed has created different perspectives on what the characteristics of a good leader should 

be (Araslı et al., 2020; Horner, 2003; Northouse, 2016).  

     With the adoption of more modern perspectives on leadership, it has been defined as a 

concept that has situational characteristics. For example; it is stated that in emergency 

situations, it may be useful for the leader to display an autocratic leadership style by showing 

characteristics such as fair and considerable (Setiawan et al., 2021). According to contingency 

theory; the leadership characteristics displayed depend on the circumstances, environment, and 

factors. Accordingly, it is stated that there is no uniform leadership style, and the leader adopts 

the most appropriate leadership style according to the situation (Childs et al., 2022). Among the 

situational factors mentioned, factors such as the qualities of the leader, the qualifications and 

experiences of the group members, organizational structure, goals, and others are considered 

important (Deshwal & Ali, 2020; Sivaruban, 2021). It is thought that in some cases, task-

oriented leadership and in other cases, relationship-oriented leadership may be more efficient 

and effective (Bakan & Büyükbeşe, 2010). According to this, it is emphasized that a leader 

must have different characteristics in different situations. In this context, in line with the 

principles of classical approaches as well as modern approaches, different adjectives based on 

different characteristics have been attributed to leaders (Özkan, 2016, p. 617). The adjectives 

attributed to charismatic leadership can be listed as having a vision, willingness to take risks, 

and sensitivity to the needs of followers (Dinibütün, 2020); to authentic leadership with traits 

of self-confidence, hope, optimism, and high moral character (Deshwal & Ali, 2020); to 

transformational leadership with the desire to learn continuously, being strategic, having the 

ability to communicate effectively, being a role model for the audience, emotional maturity, 

visionary and taking risks (Hay, 2006); to transactional leadership with prominent features such 

as reward-punishment system, giving importance to goals, and work-oriented behavior (Kılıç 

et al., 2014); to democratic leadership, with its features that empower subordinates and include 

them in decision-making processes (Thoha & Avandana, 2020). Finally, there are various 

adjectives for autocratic leadership (Solihah et al., 2021), with features such as central authority 

and work-oriented work behavior, where subordinates are not included in decision-making 

processes. 

     The importance and function of leadership is evident in many sectors. Due to the dynamics 

of the sectors, the emphasis on leadership qualities may vary. In the study conducted by 

Tengilimoğlu (2005) on public and private sector organizations, it is revealed that friendly, 

relationship-oriented, and participatory characteristics are more prominent in private sector 

organization leaders. In a different study conducted by Taner and Çetin (2005) on the tourism 

sector, the prominent leadership characteristics are; he has revealed himself as someone who 

can use his talents well, has high communication skills, creates a vision, gains the trust of his 

followers, have the ability to organize, take decisions and risks, influence and motivate 

employees and be a role model for them (Tozoğlu & Uçar, 2022).  In the study conducted by 

Shariff (2015) with nurse participants in the health sector, it was observed that nurses have 

transformational leadership characteristics, have management skills in matters such as effective 

communication, planning, and organization, and exhibit proactive personality traits (Ardahan 
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& Konal, 2017). Considering the importance of people and human behavior in organizations, it 

can be said that the success of businesses is related to the success of employees and the key to 

this success is strong teamwork. The success of businesses depends on the success of their 

employees, and the key factor to this success is to create strong teamwork. This teamwork is 

only possible with strong team leaders. That’s why, leadership is accepted as a concept that 

must carry certain characteristics. 

     When the relevant literature about leadership characteristics is examined, it is seen that the 

studies generally focus on the comparison of leadership approaches, leadership styles, which 

type of leaders are more preferred in which sector, and comparisons of the characteristics of 

each leadership style (Ardahan & Konal, 2017; Shariff, 2015; Taner & Çetin, 2005).  On the 

other hand, studies focusing on specific leadership behaviors and their relationship with 

leadership types have also been encountered. Studies show that leadership characteristics 

remain the same from past to present. However, in today's developing world, as in many fields, 

new dynamics have emerged in business life and individuals with a more innovative mindset 

have begun to enter professional life (Asree et al., 2010; Wang et. al, 2014). Young people of 

the modern generation, who were born and raised in a technological world, have different 

expectations regarding business life, as in many other subjects. Their perspectives on business 

life also change their perspectives on teamwork and therefore on leadership. 

     This research was carried out to determine how the characteristics of a good leader have 

changed in the eyes of young people from Generation Z (Gen-Z), who are over the age of 18, 

which is also called the modern generation. In line with the opinions obtained in this context, 

in order to adapt to the changing world, opportunities have been tried to be created for leaders 

to improve themselves. When evaluated from this perspective, it is thought that this study will 

also contribute to the deficiency in the literature. 

Literature Review 

Theoretical Background 
Leadership, which is considered one of the fundamental subjects of management science, has 

been a concept given importance in political, military, organizational, and social fields in almost 

every period throughout history. Since it is a concept that can be perceived in different ways 

depending on businesses, processes, and common goals; there is no ubiquitous, universally 

accepted definition and list of characteristics of leadership (Taşer et al., 2022). However, there 

are also widely accepted definitions in the literature. 

     While Burns (1978, p. 425) defines leadership as the process of encouraging followers to 

take action through various forces to achieve goals; Koçel (2010, p. 85) defines it as guiding 

others by determining their effectiveness in order to achieve individual and team goals.  

     Leadership is also accepted as the ability to support and contribute to the group members he 

leads in the process of achieving their tasks and to motivate them (Yukl, 2018). In the same 

way, leadership, which is the ability to influence the team to achieve its goals and vision, is also 

expressed as the process of influencing and directing the activities of others to achieve the goals 

of the team under certain conditions (Robbins & Judge, 2012).  

