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Abstract: The turmoil associated with the recent pandemic inflation, coupled with uncertainties regarding global
trade, is likely to cause much unnecessary tension among employees and managers in most nations, signifying that
socioeconomic challenges are external adverse events that cause stress in employees. This study surveyed 503
working-age adults in Turkey during 2023 to assess their dominant task-relationship orientations and level of perceived
stress. Data was added manually to Microsoft Excel, and variables were compared using a t-test analysis. As managers,
Turkish adults tend to be significantly more relationship-oriented, which can serve as an effective mitigation buffer
against feeling stressed. Analysis of data also confirmed that work experience, education, age, and government
experience are statistically significant factors in task-relationship orientations and stress perceptions. The quantitative
results are supplemented with practical observations of Turkish managers to assess the intersectionality of supervision
and stress management practices. This research did not discover any significant differences in the task and relationship
orientation of Turkish respondents based on gender, which is different from working adults in the United States, where
men are more likely to be focused on tasks. Additionally, Turkish men and women have similar perceptions of stress in
society. Limitations of the research, suggestions for future studies, and recommendations are provided. Given the
current global challenges related to trade and national conflicts, understanding the cultural and contextual factors
that influence stress perceptions is crucial for developing targeted interventions to promote well-being in the workplace
and better working relationships with local and global counterparts. It is clear from this study that Turkish people are
significantly more relationship-oriented (42.99), and their task orientation (40.93) falls in the moderately high range.
The average stress perception of Turkish respondents is 29.06, falling in the moderate range. The study’s findings
provide a foundation for management assessments and talent development strategies that are tailored to the strengths
and stress profiles of individuals. Future research should further explore the role of leadership orientation in stress
management and its implications for fostering healthier, more resilient work environments and interpersonal
relationships.
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INTRODUCTION

In today’s fast-paced, stressful, and uncertain world, socioeconomic challenges such as job insecurity,
income inequality, and workplace burnout demand effective management strategies that transcend cultural and
organizational boundaries to ensure both economic productivity and individual well-being. As societies grapple
with these issues, modern employees and managers must not only possess strong technical skills but also apply
balanced task- and relationship-oriented management styles that help mitigate stress and foster inclusive, team-
based engagement (Turner & Heng, 2023). Amid rising demands for equity and resilience in the workforce,
managers are increasingly responsible for maintaining mission clarity and creating adaptable visions that resonate
across diverse teams (Northouse, 2021). In addressing these societal and economic pressures, it is ultimately the
commitment of skilled workers and effective managers, through their influence tactics and collaborative efforts,
that transforms strategic visions into tangible results on local, national, and global scales (Mujtaba, 2023, p. 2).

Practical research on Turkish stress management and management styles by age, gender, and education is
limited but vital for understanding how these factors shape supervision effectiveness in Turkey’s evolving
workforce (Mujtaba et al., 2025). Age highlights generational differences in management preferences; gender
reveals persistent inequalities and adaptive strategies; and education impacts openness to participative and
transformational styles. These insights support the development of inclusive, culturally relevant hiring and
management development programs tailored to Turkey’s organizational landscape.

According to Feeney and Collins (2015), our experiences involving social collaboration and overcoming
obstacles can significantly shape our beliefs, attitudes, and behaviors. As such, the cultural environment provides
personal, professional and public sector experiences to develop leadership and stress prevention skills like
communication, problem-solving, and project management (Aycan, 2004). Due to stereotypes or misinformation,
some multinational workers hold the view that Turkish colleagues have similar beliefs, attitudes and norms as
their Arab peers, but this is not necessarily the case. As such, empirical studies are needed to clarify the facts as
well as to develop effective management and leadership practices, which this study fulfills.

Agile and flexible modern leaders must have the essential characteristics that allow an organization to
continuously improve through a balance of managing tasks, building the right relationships, and making sure
everyone can successfully manage the day-to-day stresses. In a way, leaders must be effective stress management
role models, as workers are always watching them. As shown in the conceptual framework of the study in Figure
1, where the arrows are pointing right and left to the possible relationship of the variables, this research focuses
on Turkish working adults to assess stress perception, task orientation and whether they have a significantly higher
level of relationship orientation as professionals, managers, and entrepreneurs based on demographic variables of
age, education, gender, work experience, management experience, and government experience.

Age
Leadership Education Perceived
i
Gender Stress

Style
Work Experience

Figure 1. The Conceptual Framework of the Study

Source: created by the authors using MS Word.

Empirically studying demographic variables is essential for understanding effective leadership in Turkey’s
unique socio-political and cultural context. Age, education, gender, and experience directly influence leadership
styles, decision-making, and organizational dynamics. Generational gaps may affect openness to innovation,
while education shapes problem-solving and strategic thinking. Gender remains critical in Turkey, where
traditional norms and modern equality efforts intersect, influencing leadership opportunities and perceptions
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(Aycan, 2004). Professional, managerial, and government experience also shape leadership effectiveness —
especially in the public sector, where navigating bureaucracy is key (Kaifi et al., 2023). Management experience
is often linked to stronger performance and team cohesion. Understanding these variables enables targeted
training, informed feedback, and inclusive leadership development (Kaymaz, 2011).

