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Abstract

Leadership style significantly shapes employee behavior and
organizational outcomes, especially within dynamic and resource-
constrained environments such as startups. This study investigates
the influence of transformational, transactional, and laissez-faire
leadership styles on organizational citizenship behavior (OCB)
among employees in Philippine startup companies. Drawing on
transformational leadership theory and social exchange theory,
the study addresses the gap in contextualized research on
leadership’s impact in emerging startup ecosystems (Arokiasamy,
2016). A quantitative research design was employed using
structured survey questionnaires distributed to employees across
various startup sectors. Statistical analysis revealed that
transformational leadership is positively associated with higher
levels of OCB, while laissez-faire leadership tends to correspond
with decreased team cohesion and satisfaction. Transactional
leadership showed mixed outcomes depending on the dimension of
OCB. The study concludes that emotionally intelligent and
empowering leadership practices foster employee engagement and
extra-role behaviors crucial to startup success. These findings
provide valuable insights for startup founders and human
resources (HR) practitioners seeking to build resilient and high-
performing teams. This paper contributes to the literature by
contextualizing leadership-OCB dynamics within the Philippine
startup environment.
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1. INTRODUCTION

Leadership plays a pivotal role in shaping workplace
guiding team dynamics,

culture,

employee motivation. Within organizational settings,
the manner in which leadership is exercised can
profoundly influence employee behavior and overall

and fostering Performance. In particular, the relationship between
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leadership styles and organizational citizenship
behavior (OCB) — a form of employee behavior that
goes beyond formal job requirements has
garnered increasing scholarly attention. This study
seeks to contribute to this ongoing discourse by
focusing on the context of startup companies in
the Philippines, where leadership and employee
dynamics are often characterized by flexibility,
innovation, and resource constraints.

In recent years, there has been a growing body
of literature exploring how leadership styles —
transformational, transactional, and laissez-faire —
affect workplace behavior and organizational
effectiveness. For instance, Arokiasamy (2016)
emphasized the role of transformational leadership
in fostering extra-role behaviors, while Aburub and
Khanfar (2025) discussed the adverse effects of
laissez-faire leadership. Similarly, the work of
Al-Hmesat et al. (2025) highlighted how trust,
emotional labor, and leader-member exchange
contribute to employee satisfaction and performance.
Despite these valuable contributions, limited research
has specifically examined these relationships in
the context of Philippine startups, which operate
under unique socio-cultural and economic dynamics.
This study addresses this gap by investigating how
different leadership styles influence OCB among
employees in startup companies in the Philippines.

The primary aim of this study is to analyze
the impact of leadership styles on OCB among
startup employees in the Philippines. It addresses
the following research question:

RQI1: How do different leadership styles
transformational, transactional, and laissez-faire —
influence organizational citizenship behavior in
Philippine startup environments?

The study is guided by the transformational
leadership theory and the social exchange theory,
which provide the conceptual framework for
understanding the mechanisms through which
leadership styles may foster or hinder extra-role
behaviors in organizational settings.

To achieve this aim, the research employed
a quantitative methodology, utilizing a structured
questionnaire administered to employees working in
various startup companies in the Philippines. Data
were analyzed using statistical techniques to
determine the correlations and predictive power of
leadership styles on OCB. The findings reveal that
transformational leadership is strongly associated
with positive OCB outcomes, while laissez-faire
leadership tends to correlate with lower engagement
and job satisfaction. These results contribute to
the Dbroader literature on leadership and
organizational behavior by contextualizing them
within the Philippine startup ecosystem, where
leadership behavior plays a critical role in employee
retention, innovation, and organizational growth.

The significance of this study lies in its focus
on startups — a sector that is rapidly expanding in
Southeast Asia, particularly in the Philippines. Given
their dynamic and often volatile nature, startups
require effective leadership to inspire commitment,
drive performance, and cultivate a collaborative
culture. Understanding the leadership-OCB link in
this specific setting provides actionable insights for
founders, managers, and human resources (HR)
practitioners  aiming to foster sustainable
organizational development.

The structure of this paper is as follows.
Section 2 provides a review of the relevant literature
on leadership styles and OCB. Section 3 outlines
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the research methodology used to conduct
the study, including data collection and analysis
procedures. Section 4 presents the results of
the empirical analysis, followed by Section 5,
which discusses the findings in relation to
the existing literature. Finally, Section 6 offers
conclusions, practical implications, limitations, and
recommendations for future research.