     Leaders are the people who are responsible for doing the right thing in a business (Drucker, 

2007). However, leaders are people who recognize opportunities in order to achieve the desired 

results, who can adapt to innovations, who influence the motivation and competence of 
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employees thanks to the vision they have, and who influence them on the path to be followed 

(Taşer et al., 2022). In this context, leaders are personally involved in realizing the mission and 

vision of the enterprise, developing the values necessary to ensure long-term success, 

implementing appropriate behaviors, and establishing the corporate management system. While 

doing this, they coach the employees in their teams (Kammoun & Ben-Ayed, 2010; Mintzberg, 

1998). Because having leaders who know the business and the individuals working with it well, 

are aware of their wishes and needs, and have the ability to influence and manage their team is 

very important for businesses that want to achieve their organizational goals and be successful. 

     The fact that leaders are individuals with different characteristics and abilities reveals 

differences in their management and direction styles, and these differences lead to the formation 

of different leadership styles. In this context, in the emergence of leadership styles and 

characteristics, some factors are effective such as the personal characteristics of the manager, 

his ability to lead, his position, and the quality of the community to lead (Yılmaz & Kantek, 

2016). However, it should not be forgotten that every effective leader can manage, but not every 

manager may have leadership qualities. 

     Throughout its historical development, the concept of leadership has changed in parallel 

with economic, social, and technological changes, and therefore the characteristics that leaders 

should have also changed, and four main approaches have been developed to explain these 

changes. Features approach argues that in order for individuals to be described as leaders, they 

must have unique characteristics and these characteristics must differ from other group 

members. The behavioral approach argues that the leader's behaviors such as communication 

with his employees, ability to authorize team members, and planning ability are at the forefront 

rather than his personal characteristics. The contingency approach, rather than a single type of 

leadership style, suggests that different leadership styles and characteristics can be preferred 

under different conditions, considering the situational conditions of the employees. Modern 

approaches refer to the leadership styles that have emerged as a result of studies conducted from 

perspectives with different contents, especially in today's conditions where economic and 

technological developments are also taken into account (Uğurluoğlu & Çelik, 2009). All these 

approaches and definitions also support perspectives on leadership and the versatility of 

leadership. Every leader, whether traditional or modern, is evaluated within one of these 

approaches and has the characteristics of at least one of these approaches (Idowu, 2019). 

     To summarize the aforementioned characteristics, leaders who are responsible for the 

effectiveness of businesses exhibit more success-oriented, passionate, active, stubborn, and 

proactive characteristics (Hoy & Miskel, 2015; Kirkpatrick & Locke, 1991). On the other hand, 

characteristics such as having cognitive ability and business knowledge, charisma, confidence, 

inspiration, showing personal interest and respect to their followers, motivating their followers, 

and developing new ideas and approaches are also attributed to leaders (Northouse, 2016; 

Smith, 2001). Abilities and characteristics such as intelligence, sense of duty, initiative, 

persistent, self-confidence, ability to respond to the needs of others, not running away from 

taking responsibility, and being able to dominate when necessary are also considered important 

for leaders (Northouse, 2016; Stogdill, 1948). Finally; extraversion, conscientiousness, 

emotional stability, openness, agreeableness, social intelligence, self-monitoring, and problem-

solving skills are also suggested as important characteristics seen in leaders (Zaccaro et al., 

2004). 
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Related Works 
When studies on leadership characteristics are examined; it seems that they mostly address 

leadership styles individually and focus on specific leadership behaviors and their relationships 

with leadership types. Likewise; it is understood that the majority of studies are aimed at the 

effects of leadership on the success of employees, company strategies, and organizational 

structure. In addition, studies examining leadership characteristics together with leadership 

styles can also be found in the literature. For instance, a study conducted by Wang et al. (2014) 

revealed that creativity is important for transformational leadership style. Also, in another study 

conducted in the accommodation sector; it has been revealed that leaders must have different 

characteristics such as self-management, strategic positioning, implementation, decision-

making skills, innovation, and open and effective communication (Asree et al., 2010).  

     Another study states that leaders can be trained to coach and inspire their followers and that 

innovations can be provided at the individual or organizational level (Steinmann et al., 2018). 

Moreover, another study found that individuals with strong leadership skills should have 

characteristics such as vision, should direct employees in accordance with the vision of the 

business, and should have the competence to make decisions by balancing many variables at 

the same time (Hao & Yazdanifard, 2015; Kayode et al., 2014). 

     In their study, Uğurluoğlu and Çelik (2009) discussed leadership in terms of strategic 

management and revealed that strategic leaders should have characteristics such as seeing the 

future, creating a vision, providing flexibility, thinking strategically, and working with others. 

As a result of the bibliometric analysis in which they examined 25 different studies in 2015, 

Hotamışlı and Efe (2015) concluded; that emotional intelligence is an indispensable feature for 

effective and successful leadership.  

     In a study conducted by Ağın (2023), investigating the effects of globalization on leadership, 

it was found that leadership behavior becomes more successful by winning the hearts of 

employees and that managers can be more effective on employees by abandoning the 

hierarchical structures of organizations, and in order to achieve this, they should give more 

importance to interpersonal relations and leadership skills. In a study he conducted in the health 

sector, Koç (2023) discussed leadership characteristics through transformational leadership, 

which is one of the leadership styles, and as a result of his study; it has been revealed that 

leadership is innate and must be developed through education, and that transformational 

leadership characteristics must be adopted for the ideal corporate culture. Another study 

considering leadership styles conducted in the health sector, by Taşer et al. (2022), found that 

transactional, servant and transformational leaders have a positive effect on employees, that 

ethical leadership increases the perception of organizational justice, and that appropriate 

leadership behaviors have direct or indirect effects on employees as well as have positive effects 

on businesses. 

     In the literature review, no study was found that investigated the changes in the perception 

of leadership caused by the coexistence of different generations in business life. This study, 

prepared in this context, is considered to be a pioneering study in terms of revealing the extent 

of changing perceptions about leadership qualities in the modernizing world and identifying the 

characteristics that a leader should have from the eyes of the modern Generation Z. When 

evaluated from this perspective, it is predicted that this study will close this gap in the literature. 
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Method 
The main problem of this research, designed with an exploratory model, is what characteristics 

a leader should have from today's perspective. Based on this, the main purpose of this study is 

to reveal whether leadership characteristics have changed from the perspective of individuals 

belonging to the z-generation and which characteristics stand out. Another aim of the research 

is to see whether the perception of leadership characteristics varies according to gender. 