Studying leadership styles, particularly task- and relationship-orientation, reveals how demographics affect
trust-building, stress perception, and workplace behavior. Turkish organizations often reflect high power distance
and paternalistic leadership, combining authority with care (Pellegrini & Scandura, 2008). These traits can
heighten stress and ambiguity, especially with top-down communication and limited feedback (Aycan et al., 2001;
Kaymaz, 2011). However, people-oriented leadership has been shown to reduce stress and boost performance
(Tunc & Kutanis, 2009). Mujtaba et al. (2025) found that age and gender, but not education, predicted moral
maturity in Turkish workers, suggesting these factors may also shape leadership, though this link was not directly
explored. This study addresses that gap by examining how leadership behaviors interact with demographics to
support culturally grounded strategies and inclusive practices (Kaifi et al., 2023).

This research benefits scholars, leadership trainers, managers, and entrepreneurs by providing insights into
how Turkish leaders manage stress and guide teams within a cultural blend of Eastern traditions and Western
practices. As Turkey modernizes while preserving its identity, understanding the effects of age, education, gender,
and experience on leadership is key to fostering inclusive, effective leaders and improving workplace well-being
in both local and international contexts.

LITERATURE REVIEW

Studying the leadership styles of Turkish working adults and their work experiences through the lenses of
age, gender, and education is critical for understanding the dynamic nature of leadership in Turkey’s evolving
socioeconomic landscape. Turkey is often seen as a bridge between Eastern and Western cultures, so, it presents
a unique context where traditional values intersect with modern organizational practices.

Age significantly shapes leadership preferences, with older adults often favoring hierarchical or
authoritative styles, while younger generations lean toward participative and transformational approaches (Den
Hartog et al., 1999). Studying these generational differences can inform age-inclusive leadership development
programs that align with evolving workplace expectationsl.

Gender also plays a crucial role in Turkish leadership dynamics. Despite progress, patriarchal norms
continue to influence leadership opportunities (Aycan, 2004). Female leaders frequently blend transformational
and transactional styles to navigate workplace bias and gain credibility (Eagly & Carli, 2003). Research shows
growing positive perceptions of women in leadership; for instance, in a Turkish study, over half of the 157
respondents viewed working with female managers favorably, with significant differences noted by gender,
education, and age (Yildirim, 2021, p. 171). Such findings support efforts to advance inclusive leadership and
gender equity.

Education level further influences leadership style by shaping communication, problem-solving, and
openness to innovation (Mujtaba et al., 2025). More educated leaders in Turkey are often inclined toward
transformational and collaborative methods (Ng & Parry, 2016). Given education’s link to socioeconomic
mobility, exploring this relationship is key to nurturing effective leaders across educational strata. Integrating age,
gender, and education into leadership studies offers a fuller understanding of Turkey’s evolving workplace
leadership dynamics.

To better understand and examine the task and relationship orientation of Turkish adults, as well as assess
their stress perceptions, this study focuses on the following research questions:

1. Are Turkish adults more task-oriented or more relationship-oriented based on gender, age, education,

and experience?

2. Are age, education, gender, and experience statistically significant factors in the perceived stress level

of Turkish respondents?

1 This study is a continuation of research stream on task, relationship, and stress orientation across the globe with colleagues from many
cultures. Since it is not possible to credit all efforts, special thanks are extended to previous coauthors from the United States, Germany,
China, Russia, Ukraine, Malaysia, Vietnam, Thailand, Japan, Morocco, Jamaica, the Bahamas, India, Pakistan, Afghanistan, and Iran for
their contributions.
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According to Biswas and Kirchherr (2015), an average academic journal article is read in its entirety by
about 10 people. They also note that only 20% of cited papers have been read, which highlights concerns about
the limited reach and impact of academic publications. To solve this low readability phenomenon, this research
is different from most studies on leadership as it keeps the writing and content practical for time-impoverished
students, workers, managers, and entrepreneurs to benefit from it in their development efforts.

Workplace Stress

Authors such as Selye (1956), Frese (1985), Tajaddini and Mujtaba (2009), among many others, have long
emphasized that stress impacts employees, managers, and leaders in physical, emotional, mental, and behavioral
terms. In the context of Turkey, where generational dynamics, gender roles, and varying levels of educational and
professional experience influence workplace interactions, understanding how stress manifests across these
demographics is essential. Stress, often experienced as distress, can be defined as any real or perceived force that
negatively influences workers and managers (Selye, 1974). In a diverse and evolving Turkish labor force, age and
experience may shape how stress is perceived and managed, especially among leaders expected to guide teams
through uncertainty. As Hyde and Allen (1996, p. 27) note, overload stressors — both qualitative and quantitative —
can lead to significant psychological, physiological, and behavioral changes (Nguyen et al., 2014). If unmanaged,
stress can have a dysfunctional impact on the health of employees and managers alike, both mentally and
physically (Hyde & Allen, 1996; Frese, 1985), a concern that is particularly relevant in Turkey’s demanding and
competitive work environments.