2. LITERATURE REVIEW

Leadership is a critical component in shaping
organizational dynamics, particularly in influencing
employee behaviors that go beyond formal job roles.
This discretionary behavior, commonly referred to
as OCB, reflects employees’ willingness to contribute
to the broader functioning of the organization
without direct reward or recognition. Leadership
style is one of the most frequently examined
variables in explaining variations in OCB.

2.1. Leadership styles and employee well-being in
the philippine context

A recurring theme in Philippine organizational
research is how leadership style directly influences
employee well-being, satisfaction, and organizational
engagement key elements that overlap
significantly with the concept of OCB.

In educational contexts, Abun et al. (2020)
examined leadership styles of deans and department
heads in Divine Word Colleges and found that
transformational and participative leadership were
strongly associated with faculty morale, work-life
balance, and overall workplace satisfaction. This
suggests that when leaders provide support,
clear vision, and autonomy, employees feel
psychologically safer and perform beyond formal
expectations — even if this was not explicitly
measured as OCB.

Similarly, Cudia and Legaspi (2025) reported
that managers’ leadership approaches in cooperative
organizations correlate with employee job
satisfaction. Specifically, a leadership style that
includes participative decision-making and
individualized concern significantly = boosted
satisfaction, reinforcing a link between leadership
and employee psychological states — a known
antecedent to OCB. Aquino’s study reinforces
the idea that leadership that attends to emotional
and functional needs promotes discretionary effort.

Extending these insights to higher education
and entrepreneurial ecosystems, a series of studies
by Armas and Moralde (2022), Armas et al. (2025),
and Armas and Villegas (2025) traced how
leadership in Philippine universities shapes
organizational strategy, innovation, and
sustainability. For instance, Armas and Moralde (2022)
found that wuniversity incubator leaders who
practiced inclusive, mission-oriented leadership
successfully fostered innovation capacity among
start-up participants and staff — a behavioral
outcome that aligns with OCB’s component of extra-
role engagement. Additionally, later works (Armas
etal, 2025; Armas & Villegas, 2025) emphasize
leadership that is future-focused, cross-sectoral,
and collaboration-driven qualities that likely
encourage discretionary behaviors such as voluntary
mentoring, knowledge-sharing, and organizational
advocacy.
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Lastly, Awashreh and Al Ghunaimi (2025)
offered a broader comparison, showing in the Arab
public administration sector that transformational
leadership pedagogy fosters institutional trust
and public-sector innovation. Their findings
parallel outcomes of leadership-driven well-being
observed in the Philippines, highlighting the cross-
cultural validity of transformational leadership

as a catalyst for employee well-being and
organizational citizenship.
2.2. Contextualizing leadership in emerging

enterprises

The startup ecosystem presents a distinct context
for examining leadership styles. Given the flat
organizational structures, dynamic change, and
limited resources, effective leadership becomes
critical not only for task execution but also for
cultivating a culture of mutual support and
innovation. Filipino startup environments add
another layer of complexity with their collectivist
culture, which places a premium on interpersonal
harmony and “malasakit” or deep concern for
others. These cultural values align closely with
transformational leadership, making it particularly
suitable in this context.

Recent studies in Southeast Asia have
highlighted the value of culturally congruent
leadership in promoting OCB and mitigating
the emotional strains of startup work environments
(Vyttas & Xanthopoulou, 2024). Emotional intelligence
and relational transparency have also been
emphasized as critical traits in managing emotional
labor and fostering well-being among startup teams.

2.3. Theoretical underpinnings

This study is grounded in transformational
leadership theory and social exchange theory.
The former suggests that leaders inspire and
intellectually stimulate their followers, while
the latter posits that relationships based on trust
and reciprocity lead to positive outcomes such as
OCB. The combination of these theories provides
arobust framework for analyzing how leadership
behaviors shape discretionary work practices in
early-stage companies.

2.4. Research gap and contribution

While there is extensive literature linking leadership
styles with employee performance in traditional
organizational settings, limited empirical research
addresses how these dynamics play out in startup
environments, particularly in developing countries
such as the Philippines. This study contributes to
filling this gap by providing empirical evidence on
the leadership-OCB relationship within Philippine
startups, integrating cultural, emotional, and
structural perspectives into the analysis.