     In order to achieve these goals, the necessary data was collected by face-to-face interviews 

with individuals belonging to the Z-generation. However, since it would not be possible to reach 

all Z-generation individuals, the sample of the research was determined by the Conditional 

Sampling method and was limited to 183 people. The reason for limiting the sample to 183 

people is that after a certain number of participants, the answers given begin to be the same and 

there is a possibility of data pollution that will reduce the efficiency of this study (Baltacı, 2018). 

In accordance with the conditional sampling rules; two basic rules have been determined: 

"being born after 2000" and "being over 18 years of age". Participants who did not meet these 

conditions were not interviewed. In this context, the ages of the participants vary between 18-

23. On the other hand, since the subject of the study was based on age, gender, and work 

experience criteria, other demographic characteristics of the participants were not included in 

the study. During the data collection process, participants who met the conditions were asked 

two questions using a semi-structured questionnaire. The questions are shown below:   

(1) Do you have any internship or work experience? 

(2) According to you, which characteristics a leader should have? 

     The collected data was analyzed with the content analysis method, which brings together 

similar data within the framework of certain concepts coding and interpreting them in a way 

that the reader can understand (Kıncal, 2015, p. 191). 

     In the first stage of analysis; the voice recordings used during the interviews were transcribed 

to the computer environment and a document of approximately 37 pages was obtained. Then, 

in order to check whether a spelling mistake has been made; this document was checked by two 

different academicians who are independent of each other. 

     Since the issues of credibility and confirmability of results come to the fore in measuring 

reliability in qualitative research, unlike quantitative research, in order to increase reliability, a 

member control method is applied. With the member control method, all information recorded 

by the researcher is written down and then read to the interviewees to confirm its accuracy 

(Erdoğan, 2012). The accuracy of the data obtained in this research was confirmed by having it 

read and approved by the participants.  

     The information obtained was re-read within the scope of the leadership characteristics that 

constitute the subject of the research, and frequently repeated important expressions that were 

directly related to the two questions asked on the subject were determined. Words with similar 

meanings among these expressions were coded for analysis. Then, all these expressions and 

codings were analyzed and the ideas that each interview question tried to reveal were interpreted 

in a descriptive way. 

     During the interpretations, the answers given by the participants were also quoted and 

included in the findings in order to show their perspectives. In the writing of the findings and 

the quotations, in accordance with the protection of personal data and confidentiality of 
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information, the names of the participants were not included, instead, all participants were 

identified as P1, P2, P3… In the direct quotations used; in order not to disrupt the integrity and 

language flow of the study, daily expressions and expression disorders have been changed so 

as not to affect the original meanings. In long answers; only expressions indicating the answers 

sought by the interview question are shown, and the abbreviations are indicated with (…). 

     The related demographic statistics of participants are shown in Table 1. According to the 

analysis results, the characteristics that Gen-Z expects to be a priority in a leader are listed in 

Table 2, 3, 4, 5, and 6. As seen in Table 1, interviews were conducted with 183 participants. 73 

(39.9) of them were women and 100 (60.1) were men. Considering the participants’ 

internship/work experience, it is seen that 139 participants (.76) have experience while 44 of 

them (.24) do not.  

Table 1 

Descriptive Statistics of Participants 

 N % 

Gender 

Female 

 

73 

 

39.9 

Male 110 60.1 

Total 183 .100 

Internship/work experience of participants   

Has experience 139 .76 

Has no experience  44 .24 

Total 183 .100 

     Table 2 lists the most important characteristics that a leader should have according to the 

participants. The characteristics that come to the fore are listed ordinally as; farsightedness, 

management ability, ability to own mistakes, giving importance to confidentiality, awareness, 

justice, acting as a teammate, having digital skills, being able to discover talents, emotional 

intelligence, strong communication ability, open-mindedness, honesty, empathy and being 

respectful to employees. According to the overall findings in Table 2, in addition to the existing 

characteristics of today’s leaders such as foresight, justice, and strong communication skills, 

which are also attributed to more traditional leadership characteristics, it is thought that they 

should also have more innovative characteristics such as giving importance to privacy, being 

aware, being able to discover talents and having digital skills. Highlighted responses of 

participants are shown as follows:  

“The leader should see himself as a team with his employees and be the one who leads 

his team as they walk towards a common goal. The leader should not prioritize his own 

ego and forget the interests or feelings of his team. He/she must also be self-confident 

and have high social skills (P14).” 

“First of all, a leader must respect his employees and take care of them. In order to 

achieve this, he should not cover up mistakes and make necessary warnings, while also 

appreciating good and correct work. He should also support those who want to learn, 

and at the same time he should respect the effort and reward it fairly (P22).” 

“A leader must, above all, know that being successful depends on group work, not alone. 

At the same time, he must be able to separate his logic from his emotions and be able to 

empathize when necessary. However, he must also know how to think in multiple ways. 

On the other hand, a good leader should not forget that he exists thanks to his employees, 
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he should know that he and his employees are the whole of a team, and therefore should 

not be selfish (P47).” 

“A good leader should approach his employees in a guiding and educating way. He 

should be open-minded to new and different ideas and should always educate himself in 

this context. At the same time, they should approach their employees positively and 

respect differences (P86).” 

“A good leader should distribute the tasks correctly and adequately to the individuals in 

the team and should not give up control in order to achieve success. Besides being open-

minded to innovation, he should be foresighted about the trends that may be encountered 

in the future and should also attach importance to flexible working hours by adopting 

the working patterns of the modern age. He/she should discover potential talents in 

his/her team and attach importance to communication. He/she should keep team 

motivation high by improving his/her social skills and have the mindset to produce new 

projects (P116).” 

Table 2 

The Characteristics that a Leader Should Have According to Gen-Z 

Interview Question Code Numbers of 

Answers 

According to you, which characteristics 

 a leader should have? 

