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VALUE BASED LEADERSHIP AND GENDER EQUALITY
IN THE MODERN ORGANIZATIONS

UIHHICHO-OPIEHTOBAHE JIIOEPCTBO TA rEHAEPHA PIBHICTb
Y CYYACHMNX OPTAHI3ALUIAX

The article deals with the changing paradigm of the management of the modern organizations. The
main characteristics of the environment of the modern organizations are revealed, which leads to new
requirements for the processes of the leadership. The concept and components of the value based lead-
ership are substantiated. The gender models of the leader's behaviour are analyzed. The role of gender
approach in formation of a new model of the leadership in the modern organizations is determined. A
gender approach to the consideration of any activity suggests that differences in the behaviour and
education of men and women are determined not only by their physiological, biological, anatomical
features, as by the socio-cultural factors. That is why two basic models of the leader behaviour that
differentiate according to a personality characteristics: competitive and cooperative ones. Taking into
these objective gender features so-called masculine and feminine leadership models, which are mani-
festations, individual varieties of a competitive model, were studied in the article.

Key words: value based leadership, value based management, leadership, gender equality, model
of leadership, leadership psychology, management paradigm, organization, VUCA, VUCA-world.

B cTtaTbe paccMOTpeHbI U3MEHEHWA NapaanrMbl ypaBneHna coBpeMeHHbIMY opraHmsaumamun. Pac-
KPbITbl OCHOBHbIE XapaKTePMCTMKN BHELWIHEN cpeabl COBPEMEHHBIX OpraHnsaumii, obycnaenveatoLme
HoBble TpeboBaHMA K Npoueccam nuaepcTea. O60CHOBaHO NOHATUE U KOMMOHEHTbI LEHHOCTHO-OPUEH-
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TMPOBaHHOro nuaepctea. [poaHann3npoBaHbl reHaepHble Moaenu noseaeHna nuaepa. OnpeaeneHa
porb reHaAepHOro noaxoaa Kk opmMrMpoBaHnIO MOAENN NNAEPCTBA B COBPEMEHHbIX opraHundaumax. [ex-
[AEepPHbIM NOAXOA K pacCMOTPEHMIO NMoBON AeATENbHOCTU NpeanonaraeT, YTo pas3nmynA B NoBeAeHUN
N 06pa3oBaHNUN MY>XUMH U XKEHLWH ONpPeaenaloTcA He CTONbKOo MX cdunamnonormyecknmu, 6ruonorunye-
CKUMM, aHAaTOMUNYECKMMUN OCOBEHHOCTAMM, CKOMbKO COUMaNbHO-KYyNbTYpPHbIMU dakTopamun. MoXXHO
BblAENNTb ABE OCHOBHblE MOAENW MOBEAEHWA NuAepa, pasnuyarolmeca no XapakTepucTukam nny-
HOCTM, — KOHKYPEHTHYIO N KOoonepaTuBHYI0. B cTaTbe paccMOTpeEHbl Tak Ha3biBaemMaA MacKynnHHaA v
deMnHHaA Moaenu nuaepcTBa, ABMNAOLWNECA NMPOABNEHNAMN, NHANBUAYANbHBIMW PAa3HOBUAHOCTAMM
KOHKYPEHTHOI MoAenu NoBeAeHUA MHANBUAA.

KnioueBble cnoBa: LEHHOCTHO-OPUEHTUPOBAHHOE nNUAEPCTBO, LEHHOCTHO-OPUEHTMPOBAHHbIN
MeHeMKMEHT, NNAepPCcTBO, reHAepHOe pPaBeHCTBO, MoAeNb NUAEPCTBa, NapaanrmMma ynpaBsneHua, opra-
Hn3auma, VUCA, VUCA-mnp.