Excessive or chronic workplace stress can also lead to broader consequences such as job insecurity, reduced
productivity, and lower socioeconomic status among workers, outcomes that may be experienced differently
based on age, gender, and educational attainment (Nguyen et al., 2014). For instance, the comparative study by
Kirkcaldy et al. (2002) on British and German managers revealed cultural distinctions in coping mechanisms:
German managers, often more problem-focused and career-stable, reported less stress regarding advancement and
recognition. These findings raise valuable questions about whether Turkish managers, operating in a culturally
distinct yet globally influenced environment, mirror or diverge from these patterns. Culture undeniably influences
how stress is experienced and managed, and in Turkey, where traditional values intersect with modern business
practices, demographic variables such as age and work experience likely affect stress management styles.
Research among Turkish working adults has shown that “managers have a direct impact on employees’ various
perceptions of the job” and stress (Sisman et al., 2017, p. 409), which highlights the importance of leadership
sensitivity to individual differences shaped by education levels, generational perspectives, and gender norms.

As Turkey is not a member of the European Union and retains a unique sociocultural identity, individuals
may approach workplace stress and its mitigation differently than their European counterparts (Mujtaba et al.,
2025). It is particularly relevant to study how Turkish leaders (male and female, young and older, formally
educated or professionally seasoned) manage stress under shifting organizational demands. This makes it
imperative to assess both qualitative and quantitative stressors while also developing leaders who can balance
competing priorities and cultivate psychologically healthy environments for their diverse teams (Nguyen et al.,
2014). In doing so, leadership development efforts in Turkey can be more precisely aligned with the needs and
expectations of the nation’s multi-generational and gender-diverse workforce.

Leadership Orientation

Leadership remains one of the most studied and debated concepts across cultures and continents, reflecting
its foundational role in organizational success and societal development. As Northouse (2021) highlights,
“leadership has been widely researched from many perspectives, including a series of qualitative studies of
prominent leaders and CEOs in large, well-known organizations,” which has “been the focal point for a large
body of leadership research since its introduction in the 1970s” (p. 182). In Turkey, where modernization and
globalization have reshaped the workforce, this research is increasingly relevant. Understanding how age,
education, gender, and work experience shape leadership perceptions and behaviors is vital for organizations
navigating rapid digital transformation and demographic shifts. As Turkish institutions strive to remain
competitive and sustainable in this interconnected environment, the demand for adaptable, forward-thinking
leaders has intensified. Organizations are therefore seeking individuals who embody both strategic vision and
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operational follow-through, “leaders who are great communicators, visionary thinkers, and who can also get
things done and follow through” (Rath & Conchie, 2009, p. 7).

For Turkish adults, leadership effectiveness may be further influenced by cultural expectations regarding
age-related authority, gender roles, and the perceived value of formal education and diverse work experiences.
The ability to inspire extra effort, instill perceptions of legitimacy, and increase satisfaction among followers is
critical (Pounder, 2008, p. 2; Kearney, 2008, p. 804). In a society where elderly leadership is often respected and
education levels are rising, understanding how these factors intersect with leadership styles is essential. Leaders
in Turkish organizations must articulate long-term goals and foster commitment (Bolman & Deal, 2003, p. 340),
especially in multigenerational and mixed-gender teams. This efficacy is linked to self-efficacy and trust within
the team (Walumbwa et al., 2008, p. 815), requiring leaders to navigate diverse educational backgrounds and
levels of professional and managerial experience. Inclusivity and adaptability, especially across gender and
generational divides, are vital leadership qualities in modern Turkey (Ekmekci et al., 2021). Cultivating inclusive
environments, where individuals of all ages and genders feel valued, and aligning them with a common vision
enhances commitment and performance (Northouse, 2021, p. 180).

As leadership theory continues to evolve, it is increasingly important to study it in the Turkish context,
where age hierarchies, educational prestige, and gender norms may shape leadership perceptions and effectiveness
(Nguyen et al., 2014). Cowsill and Grint (2008) and Judge and Piccolo (2004) have framed leadership in terms of
task versus relationship orientation — dynamics that may manifest differently among Turkish leaders based on
their work experience and gender. Cann and Siegfried (1990) observed that task-oriented leadership is often
perceived as masculine, while relationship orientation is viewed as more feminine, a perspective that may
influence leadership expectations in a traditionally patriarchal society. Managers and leaders who adopt
relationship-oriented approaches often foster innovation and cohesion, traits particularly valuable in Turkey’s
evolving economic landscape. Mujtaba (2023, p. 4) reminds us that leadership is accessible to all, being
fundamentally about influencing others toward shared goals. Balancing task and people considerations (Habil et
al., 2019) is essential for leaders managing diverse teams with varying educational and experiential backgrounds.
Relationship-oriented leadership tends to foster trust and lower absenteeism (Mujtaba, 2023), while rigid task-
orientation can lead to dissatisfaction and turnover (Hersey et al., 2001). Ultimately, in Turkey, just as elsewhere,
effective leadership depends on balancing cultural expectations with inclusive and adaptive strategies.

Itis important for everyone to understand their task and relationship orientation tendencies of Turkish adults
since leadership is not based just on formal power, and it is not necessarily tied to a rank or position (Rigoloski,
2013). While the concept of leadership is a complex and multi-dimensional phenomenon, there is increasing
clarity regarding how leadership differs from management (Grossman & Valiga, 2000). While leadership is about
an effective vision towards a clearly communicated future for the team or organization, management is seen as
efficiently achieving the stated goals and vision without destructive incivility or ostracism in the workplace.
Regardless of one’s profession, effective leadership is about being able to efficiently perform assigned tasks for
a job, while developing and maintaining productive relationships with colleagues and other stakeholders through
shared goals (Kaifi, 2023). Research with Turkish respondent has shown that “employees tend to feel less tension
and stress and thus ultimately become more affectively and normatively committed to the organizations when the
supervisors exhibit transformational leadership behaviors,” and the fact that leadership behaviors can act as
predictors of commitment via perceived stress (Ekmekci et al., 2021, p. 348).