Farsightedness 153 

Management ability 135 

Ability to own mistakes 122 

Caring about privacy 120 

Having awareness 114 

Justice 98 

Ability to act like a teammate 89 

Having digital skills 73 

Discovering talents 70 

Emotional intelligence 64 

Strong communication ability 57 

Open-mindedness 48 

Honesty 44 

Being Empathetic 23 

 Being respectful to employees 19 

Note. Participants responded to the interview question by selecting more than one option. 

     Table 3 and 4 show the distribution of the answers according to the genders of participants. 

Table 3 lists the characteristics a leader should have according to female participants. 

respectively, farsightedness, ability to own mistakes, justice, ability to act like a teammate, 

management ability, caring about privacy, strong communication ability, having awareness, 

open-mindedness, having digital skills, being respectful to employees, emotional intelligence, 

discovering talents, honesty and being empathetic come to the fore.  
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Table 3 

The Characteristics that a Leader Should Have According to Female Participants 

Interview Question Code Numbers of 

Answers 

According to you, which characteristics  

a leader should have? 

Farsightedness 61 

Ability to own mistakes 58 

Justice 57 

Ability to act like a teammate 48 

Management ability 47 

Caring about privacy 46 

Strong communication ability 41 

Having awareness 32 

Open-mindedness 24 

Having digital skills 23 

Being respectful to employees 19 

Emotional intelligence 16 

Discovering talents 14 

Honesty 11 

Being empathetic 10 

Note. Participants responded to the interview question by selecting more than one option. 

     Table 4 shows the characteristics that a leader should have according to male participants. 

According to male members of Gen-Z, the most important characteristics are listed as; 

farsightedness, management ability, awareness, caring about privacy, ability to own mistakes, 

discovering talents, having digital skills, emotional intelligence, ability to act like a teammate, 

justice, honesty, open-mindedness, strong communication ability, empathetic and having 

knowledge about job.  

Table 4 

The Characteristics that a Leader Should Have According to Male Participants 

Interview Question Code Numbers of 

Answers 

According to you, which characteristics  

a leader should have? 

Farsightedness 92 

Management ability 88 

Having awareness 82 

Caring about privacy 74 

Ability to own mistakes 64 

Discovering talents 56 

Having digital skills 50 

Emotional intelligence 48 

Ability to act like a teammate 41 

Justice 41 

Honesty 33 

Open-mindedness 24 

Strong communication ability 16 

Being empathetic 13 

 Having knowledge about your job 11 

Note. Participants responded to the interview question by selecting more than one option. 

     When the answers given by the participants are compared in terms of gender, according to 

the findings in Table 3 and Table 4, although the number of answers received varies, it is seen 

that the features expected from the leader are generally the same, only the order in which the 

features come to the fore changes. As can be seen in Table 3, when the answers of female 

participants and male participants are compared, the feature of being respectful to employees is 

more prominent in female participants than in male participants. In this regard, it is a remarkable 

result that especially female employees expect to be respected and attribute this as a necessary 

leadership characteristic, especially considering the various difficulties they face in their 

working lives. According to the findings in Table 4, being knowledgeable about the job feature 
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is more prominent among male participants than female participants. The fact that management 

ability exists in the top ranks of the responses given by male participants and having knowledge 

about the job exists in the list can also be interpreted as male employees want to see not only 

leadership qualifications but also managerial qualifications in a leader. Some of the highlighted 

responses of participants can be seen as follows:  

“A successful leader must respect and protect the personal rights of the people he works 

with. He should not be silent in the case of any problem, instead he should seek the rights 

of employees and be able to produce quick solutions to problems. While being farsighted, 

one should also be curious about new trends (P84 - Female).” 

“A leader must have important characteristics such as empathy, experience, ability to 

keep up with digitalization and team spirit. In addition, he must be a go-to person and 

use communication effectively. (P101 - Female).” 

“Leaders should be calm in the face of events and should not decrease the motivation of 

their team even in a situation that they cannot get out of. They should be solution-oriented 

and be able to reflect these beliefs to their teams. Team members should both be afraid 

of their leaders and be respected and accepted by the team thanks to the equality of rights 

that the leader shows towards his team (P123 – Male).” 

“A strong leader must clearly convey his knowledge to his team. As a tolerant and open-

minded person, he should make employees in lower positions love the work they do. 

Finally, he should not give up on work discipline. (P146 – Male).” 

Table 5 and 6 show the distribution of the answers according to the participants’ 

experience. Table 5 lists the characteristics that a leader should have according to participants 

with internship/work experience. The characteristics of farsightedness, management ability, 

ability to own mistakes, having awareness, caring about privacy, justice, ability to act like a 

teammate, discovering talents, having digital skills, emotional intelligence, open-mindedness, 

honesty, strong communication ability, being empathetic and being respectful to employees are 

important.  

Table 5 

The Characteristics that a Leader Should Have According to Participants with Experience 

Interview Question Code Numbers of 

Answers 

According to you, which characteristics  

a leader should have? 

Farsightedness 116 

Management ability 102 

Ability to own mistakes 97 

Having awareness 96 

Caring about privacy 88 

Justice 78 

Ability to act like a teammate 77 

Discovering talents 53 

Having digital skills 50 

Emotional intelligence 39 

Open-mindedness 32 

Honesty 28 

Strong communication ability 22 

Being empathetic 19 

 Being respectful to employees 19 

Note. Participants responded to the interview question by selecting more than one option. 
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     Table 6 lists the characteristics that a leader should have according to participants who do 

not have any experience. Table 6 shows that the most listed ones shine out respectively as; 

farsightedness, strong communication ability, management ability, caring about privacy, 

emotional intelligence, ability to own mistakes, having digital skills, justice, having awareness, 

discovering talents, honesty, open-mindedness, ability to act like a teammate, ability to make 

strategic plans and being empathetic.  

Table 6 

The Characteristics that a Leader Should Have According to Participants without Experience 

Interview Question Code Numbers of 

Answers 

According to you, which characteristics  

a leader should have? 

Farsightedness 37 

Strong communication ability 35 

Management ability 33 

Caring about privacy 32 

Emotional intelligence 25 

Ability to own mistakes 25 

Having digital skills 23 

Justice 20 

Having awareness 18 

Discovering talents 17 

Honesty 16 

Open-mindedness 16 

Ability to act like a teammate 12 

Ability to make strategic plans 6 

Being empathetic 4 

Note. Participants responded to the interview question by selecting more than one option. 