B ymoBax 3pocTaHHA poni NioACbKOro kanitany B eKOHOMILI NOCNyr B LEHTPI yBarn cy4acHux gocnia-
HMKIB Ta MeHeaKepiB 3HaxX0AATbCA Npobnemun nigepcrea, MOTMBALII Ta HEAMPEKTUBHOIO yNpaBniHHA.
TakoX y cy4acHOMYy CBiTi MUTaHHA reHaepHOI PiBHOCTI, penpe3eHTaTMBHOCTI Ta piBHOBarn o6ox ctaTemn
AK B anapari ynpaeniHHA opraHisauieto, Tak i B ii MiHiIMHUX nigpo3ainax € akTyanbHUMW. Biatak asTopamu
po3rnAfaeTbCcA 3MiHa NapagMrma ynpasniHHA CydYacHMMMW opradizauiamu. Y dokyci gocnimkeHHA —
BMBYEHHA HOBMX NiAX0AiB 00 NiAepcTBa Ta reHAepHOI PIBHOCTI B Cy4aCHUX opraHi3auifx, Wo BUHMKIN B
OCTaHHi poku. ¥ cTaTTi MpoaHani3oBaHO ABULLE LiHHICHO-OPIEHTOBAHOIO NiAepCcTBa y CydaCHMX OpraHi-
3auiAx, Wo € HaNPAMKOM MiKANCUMNNIHAPHMUX OOCNIAKEeHb 3 MEHEeMKMEHTY, NCUXOoNorii, couionorii Ta
pinocodii. LliHHiCHO-OpieHTOBaHe NiAepcTBO AK couianbHUN Ta KYNbTYPHUA heHOMEH MoXke ByTh Po3-
rMAHYTO Yepes3 NPM3My KOHKPETHMX NOBEAIHKOBMX MOAENEN, a TaKOXX BPaxoBYOUM LLIHHICHI opieHTauii,
O TPaHCMIOITbCA NinepoM-MmeHemkepoM. Lli uiHHOCTI penpe3eHTyioTb KOPNoOpaTMBHY KynbTypy Ta €
eheKTMBHNM KPUTEPIEM yXBaneHHA yNpaBniHCbKUX pillieHb Y MOCTINHO MiHMMBOMY KOHTEKCTI, WO onu-
cyetbca mogennto VUCA-cBiTy. B ymoBax nparHeHHA 3a6e3neunTu CTiINKNN PO3BUTOK Cy4YacHUX OpraHi-
3alil akTyani3yeTbCA NUTAHHA NPO BUBYEHHA reHAEPHOI KOMMNOHEHTM NniaepcTBa (noBediHka, pyHKUii Ta
poni meHemxepiB). leHaepHWIA Niaxia 0o po3rnany 6yab-AKOT AiANbHOCTI CBIAYNTL NPO Te, WO BiAMIHHOCTI
y NOoBeAiHUi i BUXOBaHHI YONOBIKIB i >KiIHOK BM3HaYaloTbCA He CTiNbKK iX cisionoriyHnmmn, 6ionoriyHumm,
aHaTOMIYHMMM O3HaKaMW, CKiNbKM COUIOKYNbTYpHUMK chakTopamu. Biatak y ctaTTi npoaHanisoBaHo ABi
OCHOBHI Mozeni NnoBeaiHky nigepa, Wo AMdepeHLUIiloioTbCA 3a XapakTepUCcTMkamMm oCobmuCToCTi — KOH-
KYPEHTHY Ta KoornepaTuBHy Mogeni. Bu3HaueHO Tak 3BaHi 4OMOBIyi i XXiHOYi Moaeni nigepcTsa, Wo €
npofABaMn, OKPEMMMUN Pi3HOBUAAMUN KOHKYPEHTHOI Mozaeni noBediHkn. O6rpyHTOBaHO KOHLENMLiO Ta
KOMMOHEHTW UiHHiCHOro niaepctea. [NpoaHanizoBaHoO reHaepHi Moaeni noBeaiHkn nigepa. BuaHaueHo
ponb reHaepHoro nigxoay y opmMyBaHHi HOBOI MoAaeni niaepcTBa B CydacHUX opraHisauiax.