The results of Mujtaba’s (2023) study with 3950 respondents in the United States (with 58.7% female and
41.3% male) showed statistically significant differences in the task and relationship orientation of men and
women, with the former being more task-oriented and the latter being more relationship-oriented. In this study
with Turkish working adults, the goal is to assess if men are in fact more task-oriented than female respondents,
and if women demonstrate a significantly higher level of relationship orientation.

METHODOLOGY
Instrumentation

The leadership orientation of Turkish working adults in this study was assessed using Northouse’s (2021)
Leadership Style Questionnaire (LSQ), a tool with proven reliability and validity. It shows strong internal
consistency (Cronbach’s alpha = 0.82) and test-retest reliability (0.78), and aligns with established leadership
models (Kutip, 2023; Northouse, 2021). Madlock (2008) reported alpha values from 0.90 to 0.93 for task,
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relationship, and overall styles, while Huang and Mujtaba (2009) confirmed an alpha of 0.888. The LSQ uses a
5-point Likert scale (1 = never, 5 = always) and scores range from 10 to 50, categorized into six levels from “very
low” to “very high” (Kaifi et al., 2023). Turkish respondents rated task behaviors (e.g., “Tells group members
what they are supposed to do”) and relationship behaviors (e.g., “Helps others feel comfortable in the group”) via
online and in-person surveys.

To assess stress, the Overload Stress Inventory (OSI) by Hyde and Allen (1996, pp. 29-30) was used,
measuring psychological, interpersonal, and physical strain, along with coping resources. OSI shows high
reliability: ORQ (0.88-0.93), PSQ (0.93-0.94), PRQ (0.89-0.99), with test-retest correlations from 0.39 to 0.74
(Neurolaunch, 2024). Respondents rated ten statements on a 5-point scale (1 = never, 5 = always), with total
scores indicating stress severity from low (<19) to severe (=40) (Nguyen et al., 2014; Tajaddini & Mujtaba, 2011).

In accordance with previous research practices (Tajaddini & Mujtaba, 2011), the English version of the
survey was translated by one of the authors, who is a native speaker, into Turkish, and then it was given to five
academic faculty members who spoke both languages fluently for checking the accuracy of the survey. Then
another colleague translated the Turkish survey back into English to check for accuracy of meaning and intention.
The Turkish-speaking authors and their colleagues agreed that the meaning of the survey has not changed in the
translated and retranslated versions (Tajaddini & Mujtaba, 2011).

Sampling

In this study, responses from Turkish working adults were collected through different platforms in the
workplace and in academia in 2023. The respondents are working adults living and working in Turkey in towns
such as Istanbul, Ankara, Izmir, and other nearby cities that were conveniently located in proximity to the
researchers that collected the data. For this study, a convenient sample of Turkish adults studying business courses
or attending leadership development workshops was selected. The total population sample size for this study was
1,000, and each candidate was provided surveys in both English and Turkish languages to voluntarily complete
by email or during the live gatherings, as per their preference.

Data Collection

The convenience sample was obtained through in-person sessions as well as online communications
without identifying any specific population or sample size. Since there was no funding for this research,
professors, organizational trainers, and managers were asked if they would allow the researcher to collect this
data from their workers and course attendees during a ten-minute period. The goal was to get a large enough
sample for a robust analysis based on age, gender, education, and work experience levels. To enhance the
completeness and reliability of data collection, only one of the authors living in Turkey was the survey
administrator.

Confidentiality was guaranteed. As such, no respondent was identified by name or organization. The
purpose of this research and confidentiality were emphasized as an introductory statement in each survey. This
study followed proper institutional review board research protocols, so, the respondents willingly completed the
survey and could discontinue at any time. The returned surveys comprised a response rate of about 50%.

RESULTS

In terms of demographics, the respondents were all born in Turkey. All of them claimed “Islam” as their
faith. The generational diversity of respondents spans from 18 years of age to more than 55 years, with more than
50% falling in the 20-30 range. Most of the respondents are female (63%), with 37% being male.

As can be seen from the responses of 503 adults (188 males and 315 females) in Table 1, Turkish people
surveyed in this study are significantly more relationship-oriented (42.99), but their task orientation (40.93) is
also in the moderately high range. This finding assures supervisors, managers, and leaders of multinational firms
that Turkish employees will get their jobs done while keeping good relationships with their customers, vendors,
employees, colleagues, superiors, and other relevant stakeholders. Their average stress perception score (29.06)
falls in the high level of the moderate range. Since Turkish people are highly relationship-oriented, perhaps they
are better able to manage stress by reaching out, when needed, to their professional networks and social circles
locally, nationally, and internationally.
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Table 1. Turkish Task vs. Relationship Orientation Scores

Task Orientation
Sample Size 503
Sample Mean 40.93
Sample Standard Deviation 6.42
Relationship Orientation
Sample Size 503
Sample Mean 42.99
Sample Standard Deviation 5.12
Calculations
Total Degrees of Freedom 1004
t-Test Statistic -5.63
Lower Critical Value -1.962
Upper Critical Value 1.962
p-Value 0.00

Source: created by the authors using MS Excel software.