     When the answers given by the participants are compared in terms of having internship/work 

experience, although the number of answers received varies, it is seen that the features expected 

from the leader are generally the same, only the order in which the features come to the fore 

changes. According to the findings in Table 5, the feature of being respectful to employees 

comes to the fore, especially among participants with internship or work experience, compared 

to participants without internship or work experience. This can be interpreted as participants 

with internship or work experience tend to expect respect for themselves since they have the 

chance to observe actual business life. According to the findings in Table 6, the ability to make 

strategic plans is among the features that are considered more important for participants who 

do not have internship or work experience than for participants who have internship/work 

experience. The prominent answers can be exemplified as follows: 

“…A leader must be especially aware of his job and be able to direct his team correctly. 

He/she should be in communication with his/her team and should not display an attitude 

distant from the work (P87 – with experience).” 

“A successful leader should not be afraid to go ahead. He should not lose respect for his 

employees and should know the difference between sincerity and indifference. He should 

use the reward system well and avoid nepotism and favoritism towards relatives. Must 

follow up the work by making proper planning (P94 – with experience).” 

“A good leader should be able to remain calm and make decisions easily under stress. 

Must be able to easily talk and get along with teammates. should not forget their 
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responsibilities. He should distribute tasks fairly, and for this purpose, he should know 

and observe all his employees well (P120 – without experience).” 

“A good leader should establish strong communication with his team and get feedback 

from them. Must be able to establish the reward and appreciation mechanism properly. 

A leader should distribute the workload to his employees in a fair ratio. Must have self-

confidence and responsibility and be able to find solutions to problems. He/she should 

focus on managing his team rather than trying to complete paperwork, should not reduce 

his employees' work motivation with unnecessary pressures, and should not forget that 

real success cannot be achieved without a team (P127 – with experience).” 

“A leader should be kind and fair to his employees. At the same time, he should not lose 

his authority. He should be able to adapt to modern trends with his innovative thinking. 

He should attach importance to the confidentiality of his employees and should not create 

problems that may arise from differences (P136 – without experience).” 

“A leader should be optimistic, that is, he should increase the motivation of his team or 

the place he is in. Must be open to different ideas. At the same time, he should be lively, 

which means, his speech or movements should not be boring (P137 – without 

experience).” 

Discussion 
In one of the various definitions of leadership, it is claimed that leadership draws direction by 

developing a vision for the future (Robbins & Judge, 2012, p. 376). As can be understood from 

this definition, among the characteristics expected from a leader, it can be expected that the 

leader will be farsighted, have foresight about the future of business life, and can create a vision 

for the organization accordingly. According to the results of the research, farsightedness is the 

most prominent feature in all categories examined. In this regard, it can be thought that members 

of Gen-Z are willing to see this characteristic, which is listed in the definition of leadership in 

business life.  

     In our changing era, with the reasons the dynamics of business life are changing and new 

generations will take more part in business life, it is suggested that there will be leaders who 

can make a difference, have entrepreneurial orientation, have digital skills, and create a strong 

communication network and collaborations in future businesses (Toduk, 2014 as cited in Avcı, 

2020, p. 5386-5387). It is considered very important for Gen-Z to be friends with their 

managers, to have their opinions taken into account, and to receive feedback on the work done 

(Akdemir & İnal, 2022, p. 640). As cited in Şahbaz (2019, p. 42), from the results of research 

conducted by Millennial Branding and Randstad US in 2014, it is stated that Gen-Z has 

expectations from a leader regarding honesty, having a vision, having high communication 

skills, having their own ideas listened to by the leader and being more independent. Similarly, 

as quoted by Düzgün (2022, p. 415), individuals of Gen-Z prefer to work for an honest leader. 

According to the results of the study conducted by Aydoğan (2021), it is concluded that Gen-Z 

members mostly prefer the visionary leadership style and the coach-type leadership style. In the 

same study, it is emphasized that the visionary leadership style should include empathy 

regarding emotional intelligence, and the coach leadership style should require competencies 
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such as emotional intelligence, empathy, and self-awareness. According to the findings of the 

study conducted by Palalar Alkan (2020, p. 134), it is seen that concepts such as emotional 

intelligence, honesty, fairness, and respect are included among various expressions regarding 

the leadership characteristics of Gen-Z leaders, and the definition of an effective leader.  

     Considering the results of all these studies mentioned above, the characteristics of strong 

communication ability, emotional intelligence, digital skills, justice, awareness, honesty, acting 

like a teammate, and having empathy resulted in this research at the forefront and are parallelly 

supporting the result of the aforementioned studies. Especially Gen-Z members’ statuses such 

as being very intertwined with technology, being aware of social and environmental events, 

being able to express their thoughts clearly, and attaching importance to flexibility in business 

life are parallel to these results.  

     Even though the concepts of manager and leader are sometimes used interchangeably in 

daily life, these two concepts contain quite different features. The manager performs the 

management function and management, covers human behavior and functions that do not 

directly affect people. It is stated that leadership is related to people and their behavior and has 

the ability to influence them (Alkın & Ünsar, 2007, p. 77). According to the findings of this 

study, Gen-Z members stated that a leader should also have management talent. At this point, 

it is a striking detail that the participants do not have managerial expectations from a leader, but 

only accurate management ability.  

     According to the results of this research, Gen-Z members also emphasized characteristics 

such as attaching importance to confidentiality, being able to take responsibility for mistakes, 

and discovering talents that should exist in leaders. Considering factors such as taking 

precautions to protect personal data and the secrecy of private life, especially in recent times, it 

seems normal that individuals of this generation attach great importance to this factor in 

business life. Findings show that Gen-Z members also have expectations about a leader’s ability 

to own up to mistakes. Regarding the trait theory, in some studies about the characteristics of 

the leader, various characteristics such as responsibility, dominance, initiative, and self-

confidence have been found (Northouse, 2001, p. 18., as cited in Alga, 2016, p. 22). Hence, 

when considering the trait theory, it would not be wrong to say that the individuals of Gen-Z 

have expectations of taking responsibility from a leader and that they have expectations about 

making decisions and being able to bear the mistakes that may occur as a leader. This may also 

contribute to followers’ trust in their leaders. According to another result of this research, Gen-

Z members also have expectations from a leader about discovering talents. Especially when 

evaluated in terms of inspirational motivation, which is one of transformational leadership 

characteristics, leaders are expected to discover the talents and interests of their followers take 

this into account, and evaluate in terms of the needs of the organization (Özmen, 2021, p. 13). 