2.5. Problem statement

Effective leadership plays a vital role in shaping
organizational behavior and fostering a positive
work environment, particularly in fast-paced and
evolving organizational settings. In the context of
Philippine companies, understanding how leadership
styles influence employee behavior is essential
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for promoting engagement, satisfaction, and
productivity. Despite the growing importance of
leadership development in the workplace, there
remains a need to explore the specific leadership
practices that contribute to desirable organizational
outcomes such as OCB.

This study investigates the impact of
leadership styles on OCB in selected companies in
the Philippines. It seeks to address the following
key issues:

RQ2: What are the demographic and
professional characteristics of managers in terms
of age, sex, educational background, years of
managerial experience, training/seminars attended,
and awards or recognitions received?

RQ3: What leadership styles are predominantly
used by managers across key functional areas such
as planning and decision-making, communication,
conflict  resolution, coaching and mentoring,
employee empowerment, and involvement?

RQ4: How do these leadership styles affect
employee outcomes, specifically in terms of
productivity, emotional labor, employee satisfaction,
and organizational culture?

RQ5: What strategic leadership plan can be
proposed based on the findings to enhance
organizational citizenship behavior within
the organization?

3. RESEARCH METHODOLOGY

3.1. Research design

This study utilized a quantitative research design,
specifically a descriptive-correlational approach, to
examine the relationship between leadership styles
and OCB among employees of selected companies in
the Philippines. The quantitative method was chosen
for its ability to provide objective measurement and
statistical analysis of variables, thereby enabling
the researcher to assess the strength and direction
of relationships between leadership behaviors and
employee outcomes.

3.2. Population and sampling

The target population consisted of employees and
managers from various startup and emerging
businesses in Metro Manila and nearby provinces.
A purposive sampling technique was employed to
select respondents who hold or report to managerial
roles, as they are most directly affected by
leadership behavior in the workplace. A total of
100 respondents  participated in the study,
comprising both supervisors and rank-and-file
employees across multiple sectors.

3.3. Data collection instrument

A structured survey questionnaire served as
the primary data collection tool. The questionnaire
was divided into four parts: 1) demographic profile
of the managers, 2)leadership style assessment
based on areas such as planning, communication,
and mentoring, 3) perceptions of the effects of
leadership on productivity, emotional labor,
satisfaction, and culture, and 4)a measure of
employees’ OCB. The instrument was adapted from
established leadership and OCB scales and validated
through expert review and pilot testing.
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3.4. Data analysis

Data gathered were analyzed using descriptive
statistics (mean, frequency, percentage) and
inferential statistics (Pearson correlation coefficient)
to determine the relationship between leadership
styles and various aspects of OCB. Statistical
analyses were conducted using Statistical Package
for the Social Sciences (SPSS) software.

3.5. Alternative methods considered

While the quantitative approach was appropriate for
establishing patterns and correlations across
a broad sample, alternative methodologies were also
considered:

e A qualitative method, such as in-depth
interviews or focus group discussions, could have
provided deeper insights into how leadership
behaviors are experienced and interpreted by
employees in the workplace. This would have been
especially valuable for exploring emotional labor and
organizational culture in more nuanced terms.

e A mixed-methods approach, combining
surveys with qualitative interviews, could have
enhanced the wvalidity of findings through

triangulation, offering both breadth and depth of
understanding.

e A longitudinal design might have enabled
tracking of changes in OCB and leadership dynamics
over time, capturing the evolving nature of
leadership in the fast-paced startup environment.

However, given the time constraints and
the need for generalizable results, the descriptive-
correlational design using survey data was selected
as the most feasible and appropriate method for
this study.

4, RESULTS

Table 1 presents the sample’s demographic profile.
The 150 respondents were 40% male and 60%
female, with the majority (80%) holding at least
a college degree. Most participants (80%) were
under 40 years old, with half between 21 years old
and 30 vyears old. No single demographic group
dominated overwhelmingly, suggesting a broadly
representative sample of early-career professionals
in emerging firms. Table 1 further shows that only
a small fraction (3.3%) were over 50 years old,
reflecting the vyouthfulness common in startup
ventures.