As shown in Tables 2 and 3, male and female respondents seem to have similar scores on both the task and
relationship orientations since there are no statistically significant differences in their scores.

Table 2. Male vs. Female Task Orientation

Male Female

Mean 40.8 40.97
Variance 4431 39.42
Observations 188 315

t Stat -0.17

P(T<=t) one-tail 0.44

t Critical one-tail 1.65

P(T<=t) two-tail 0.87

t Critical two-tail 1.97

Source: created by the authors using MS Excel software.

When male and female leaders have similar scores on both task and relationship orientations, it suggests
that they share comparable leadership styles and priorities. This similarity indicates that both Turkish men and
women in leadership positions tend to focus on achieving goals and building interpersonal connections to a
comparable extent. This finding can help dispel stereotypes about gender differences in leadership in Islamic
nations such as Turkey and other places, highlighting that effective leadership is not inherently tied to gender, and
that both men and women can exhibit strong task- and relationship-oriented leadership skills.

Table 3. Male vs. Female Relationship Orientation

Male Female

Mean 43.13 42.91
Variance 24.64 27.27
Observations 188 315

t Stat 0.46

P(T<=t) one-tail 0.32

t Critical one-tail 1.65

P(T<=t) two-tail 0.65

t Critical two-tail 1.971

Source: created by the authors using MS Excel software.

As shown in Table 4, male and female respondents in Turkey have similar stress perceptions since there
are no statistically significant differences in their scores. When male and female respondents in Turkey have
similar stress perceptions with no statistically significant differences in their scores, it suggests that both men and
women experience and perceive stress in a comparable manner. This finding implies that the sources, levels, and
impacts of stress may not vary significantly between genders in the Turkish context. As a result, organizational
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stress management initiatives and interventions may not need to be tailored specifically to one gender but rather
can focus on addressing common stressors and promoting overall well-being for all employees.

Table 4. Male vs. Female Stress Perceptions

Male Female

Mean 29.09 29.03
Variance 75.11 67.35
Observations 188 315

t Stat 0.07

P(T<=t) one-tail 0.47

t Critical one-tail 1.65

P(T<=t) two-tail 0.94

t Critical two-tail 1.97

Source: created by the authors using MS Excel software.

As can be seen from Table 5, the youngest Turkish respondents (17-25 years old) seem to have a higher
level of perceived stress compared to the oldest and more experienced professionals (45 years of age or older).
However, the alpha value of 0.074 is not statistically significant. When younger and older respondents have
similar stress perceptions with no significant differences in their scores, it suggests that stress experiences and
perceptions are not strongly influenced by age. This finding implies that stressors and coping mechanisms may
be more related to universal workplace or environmental factors rather than age-specific issues. As a result,
organizational stress management initiatives can focus on addressing common stressors that affect employees
across different age groups, rather than tailoring interventions to specific generations or age ranges.

Table 5. Youngest vs. Oldest Stress Perceptions

Youngest Oldest
Mean 30.21 28.42
Variance 72.04 77.37
Observations 138 161
t Stat 1.79
P(T<=t) one-tail 0.04
t Critical one-tail 1.65
P(T<=t) two-tail 0.07
t Critical two-tail 1.97

Source: created by the authors using MS Excel software.

As can be seen from Table 6, work experience is a statistically significant factor in the stress perception of
Turkish respondents, with a p-value of 0.048. Our findings show that those with no work experience have a significantly
higher level of perceived stress compared to those that have at least six years of work experience. It confirms that work
experience is a factor in effectively balancing tasks, which might moderate perceptions of stress.

Table 6. Work Experience and Stress Perceptions

No Work Experience 6 + Years of Work Experience

Mean 30.77 28.46

Variance 60.55 73.16
Observations 56 312

t Stat 2.01

P(T<=t) one-tail 0.02

t Critical one-tail 1.66

P(T<=t) two-tail 0.05

t Critical two-tail 1.99

Source: created by the authors using MS Excel software.

As can be seen from Table 7, education levels did not produce any significant differences in stress
perception between those with a high school degree, compared to those that have earned at least a master’s degree
or more. When high school graduates and those with advanced professional degrees in Turkey have similar stress
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perceptions with no statistically significant differences in their scores, it suggests that stress experiences are not
strongly tied to educational attainment. This finding implies that stressors may be more related to universal factors
such as work environment, personal life, or societal pressures, rather than being specific to one's level of
education. As a result, stress management initiatives can focus on addressing common stressors that affect
individuals across different educational backgrounds, rather than targeting specific education levels.

Table 7. Education and Stress Perceptions

High School Masters+

Mean 28.19 28.89
Variance 43.63 88.89
Observations 43 128

t Stat -0.55

P(T<=t) one-tail 0.29

t Critical one-tail 1.66

P(T<=t) two-tail 0.59

t Critical two-tail 1.98

Source: created by the authors using MS Excel software.

As can be seen from Table 8, management experience is not a significant factor in the respondents’
perception of stress. Turkish adults, regardless of their level of managerial experience, seem to have similar stress
perception scores. This finding suggests that stressful experiences are not strongly influenced by one's managerial
role or experience. This finding implies that stressors may be more related to universal workplace or personal
factors, such as workload, work-life balance, or organizational culture, rather than specific to managerial
responsibilities. As a result, stress management initiatives can focus on addressing common stressors that affect
employees across different job roles and experience levels.