So, it would not be wrong to say that Gen-Z members also have similar views on revealing the 

talents of employees and realizing their potential.  

Conclusion 
It can be said that the results of this study offer various implications for both the literature and 

working life and leaders. The relationship between the leader and the member is very important 

in working life. It will be useful for organizations and leaders to pay attention to various features 

in order to motivate and employ Generation Z employees, especially those who have just started 
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to take part in working life. In this study, the characteristics that Generation Z expects from 

their leaders are included. 

     When the research results are evaluated in general, it can be said that individuals of Gen-Z 

have expectations for more traditional leadership characteristics, as well as expectations for 

more innovative characteristics of their own generation such as giving importance to privacy, 

being aware, being able to discover talents, and having digital skills. Considering that Gen-Z is 

slowly joining business life and that they will work more connected with their agemates in 

business life in the future, revealing the changes in leadership skills in this direction reflects the 

importance of this study. In future studies, it may be suggested to investigate the expectations 

of Gen-Z regarding different leadership styles as a more detailed version of this study. 

Additionally, considering the importance of harmony in business life, it may be recommended 

to conduct studies to reveal leaders’ expectations from Gen-Z.  

 

Declarations 
This research has been presented as summarized paper with the title of “Examination of 

Leadership Characteristics from Perspective of Generation Z” at 7th International Congress of 

Eurasian Social Sciences – ICOESS 2023, on 27-30 April 2023, Bodrum, Muğla- Turkey 

Acknowledgements  
Not applicable.  

Disclosure Statement 
No potential conflict of interest was reported by the authors. 

Ethics Approval 
Not applicable.  

Funding Acknowledgements  
Not applicable.  

Citation to this article 
Yavuz Aksakal, N. & Ulucan, E. (2024). Revealing the leadership characteristics of the modern 

age: Generation-Z perspective. International Journal of Organizational Leadership, 13(1), 22-

38. https://doi.org/10.33844/ijol.2024.60397 

Rights and Permissions 

 
© 2024 Canadian Institute for Knowledge Development. All rights reserved. 

International Journal of Organizational Leadership is published by the Canadian Institute for 

Knowledge Development (CIKD). This is an open-access article under the terms of the Creative 

Commons Attribution (CC BY) License, which permits use, distribution, and reproduction in 

any medium, provided the original work is properly cited. 

 

https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/


International Journal of Organizational Leadership 13(2024)                                                          36 

 

36 
 

References 

Ağın, K. (2023). Yirmi birinci yüzyılda örgütlerde psikolojik iyi oluş ve bağlılık sağlamada lider ve liderliğin rolü [Leader 

and the role of leadership in ensuring psychological wellbeing and organizational commitment in twenty-first century]. 

Gümüşhane Üniversitesi İletişim Fakültesi Elektronik Dergisi, 11(1), 826–847. 

Akdemir, A., & İnal, İ. H. (2022). Z kuşağında algılanan liderlik tarzlarının takım performansı üzerine etkisi [Researching 

the effect of the z generation leadership perception on team performance], Yönetim Bilimleri Dergisi, 20, 635–666.  

Alga, E. (2016). Örgütlerde yöneticilerin liderlik tarzlarının algılanması ve tükenmişlik sendromu ilişkisi [The relationship 

between percieved leadership styles in organizations and burnout syndrome]. Pamukkale Üniversitesi, Sosyal Bilimler 

Enstitüsü, İşletme Ana Bilim Dalı, Yayınlanmamış Doktora Tezi, Denizli.  

Alkın, C., & Ünsar, S. (2007). Liderlik özellikleri ve davranışlarının belirlenmesi üzerine bir araştırma [A study on describing 

the leadership traits and behavior]. Gazi Üniversitesi İktisadi ve İdari Bilimler Fakültesi Dergisi, 9(3),75–94. 

Araslı, H., Altinay, L., & Arici, H. E. (2020). Seasonal employee leadership in the hospitality industry: a scale development. 

International Journal of Contemporary Hospitality Management, 32(6), 2195–2215. https://doi.org/10.1108/IJCHM-05-

2019-0508  

Ardahan, M., & Konal, E. (2017). Hemşirelikte Yöneticilik ve Liderlik [Management and leadership in nursing]. Gümüşhane 

Üniversitesi Sağlık Bilimleri Dergisi, 6, 140–147. 

Asree, S., Zain, M., & Rizal Razalli, M. (2010). Influence of leadership competency and organizational culture on 

responsiveness and performance of firms. International Journal of Contemporary Hospitality Management, 22(4), 500–

516. https://doi.org/10.1108/09596111011042712  

Avcı, A. (2020). İş dünyasında maverick liderlik ve Z kuşağı incelemesi [Maverick Leadership and Z Generation Review in 

Business]. Uluslararası Toplum Araştırmaları Dergisi, 16(32) 5377–5392. 

Aydoğan, T. (2021). Z kuşağının liderlik tarzı beklentileri üzerine bir araştırma [A research on leadership style expectations 

of generation Z] [Master's thesis, Ege Üniversitesi, Sosyal Bilimler Enstitüsü]. Ege Üniversitesi, Sosyal Bilimler Enstitüsü, 

İşletme Anabilim Dalı, Yayınlanmamış Yüksek Lisans Tezi, İzmir.  