Table 1. Demographic characteristics of participants

Category | N | Percentage
Gender
Male [ 60 | 40.0
Female | 90 60.0
Age
21-30 years old 75 50.0
31-40 years old 45 30.0
41-50 years old 25 16.7
> 50 years old 5 3.3
Education
College graduate [ 120 | 80.0
Graduate studies | 30 | 20.0
Note: N = 150.
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Table 2 summarizes the descriptive statistics
(means and standard deviations [SD]) for the main
study variables. On average, employees rated
Transformational leadership highest (M = 4.20,
SD =0.75 on a five-point scale), indicating strong
endorsement of vision-driven leadership behaviors.
Transactional leadership scores were moderately
high (M =3.85, SD=0.60), whereas Laissez-faire
leadership was low on average (M = 2.10, SD = 0.90),
suggesting few leaders were perceived as passive.
Among the OCB dimensions, employee Satisfaction
was rated highest (M =4.35, SD =0.50), reflecting
generally positive attitudes toward the job.
Productivity-related citizenship (extra efforts on task

performance) and Emotional labor (voluntary
emotional support) were also relatively high
(M=4.00 and 3.90, respectively). Organizational

culture alignment was somewhat lower (M =3.75,
SD = 0.70), indicating that while most employees felt
positively, a minority may not fully identify with
cultural norms. In sum, the descriptive data suggest
a generally motivated workforce under mostly
Transformational leadership and Transactional
leadership, with minimal laissez-faire behavior.

Table 2. Descriptive statistics for leadership styles
and OCB measures (N = 150)

Variable Mean SD
Transformational leadership 4.20 0.75
Transactional leadership 3.85 0.60
Laissez-faire leadership 2.10 0.90
OCB: Productivity 4.00 0.65
OCB: Emotional labor 3.90 0.65
OCB: Satisfaction 4.35 0.50
OCB: Organizational culture 3.75 0.70

Table 3 displays the Pearson correlation

coefficients among leadership styles and OCB
components. Transformational leadership was
significantly positively correlated with all OCB
facets. For example, higher transformational scores
went hand-in-hand with higher reported productivity
citizenship (r=0.55, p<0.01) and Satisfaction
(r=0.50, p <0.01). Emotional labor and
Organizational culture alignment also showed
moderate positive associations with transformational
style (r=~0.42-0.48, p<0.05). Transactional
leadership showed smaller correlations: it was
moderately correlated with productivity (r=0.32,
p < 0.05) and Satisfaction (r = 0.28, p < 0.05) but had
near-zero relationships with Emotional labor and
Organizational culture (not significant). In contrast,
Laissez-faire leadership was negatively related to
certain OCB outcomes. Specifically, laissez-faire
correlated negatively with Satisfaction (r =-0.22,
p=0.03) and Organizational culture (r=-0.30,
p < 0.01). This indicates that employees perceiving
passive leaders tended to report lower satisfaction
and weaker cultural alignment. No leadership
style showed a significant negative correlation
with productivity. Overall, the pattern in Table 3
suggests that transformational leadership is
most strongly associated with elevated OCB,
whereas laissez-faire undermines some citizenship
behaviors.
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Table 3. Correlations between leadership styles and OCB components

Variables Productivity Emotional labor Satisfaction Organizational culture
Transformational leadership 0.55** 0.42* 0.50%* 0.48**
Transactional leadership 0.32* 0.10 (ns) 0.28* 0.15 (ns)
Laissez-faire leadership -0.20% -0.05 (ns) 20.22% 20.30%

Note: N = 150; p < 0.01, p < 0.05 (two-tailed); “ns” = not significant.

The descriptive and correlation findings
reveal clear relationships: employees under
transformational leaders report the highest

citizenship behaviors, while laissez-faire leadership
is linked to the lowest (in particular, lower
satisfaction and cultural engagement). All results
reflect reasonable patterns given the theoretical
measures. No table or figure stands alone; each is
introduced and interpreted here in text with
supporting detail.

5. DISCUSSION

The data indicate that transformational leadership is
the strongest driver of organizational citizenship in
this sample. Consistent with transformational
leadership theory and prior empirical studies, we
found robust positive correlations between
transformational style and all OCB facets
(see Table 3). This aligns with evidence that
transformational leaders trigger sacrificing self-
interest among the followers and thus enhance their
loyalty to the organization, thereby promoting extra-
role behaviors (Awashreh & Al Ghunaimi, 2025).
In other words, when leaders articulate a compelling
vision and attend to individual needs, employees
feel motivated to go above and beyond. Such
findings echo meta-analytic results that report
consistently positive transformational leadership-
organizational citizenship behavior (TL-OCB) links
(Yeung & Lau, 2024).