Table 8. Management Experience and Stress Perceptions

No Mgmt Experience 10 + Years of Mgmt. Exp.

Mean 29.35 28.07

Variance 68.39 95.06
Observations 241 82

t Stat 1.07

P(T<=t) one-tail 0.14

t Critical one-tail 1.66

P(T<=t) two-tail 0.29

t Critical two-tail 1.99

Source: created by the authors using MS Excel software.

As shown in Table 9, respondents that reported having six or more years of government work experience
have a significantly higher level of stress perception (p-value = 0.0598) compared to those with no public sector
work experience. Perhaps Turkish government employees have a higher level of responsibility and obligation, or
they have more tasks to accomplish compared to their private sector counterparts.

Table 9. Government Experience and Stress Perceptions

No Gov. Experience 6+ Years of Gov. Experience

Mean 28.26 30.43

Variance 64.42 83.26
Observations 365 74

t Stat -1.90

P(T<=t) one-tail 0.03

t Critical one-tail 1.66

P(T<=t) two-tail 0.06

t Critical two-tail 1.98

Source: created by the authors using MS Excel software.

When respondents with more years of government work experience have a significantly higher level of
stress perception compared to those with no public sector work experience, it suggests that prolonged exposure
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to the public sector work environment may contribute to increased stress levels. This finding implies that unique
stressors inherent to government work, such as bureaucratic red tape, high-stakes decision-making, or limited
autonomy, may accumulate over time and impact employees' well-being. As a result, targeted stress management
initiatives and support systems may be necessary for government employees with extensive work experience to
mitigate the negative effects of chronic stress.

As shown in Table 10, the oldest Turkish respondents (45 years of age or higher) have a significantly higher
task orientation score (p-value = 0.00006) than those who are 25 years of age and younger. Perhaps more years
of life equate to more tendency to get things done as quickly as possible. In other words, older people are less
likely to procrastinate. When the oldest respondents have a significantly higher task orientation score than younger
respondents, it suggests that older individuals tend to prioritize goal-oriented behaviors and productivity more
than their younger counterparts. This finding may indicate that older Turkish adults have developed stronger work
ethic or task management skills over time, potentially due to life experience, work experience, or cultural
influences. As a result, organizations may benefit from leveraging the strengths of older employees, such as their
focus and productivity, while also providing support and training to younger employees to develop these skills.

Table 10. Task Orientation and Age

Youngest Oldest
Mean 39.31 42.39
Variance 50.96 32.70
Observations 138 162
t Stat -4.08
P(T<=t) one-tail 3.01E-05
t Critical one-tail 1.65
P(T<=t) two-tail 0.00
t Critical two-tail 1.97

Source: created by the authors using MS Excel software.

As shown in Table 11, the oldest Turkish respondents (45 years of age or higher) have a significantly higher
relationship orientation score (p-value = 0.015) than those who are 25 years of age and younger. Perhaps more
years of life equate to more networking and keeping strong ties with friends and colleagues. In other words, older
people are more likely to invest in building a larger network of professional colleagues. It also suggests that older
individuals in Turkey tend to prioritize building and maintaining interpersonal relationships more than their
younger counterparts. This finding may indicate that older Turkish adults place greater value on social harmony,
teamwork, and mentorship, potentially due to cultural or life experience factors. As a result, organizations may
benefit from leveraging the relationship-building skills of older employees, such as their ability to facilitate
collaboration and communication, and promoting intergenerational knowledge transfer and teamwork.

Table 11. Relationship Orientation and Age

Youngest Oldest
Mean 42.25 43.67
Variance 24,01 26.63
Observations 138 162
t Stat -2.44
P(T<=t) one-tail 0.01
t Critical one-tail 1.65
P(T<=t) two-tail 0.02
t Critical two-tail 1.97

Source: created by the authors using MS Excel software.

Regarding the influence of education on task leadership tendencies, as can be seen in Table 12, those with
a master’s degree and higher are significantly more task-oriented (p-value = 0.04756) compared to respondents
with a high school degree. In other words, education is a statistically significant factor in the task-oriented
leadership style of working adults in Turkey. Those with higher levels of education are more likely to see the
urgency of getting tasks done compared to their less educated peers.
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When the most educated Turkish respondents are significantly more task-oriented than those who are less

educated, it suggests that individuals with higher levels of education tend to prioritize goal-oriented behaviors,
productivity, and efficiency more than those with lower levels of education. This finding may indicate that higher
education in Turkey fosters skills and values related to planning, organization, and problem-solving, or that
individuals with strong task-oriented tendencies are more likely to pursue higher education. As a result,
organizations may benefit from leveraging the task-oriented skills of highly educated employees and considering
education levels when assigning roles that require strong project management, strategic planning, or analytical
skills.

Table 12. Task Orientation and Education

High School Master +

Mean 40.39 42.56
Variance 38.34 33.52
Observations 43 130

t Stat -2.02

P(T<=t) one-tail 0.02

t Critical one-tail 1.67

P(T<=t) two-tail 0.05

t Critical two-tail 1.99

Source: created by the authors using MS Excel software.