Bakan, İ., & Büyükbeşe, T. (2010). Liderlik türleri ve güç kaynaklarına ilişkin mevcut-gelecek durum karşılaştırması: eğitim 

kurumu yöneticilerinin algılarına dayalı bir alan araştırması [Current-future situation comparison regarding leadership 

“types” and “power sources”: A field research based on the perceptions of educational institution administrators], KMÜ 

Sosyal ve Ekonomik Araştırmalar Dergisi, 12(2), 73–84. 

Baltacı, A. (2018). Nitel araştırmalarda örnekleme yöntemleri ve örnek hacmi sorunsalı üzerine kavramsal bir inceleme [A 

Conceptual Review of Sampling Methods and Sample Size Problems in Qualitative Research]. Bitlis Eren Üniversitesi 

Sosyal Bilimler Dergisi, 7(1), 231–274. 

Brownell, J. (2010). Leadership in the service of hospitality. Cornell Hospitality Quarterly, 51(3), 363–378. 

https://doi.org/10.1177/1938965510368651  

Burns, M. G. (1978). Leadership. Harper-Row. 

Childs, M., Turner, T., Sneed, C., & Berry, A. (2022). A contingency theory approach to understanding small retail business 

continuity during COVID-19. Family and Consumer Sciences Research Journal, 50(3), 216–230. 

Deshwal, V., & Ali, M.A. (2020). A systematic review of various leadership theories. Shanlax International Journal of 

Commerce, 8(1), 38–43. 

Dinibütün, S. R. (2020). Leadership: A comprehensive review of literature, research and theoretical framework. Journal of 

Economics and Business, 3, 44–64. 

Drucker, P. (2007). The effective executive. Routledge. 

Düzgün, A. (2022). Z kuşağının kişilik özellikleri ile liderlik tarzı beklentisi arasındaki ilişki [The relationship between 

generation Z's personality characteristics and leadership style expectations]. Erciyes Akademi, 36(1), 408–431.  

Erdoğan, İ. (2012). Pozitivist metodoloji ve ötesi-araştırma tasarımları, niteliksel ve istatistiksel yöntemler [Positivist 

methodology and beyond – research designs, qualitative and statistical methods]. İstanbul: Erk Yayıncılık. 

Hao, M. J., & Yazdanifard, R. (2015). How effective leadership can facilitate change in organizations through improvement 

and innovation. Global Journal of Management and Business Research, 15(9), 1–6. 

Hay, I. (2006). Transformational leadership: characteristics and criticisms. E-Journal of Organizational Learning and 

Leadership, 5(2) 

https://doi.org/10.1108/IJCHM-05-2019-0508
https://doi.org/10.1108/IJCHM-05-2019-0508
https://doi.org/10.1108/09596111011042712
https://doi.org/10.1177/1938965510368651


37                                                                          Yavuz Aksakal & Ulucan                      

 
 

Horner, M. (2003). Leadership theory reviewed. In N. Bennett, M. Crawford, & M. Cartwright (Eds.), Effective educational 

leadership (pp. 27-43). Paul Chapman Publishing. 

Hotamışlı, M., & Efe, D. (2015). Duygusal zekâ ve liderlik ilişkisi bağlamındaki çalışmaların bibliyometrik analiz ile 

incelenmesi [The examination of studies using bibliometric analysis in the context of emotional intelligence and leadership 

relation]. Çukurova Üniversitesi İktisadi ve İdari Bilimler Fakültesi Dergisi, 19(1), 101–121. 

Hoy, W. K., & Miskel, C. G. (2015). Eğitim yönetimi- Teori, araştırma ve uygulama [Educational administration – Theory, 

research and practice]. Ankara: Nobel Publishing. 

Idowu, S. A. (2019). Impact of leadership styles on employees’ work performance in some South-Western Nigerian private 

universities. Economic Insights – Trends and Challenges, 8, 27–46.  

Kammoun, R., & Ben-Ayed, O. (2010) Leadership in Tunisian higher education from the perspective of the EFQM excellence 

model. Academic Leadership: The Online Journal, 8(3), 27. 

Kayode, B. K., Mojeed, A. Q., & Fatai, I. A. (2014). Leadership and decision-making: A study on reflexive relationship 

between leadership style and decision-making approach. British Journal of Education Society & Behavioural Science, 

4(4), 473–484. https://doi.org/10.9734/BJESBS/2014/5514  

Kılıç, R., Keklik, B., & Yıldız, H. (2014). Dönüştürücü, etkileşimci ve tam serbesti tanıyan liderlik tarzlarının örgütsel 

sessizlik üzerindeki etkisini belirlemeye yönelik bir araştırma [A research to determine the effect of transformational, 

interactionist and laissez-faire leadership styles on organizational silence]. Yönetim ve Ekonomi Dergisi, 21, 249–268. 

Kıncal, R. (2015). Bilimsel araştırma yöntemleri. Ankara: Nobel Akademik Yayıncılık. 

Kirkpatrick, S. A., & Locke, E. A. (1991). Leadership: Do traits matter? Academy of Management Executive, 5(2), 48–60. 

https://doi.org/10.2307/4165007  

Koç, Ö. (2023). Dönüştürücü liderlik ve örgüt kültürü ilişkisi: sağlık kurumları üzerine bir uygulama [Transformational 

leadership and organizational culture relationship: an application on health institutions]. Gümüşhane Üniversitesi Sağlık 

Bilimleri Dergisi, 12, 1–11. 

Koçel, T. (2010). İşletme Yöneticiliği [Business Management]. İstanbul: Beta Publishing. 

Mintzberg, H. (1998). Covert leadership: Notes on managing professionals. Harvard Business Review, 76, 140–148.  

Northouse, P. G. (2016). Leadership – Theory and practice. Sage Publications. 

Özkan, M. (2016). Liderlik hangi sıfatları nasıl alıyor? Liderlik konulu makalelerin incelenmesi [Examining leadership 

articles: which characteristics and how leadership comprises?]. Gaziantep University Journal of Social Sciences, 15(2), 

615–639. 

Özmen, R. (2021). Okul yöneticilerinin dönüşümsel liderlik özellikleri: Bir durum çalışması [Transformational leadership of 

school administrators features: a case study]. Fatih Sultan Mehmet Vakıf Üniversitesi Lisansüstü Eğitim Enstitüsü Eğitim 

Yönetimi Anabilim/ Anasanat Dalı, Tezsiz Yüksek Lisans Projesi, İstanbul.  