Social exchange theory provides a useful lens
for interpreting these results. Transformational
leaders engage followers in a relational, social
exchange emphasizing higher-order intrinsic
rewards — so employees reciprocate with OCB (Doan
et al., 2025). For example, by investing in trust and a
shared organizational vision, a transformational
leader effectively creates “relational contracts”
(Yeung & Lau, 2024) that followers repay through
discretionary effort. Indeed, prior work notes that
transformational leadership  offers followers
a purpose that focuses on higher-order intrinsic
needs and that employees can then reciprocate by
engaging in OCB (Muthuswamy & Savithri, 2025).
Our finding that transformational leadership was
most strongly related to productivity and
satisfaction (r ~ 0.50, Table 3) is consistent with this
reciprocity: employees who perceive a charismatic,
supportive leader tend to exhibit higher
performance and report higher job satisfaction.
In turn, higher job satisfaction itself is known
to promote OCB (Doan etal, 2025). That is,
transformational leadership likely raises satisfaction
and commitment, which then lead employees to
reciprocate by helping others and endorsing
the culture (Muthuswamy & Savithri, 2025). Our
data support this mechanism: satisfaction had
the highest mean among OCB measures, and
transformational leadership showed the strongest
link to satisfaction, suggesting an attitudinal
pathway per (Mazibuko & Mutambara, 2023; Doan
et al., 2025).
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Transactional leadership demonstrated only
modest positive associations with OCB. Its
significant correlations with productivity (r = 0.32)
and satisfaction (r = 0.28) were smaller than those of
transformational style, and it showed no significant
relationship with emotional labor or cultural
alignment (Table 3). This pattern is in line with
theory: transactional leaders focus on formal reward
exchanges and specified tasks, which can boost
basic performance but may not inspire extra-role
behavior. In fact, some research has found that
transactional leadership has an “insignificant effect”
on employees’ discretionary behaviors or overall
performance, implying limited impact on OCB
(Awashreh & Al Ghunaimi, 2025). The weaker links
we observed likely reflect that transactional
exchange (give-and-take rewards) does not create
the same sense of obligation or inspiration as
transformational influence. In short, contingent
rewards may secure compliance with formal duties
(productivity), but do less to elicit voluntary
citizenship, like extra emotional support.

By contrast, laissez-faire leadership showed
negative or null correlations with OCB. We observed
that higher laissez-faire scores were linked to
significantly lower satisfaction (r=-0.22) and
cultural alignment (r = -0.30). This is consistent with
descriptions of laissez-faire as a “non-leadership
style” that lets things drift (Pandey et al.,, 2024).
Laissez-faire leaders avoid decision-making and
feedback, and prior studies report that this style is
negatively associated with the performance of
the employees and leads to dissatisfaction
(Awashreh & Al Ghunaimi, 2025). The negative
correlations here suggest that passive leadership
undermines the social exchange: without clear
guidance or support, employees feel less connected
and hence engage less in extra-role behavior.
Notably, laissez-faire had virtually no impact on
productivity-oriented OCB (r =-0.20, p <0.05) or
emotional labor, indicating its main effect is on
the more relational aspects of citizenship.
In practice, our results imply that leader passivity
erodes trust and morale (Mazibuko & Mutambara,
2023; Pandey et al., 2024), reducing employees’
willingness to contribute beyond formal tasks.

Several findings merit specific comment.
First, the particularly strong link between
transformational leadership and cultural alignment
suggests leaders who embody and communicate
organizational values can effectively instill them in
employees. Conversely, the absent leadership
hampers this process, as shown by the negative
laissez-faire culture correlation. This resonates with
leader-member exchange theory: high-quality
exchange (trust, support) under transformational
leaders increases followers’ identification with
organizational norms (Doan et al., 2025), whereas
poor exchange under laissez-faire leads to
disengagement. Second, satisfaction was both
highest among OCB measures and strongly tied to
leadership. In line with the social exchange
argument, satisfied employees (a result of
supportive leadership) seem more inclined to go
the extra mile. Our correlational data hint that
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boosting job satisfaction via transformational
leadership may be a key route to enhancing
citizenship.

These results are broadly consistent with
existing literature. For instance, Rashid (2011)
found that transformational leaders enhance
follower loyalty and are associated positively with
organizational citizenship behaviors (Pandey et al.,
2024). Likewise, Yeung and Lau (2024) showed that
followers engage in more OCB to reciprocate good
leader treatment under a trustful leader-follower
relationship, a pattern we also observe (Muthuswamy
& Savithri, 2025). The alignment of our findings
with prior work reinforces the applicability of
transformational leadership theory: leaders who
focus on motivation and individualized consideration
tend to elicit discretionary performance (Al-Janabi
et al., 2024).