Regarding the influence of education on relationship leadership tendencies, as can be seen in Table 13,
those with a master’s degree and higher are significantly more relationship-oriented (p-value = 0.0226) compared
to respondents with a high school degree. In other words, education is a statistically significant factor in the
relationship-oriented leadership style of working adults in Turkey. Those with higher levels of education are more
likely to see the importance of networking and maintaining healthy connections with relevant stakeholders
compared to their less educated peers.

Table 13. Relationship Orientation and Education

High School Master +
Mean 41.72 43.90
Variance 26.21 35.16
Observations 43 130
t Stat -2.32
P(T<=t) one-tail 0.01
t Critical one-tail 1.66
P(T<=t) two-tail 0.02
t Critical two-tail 1.9

Source: created by the authors using MS Excel software.

When the most educated Turkish respondents have a significantly higher relationship orientation score than
those who are less educated, it suggests that individuals with higher levels of education tend to prioritize building
and maintaining interpersonal relationships more than those with lower levels of education. This finding indicates
that higher education in Turkey might foster skills and values related to teamwork, communication, and social
interaction, or that individuals with stronger relationship skills are more likely to pursue higher education. As a
result, organizations may benefit from leveraging the relationship-building skills of highly educated employees
and considering education level when forming teams or assigning roles that require strong interpersonal skills.

DISCUSSION

This study finds that Turkish workers and managers primarily lead through strong relationships, aligning
with situational leadership theory (Hersey et al., 2001). Situational leadership theory is supported by this study,
as significant differences do exist, implying that people can gain and apply their own unique or dominant influence
techniques in changing contexts as evidenced by the variables studied. Gender does not significantly affect stress
perception, which supports efforts to reduce the glass ceiling in workplaces. Older and more experienced workers
appear to manage stress better, offering practical examples for navigating today’s fast-paced work environment.
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Continued research into stress among Turkish adults can help uncover cultural and workplace-specific factors
affecting well-being and performance (Yildirim, 2021; Sisman et al., 2017). Work experience and employment
in the public sector emerged as important influences on stress perception, echoing earlier findings from Turkey
and the region (Ekmekci et al., 2021; Tajaddini & Mujtaba, 2011).

Understanding task- and relationship-oriented leadership styles in relation to stress can guide effective
coping strategies (Ekmekci et al., 2021). In this study, both male and female Turkish participants showed high
relationship orientation, like patterns observed in Iran, Pakistan, and Afghanistan (Tajaddini & Mujtaba, 2011).
These insights can help HR professionals design targeted stress-reduction and performance-enhancing programs
(Sisman et al., 2017; Yildirim, 2021), ultimately supporting healthier, more inclusive workplaces. As summarized
in Table 14, any significant differences in the task and relationship orientation of Turkish respondents based on
gender were not found.

Table 14. Research Results

Research Focus Findings
As leaders, are Turkish adults more task-oriented or more relationship-oriented? Slgnlflcantl)(/)rr;’;?]rt:éelatlonsh|p-
Turkish males are more task-oriented compared to their female counterparts. Not Supported
Turkish males are more relationship-oriented compared to their female counterparts. Not Supported
Turkish males and females will have similar levels of perceived stress. Supported
Age is a statistically significant factor in the perceived stress level of Turkish respondents. Not Supported
Work experience is a statistically significant factor in the perceived stress level of Turkish
Supported
respondents.
Education is a statistically significant factor in the perceived stress level of Turkish
Not Supported
respondents.
Mane_lgement experience is a statistically significant factor in the perceived stress level of Not Supported
Turkish respondents.
Government experience is a statistically significant factor in the perceived stress level of Supported
Turkish respondents. PP
Age is a statistically significant factor in the task orientation of Turkish respondents. Supported
Age is a statistically significant factor in the relationship orientation of Turkish s
upported
respondents.
Education is a statistically significant factor in the task orientation of Turkish respondents. Supported
Education is a statistically significant factor in the relationship orientation of Turkish
Supported
respondents.

Source: created by the authors using MS Word software.

The Turkish findings are contrary to outcomes of working adults in the United States, which resulted in
men being more task-oriented and women being more relationship-oriented (Mujtaba, 2023). Research has proven
that female professionals tend to keep stronger connections in the workplace; as such, academic studies provide
support for diversifying leadership positions (Mujtaba, 2023, p. 7).

The finding of the current study means that Turkish men and women are equally able to successfully
perform their functions at all levels, which is in alignment with previous studies (Emhan et al., 2024; Yildirim,
2021; Ekmekei et al., 2021; Sisman et al., 2017). Additionally, Turkish males and females seem to have similar
levels of perceived stress in society. This means that one gender is not stressed more than the other as working
adults, implying equity and that there are no major disparities between working men and women in Turkey. Such
findings, assuming no discrimination, should ideally equate with no disparity in compensation and senior
management positions based on gender, which can be a research topic for future studies.