Palalar Alkan, D. (2020). İşgücünün değişen yüzü z kuşağı ve kuşağın lider algısı [Changing face of the workforce: generation 

z and its’ perception of leadership]. Business Economics and Management Research Journal, 3, 129–140. 

Pierce, J. L., & Newstrom, J. W.  (2006). Leaders & the leadership process. McGraw-Hill. 

Riaz, A., & Haider, M. H. (2010). Role of transformational and transactional leadership on job satisfaction and career 

satisfaction. Business and Economic Horizons, 1(1), 29–38. https://doi.org/10.15208/beh.2010.05  

Robbins, S. P., & Judge, T. A. (2012). Örgütsel Davranış [Organizational Behavior]. Nobel Yayınları, 

Setiawan, R., Cavaliere, L. P. L., Navarro, E. R., Wisetsri, W., Jirayus, P. Chauhan, S., Tabuena, A. C., & Rajan, R. (2021). 

The impact of leadership styles on employees’ productivity in organizations: a comparative study among leadership styles. 

Productivity Management, 26(1), 382–404. 

Shariff, N. J. (2015). A Delphi survey of leadership attributes necessary for national nurse leaders’ participation in health 

policy development: An East African perspective. BMC Nursing, 14(1), 1–8. 

Sivaruban, S. (2021). A critical perspective of leadership theories, Business Ethics and Leadership, 5, 57–65. 

Smith, R. W. (2001). Teacher efficacy, administrator efficacy, school culture, and leadership density [LSU Historical 

Dissertations and Theses. 385. South Lousiana State University, 

https://digitalcommons.lsu.edu/gradschool_disstheses/385/ 

https://doi.org/10.9734/BJESBS/2014/5514
https://doi.org/10.2307/4165007
https://doi.org/10.15208/beh.2010.05
https://digitalcommons.lsu.edu/gradschool_disstheses/385/


International Journal of Organizational Leadership 13(2024)                                                          38 

 

38 
 

Solihah, S. M., Budiawan, A., & Nugraha, N. M. (2021). The influence of autocratic leadership and work discipline on 

employee performance of the “ABC” city culture and tourism office, The Asia Pacific Journal of Management, 8(1), 29–

38. 

Steinmann, B., Klug, H. J. P., & Maier, G. W. (2018). The path is the goal: How transformational leaders enhance followers’ 

job attitudes and proactive behavior. Frontiers in Psychology, 9, 23-38. https://doi.org/10.3389/fpsyg.2018.02338  

Stogdill, R. M. (1948). Personal factors associated with leadership: A survey of the literature. The Journal of Psychology, 

25(1), 35–71. 

Şahbaz, E. (2019). Çalışma yaşamında Y ve Z kuşağının liderlik tipi algılarının karşılaştırılması: turizm sektöründe bir 

araştırma [Comparing the perception of Y and Z generation's leadership types within the work environment: A research 

on the tourism industry]. İstanbul Üniversitesi, Sosyal Bilimler Enstitüsü, Çalışma Ekonomisi ve Endüstri İlişkileri 

Anabilim Dalı, Endüstri İlişkileri Ve İnsan Kaynakları Bilim Dalı, Yayınlanmamış Yüksek Lisans Tezi, İstanbul.  

Taner, B., & Çetin, Ş. (2005). Ağırlama işletmelerinde başarılı lider yönetici tipolojisi: kavramsal bir çalışma. [A successful 

leader-manager typology for the hospitality industry: a conceptual study]. Seyahat ve Otel İşletmeciliği Dergisi, 2, 14–21. 

Taşer, A., Semiz, T., & Kanbay, T. (2022). Sağlık yönetiminde uygulanan liderlik modelleri üzerine bir inceleme [A review 

of leadership models applied in health management]. Sakarya İktisat Dergisi, 11, 33–45. 

Tengilimoğlu, D. (2005). Kamu ve özel sektör örgütlerinde liderlik davranışı özelliklerinin belirlenmesine yönelik bir alan 

çalışması [A field study to determine leadership behavior characteristics in public and private sector organizations]. 

Elektronik Sosyal Bilimler Dergisi, 4, 1–16. 

Thoha, N., & Avandana, M. N. W. (2020). Project managers’ leadership styles and their effects on project management 

performance. Pertanika Journal of Social Science & Humanities, 28(2), 803–816. 

Tozoğlu, B., & Uçar, Ö. (2022). Turizm ve liderlik konulu makalelerin bibliyometrik analizi [Bibliometric analysis of articles 

on tourism and leadership]. Journal of Tourism and Gastronomy Studies, 10, 358–379. 

Uğurluoğlu, Ö., & Çelik, Y. (2009). Örgütlerde stratejik liderlik ve özellikleri [Strategic leadership and characteristics in 

organizations]. Hacettepe Sağlık İdaresi Dergisi, 12, 121–156. 

Wang, C. J., Tsai, H. T., & Tsai, M. T. (2014). Linking transformational leadership and employee creativity in the hospitality 

industry: The influences of creative role identity, creative self-efficacy, and job complexity. Tourism Management, 40, 

79–89. https://doi.org/10.1016/j.tourman.2013.05.008  

Yılmaz, H., & Kantek, F. (2016). Türkiye'deki yönetici hemşirelerin liderlik tarzları: literatür inceleme [Nurse managers' 

leadership styles in turkey: literature review]. Sağlık ve Hemşirelik Yönetimi Dergisi, 3, 110 – 117. 

Yukl, G. A. (2018). Leadership in organizations. Prentice Hall, Nj. 

Zaccaro, S. J., Kemp, C., & Bader, P. (2004). Leader traits and attributes. In J. Antonakis, A. T. Cianciolo, & R. J. Sternberg 

(Eds.), The nature of leadership (pp. 101–124). Sage. 

 

 

 

 

 

 

 

https://doi.org/10.3389/fpsyg.2018.02338
https://doi.org/10.1016/j.tourman.2013.05.008