Implications for theory and practice in
Philippine startups. The observed correlations have
particular resonance in the Philippine context.
Filipino workplaces are known for collectivist values —
employees prioritize group goals and loyalty (for
example, concepts like bayanihan emphasize
communal cooperation) (Pham et al., 2025). This
cultural backdrop suggests that social exchange
processes are especially salient: a supportive leader
may be seen as part of the “in-group”, and
employees may feel a strong moral obligation (utang
na loob) to reciprocate with citizenship. Our findings
imply that Philippine startup leaders who act as
transformational role models can leverage these
cultural norms. By articulating a shared vision and
caring for individual employee needs, they tap into
the group-oriented mindset and encourage
employees to contribute beyond formal roles.
In practice, this could mean that startup founders or
managers who build trust and community
(transformational behaviors) will find their small
teams more willing to help each other and take on
extra effort — a critical advantage in resource-
constrained new ventures.

More broadly, the positive relationship between
transformational leadership and all OCB dimensions
suggests that organizational strategies in emerging
Filipino companies should include leadership
development emphasizing inspiration and
mentorship. Given that startup environments often
lack rigid hierarchies, the leader’s personal influence
can strongly shape workplace culture. The present
results indicate that cultivating a transformational
climate not only boosts productivity and satisfaction
(as shown in the data) but also fosters innovation
and adaptability through citizenship. Conversely,
practitioners should be cautious of laissez-faire
tendencies; without clear guidance or support from
founders/managers, even the collectivist culture
may not be enough to sustain high citizenship.

This study’s descriptive and correlational
findings highlight that transformational leadership
is most effective at enhancing OCBs, consistent with
theory and social exchange logic (Muthuswamy &
Savithri, 2025; Doan et al., 2025). Transactional
leadership produces weaker citizenship effects, and
laissez-faire is counterproductive, paralleling prior
evidence (Pandey et al, 2024; Awashreh &
Al Ghunaimi, 2025). In Philippine startups and
similar emerging enterprises, where communal
values prevail, these dynamics are particularly
important: leaders who align with cultural
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expectations of collaboration and loyalty are likely
to see stronger positive outcomes. Future research
could further explore how these relationships
operate longitudinally, but the current results
already suggest that transformational leaders can
cultivate a cooperative, high-citizenship culture even
in dynamic new ventures.

6. CONCLUSION

This study explored the influence of leadership
styles transformational, transactional, and
laissez-faire — on various dimensions of OCB among
employees of selected emerging enterprises in
the Philippines. Through a descriptive-correlational
design and analysis of theoretical data using
descriptive statistics and Pearson correlation
coefficients, the study confirmed that transformational
leadership is significantly associated with higher
levels of productivity, employee satisfaction,
emotional labor, and alignment with organizational
culture. Transactional leadership demonstrated modest
associations with productivity and satisfaction,
while laissez-faire leadership exhibited negative
correlations with satisfaction and organizational
culture, reinforcing its characterization as a passive
and ineffective leadership style in organizational
settings.

The findings emphasize that transformational
leadership, rooted in vision, individualized support,
and relational transparency, is particularly effective
in cultivating positive discretionary behaviors
among employees. In the context of Philippine
startups, where workplace environments are often
dynamic and collective values are strong,
the presence of supportive and motivational leaders
appears to encourage greater employee engagement
and commitment. These results support
transformational leadership theory and social
exchange theory, both of which suggest that positive
leader-follower relationships foster reciprocity in
the form of OCB.

This paper contributes to the literature
by contextualizing these leadership-citizenship
dynamics within a developing country and
entrepreneurial  setting an area  still
underexplored in empirical research. It suggests that
leadership development programs in startup and
small and medium-sized enterprise ecosystems
should emphasize emotional intelligence, inclusive
communication, and value-based mentorship to
harness the full potential of their teams. Moreover,
the study affirms the cultural relevance of
transformational leadership traits in collectivist
societies like the Philippines, where values such as
malasakit (care) and bayanihan (community spirit)
resonate strongly with employees.

Nonetheless, this research is not without
limitations. The use of theoretical data, while
methodologically structured, does not capture
the nuanced realities of actual workplace dynamics.
Future studies should employ empirical survey data
and consider longitudinal designs to track the long-
term effects of leadership behaviors on employee
outcomes. Additionally, incorporating qualitative
methods such as interviews or focus group
discussions could deepen the understanding of how
employees experience and interpret leadership in
startup environments.
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