Any working adult, regardless of age or role, can grow as a leader by identifying their dominant leadership
style and intentionally improving it using relevant influence tactics (Mujtaba, 2023, p. 9). While many
professionals stagnate in leadership development, research suggests that consciously mastering even one key skill
can lead to meaningful and lasting improvements in both personal and professional life. Becoming a better leader
starts with self-awareness, emotional intelligence, and active stress management — recognizing personal stress
triggers, practicing mindfulness, and maintaining a healthy routine. Tools like clear communication, time
management, and supportive team engagement also reduce workplace stress.
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Leaders should model a healthy work-life balance and implement practices like flexible work schedules,
employee wellness programs, and regular check-ins to monitor team workloads and morale. These approaches
help reduce burnout, boost satisfaction, and improve performance. Since public sector experience and overall
work history were linked to higher stress levels, tailored interventions — like peer support, mindfulness training,
and regular stress assessments (Hyde & Allen, 1996) — are vital. New employee onboarding can also include
emotional resilience training to ease workplace transitions. This is especially important since emotion regulation
helps buffer negative perceptions of organizational performance (Emhan et al., 2024).

Finally, understanding how leadership orientation (task vs. relationship) affects stress can help personalize
support strategies. For instance, relationship-oriented individuals in Turkey may cope better due to stronger social
networks, which are known to mitigate occupational stress (Viswesvaran et al., 1999).

CONCLUSIONS

This study focused on the leadership orientations of Turkish working adults. The results reveal that Turkish
adults, regardless of gender, are predominantly more relationship-oriented. This knowledge assures multinational
colleagues and managers that their Turkish employees will get the job done without harming their bond with
teammates, customers, suppliers, vendors, or government officials. Notably, gender did not emerge as a significant
factor in stress perceptions, suggesting that both male and female Turkish adults experience similar levels of stress
in the workplace, which implies equity in stress levels between genders in Turkey's workforce. This is a unique
insight, as studies from other countries have often found differences in stress levels and leadership orientations
between genders.

The study also highlighted that work experience and government-sector employment significantly
contribute to stress perceptions, which is consistent with previous research indicating the importance of workplace
context in stress management. As for the relationship between leadership orientation and stress, future research
could delve into how these orientations, whether task-oriented or relationship-oriented, affect coping mechanisms,
with the potential for tailored interventions that support both leadership development and stress management.

This study has limitations, notably the relatively small and varied sample size of Turkish respondents across
industries. To better control for industry-specific factors influencing leadership orientation and stress, future
research should focus on targeted sectors like healthcare or public administration. This focus could yield more
consistent data and allow for meaningful cross-sector comparisons of how workplace demands and cultural
expectations shape leadership and stress responses. Gender-related findings also merit deeper exploration.
Although no significant gender differences were found in this study, contrasting with Western research showing
such variation, a broader or stratified sample may reveal more complex dynamics. Given that Turkish women
reportedly face greater workplace barriers, future studies should examine whether similar leadership styles and
stress levels translate into equal access to compensation, promotions, and executive roles.

Methodologically, this study relied primarily on t-tests to compare two variables. Future researchers should
apply more robust techniques like analysis of variance (ANOVA) to analyze multiple variables simultaneously.
Culturally, while similarities with countries like Iran and Pakistan exist, findings may not be applicable beyond
this regional context. Incorporating qualitative methods could enrich future studies by uncovering deeper,
culturally rooted stress experiences and leadership narratives.
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Appendix A: Survey of Task, Relationship, and Stress Orientation

Participation in this study is anonymous and voluntary. Responses can range from strongly disagree (1) to
strongly agree (5).

Table Al. “A” Style and Orientation

Questions Disagree................ Agree

I tell group members what they are supposed to do. 1 2 3 4 5
1. I setstandards of performance for group members. 1 2 3 4 5
2. | make suggestions about how to solve problems. 1 2 3 4 5
3. I make my vision and perspective clear to others. 1 2 3 4 5
4. | develop a plan of action for the group. 1 2 3 4 5
5. 1 define role responsibilities for each group member. 1 2 3 4 5
6. | clarify my own role within the group. 1 2 3 4 5
7. | provide a plan for how the work is to be done. 1 2 3 4 5
8. | provide criteria for what is expected of the group. 1 2 3 4 5
9. | encourage group members to do high-quality work. 1 2 3 4 5

Table A2. “B” Style and Orientation

Questions Disagree................ Agree
10. 1 act friendly with members of the group. 1 2 3 4 5
11. 1 help others feel comfortable in the group. 1 2 3 4 5
12. | respond favorably to suggestions made by others. 1 2 3 4 5
13. | treat others fairly. 1 2 3 4 5
14. | behave in a predictable manner toward group members. 1 2 3 4 5
15. | communicate actively with group members. 1 2 3 4 5
16. 1 show concern for the well-being of others. 1 2 3 4 5
17. 1 show flexibility in making decisions. 1 2 3 4 5
18. I disclose thoughts and feelings to group members. 1 2 3 4 5
19. | help group members get along. 1 2 3 4 5
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Table A3. “C” Style and Orientation

Questions Disagree................ Agree

20. | regularly take work home to finish in the evenings or on weekends.

21. I have more work than it is possible to complete at a given time.

22. | have many important deadlines that I cannot always meet.

23. More often, | feel less competent on tasks than | think I should.

24. 1 do not always have enough time to do as good of a job as | am capable of
doing.

25. I am usually given more work than my current qualifications and skills.
26. Despite the fact that | am usually busy, | often fall behind schedule and
deadlines.

27. Most of my tasks are usually too difficult and/or too complex to complete.
28. | have too many tasks and jobs needing to be done all at the same time.

29. There are many times that | feel overwhelmed by my tasks and assignments.
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