KniouoBi cnoBa: LiHHICHO-OpiEHTOBaHE NiAepCcTBO, LiHHICHO-OPIEHTOBAHM MEHEAXKMEHT, NifepcTBO,
reHAepHa piBHICTb, MOAENb NiaepcTBa, NapaaMrma ynpaeninHa, opratisadia, VUCA, VUCA-cBiT.

Problem statement in general. The complexity
and uncertainty of the environment of the mod-
ern organizations directly affects all the elements
of the organization as an open system: its struc-
ture, processes, functions, etc. At the end of the
first decade of the 21th century, numerous new
approaches to understanding the management
features in the new millennium have been formed.

Consequently, the traditional approaches to
the implementation of all the functions and pro-
cesses in organizations, regardless of their size
and ownership, should be reviewed. The organi-
zations with a significant innovation component,
based on startups, apply a project approach,
and are decentralized will be more adaptable
to uncertainty, obscurity and turbulence of the
environment.

Since the role of the human capital is growing
in the service economy, the focus of modern the-
orists and managers is on issues of leadership,
motivation and non-direct management. On the
other hand, in today's world, issues of gender
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equality, representativeness and balance of the
both sexes both in the management apparatus of
the organization and in its linear divisions are very
pressing.

Therefore, the challenge is to explore new
approaches to leadership and gender equality in
the modern organizations that have emerged in
recent years, taking into account the changes in
the processes of the environment.

Analysis of the recent research and publica-
tions. The question of changing the paradigm of
the management of the modern organizations
is highlighted in the works of leading scien-
tists P. Drucker [7], G. Mintzberg [11], R. Duft [6],
P. Senge [13], and others.

The approach to the evolution of the manage-
ment, proposed by Yu. Appelo, deserves atten-
tion. [1]. The author considers the peculiarities of
the functioning of the organizations depending
on the model of the management applied. We are
talking about the genesis of the models Manage-
ment 1.0, Management 2.0 and Management 3.0.
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Management 1.0 presented by the classical
school of management; in focus — hierarchical
structures, deterministic processes and proce-
dures, differentiated wage levels, a mechanistic
view of the organization and people in it.

Management 2.0 is designed to mitigate the
weak flexibility and adaptability of the previous
model by introducing tools such as the Balanced
Scorecard, Lean & 6 Sigma, Theory of Constraints,
Quality Management, etc. Due to these tools the
organizational design is improved, but the hier-
archy, flexibility, and adaptability of the organiza-
tions are left to the scene.

Management 3.0 considers the organization
not only from the standpoint of the so-called the-
ory of complexity (which is related to the general
theory of systems), but also as a dynamic self-or-
ganizing network. This concept is also closely
related to the tools of the so-called adaptive con-
trol used in Agile-management.

Consequently, in the focus of the modern the-
oretical and applied researches, given the practice
of managing the modern organizations, there are
changes in the organizational structures, func-
tions and processes of management, in particular,
the leadership.

Also deserves attention the approach of F. Lalu
[10] that proposes to explore the contemporary
organizations based on the provisions of the con-
cept of spiral dynamics. Note that the primary
principles of the spiral dynamics were grounded
by the psychologist Graves C. W. [15], who is the
founder of the theory of the levels of development
of the human biopsychosocial systems. These
developments were later reflected in the develop-
ment of the ideas of spiral dynamics.

Thus, breaking the gap between Management
1.0 and Management 3.0 models involves not only
the application of numerous modern managerial
tools, the creation of tight organizational manage-
ment structures, decentralization and delegation
of authority, but also changes in the processes of
personnel management, in particular in the lead-
ership processes.

Today, the focus of management is the com-
plex problem of Value Based Management. Since
leadership is a universal management function,
the corresponding direction is formed - Value
Based Leadership (VBL). [14].

Value based leadership can be defined as a
special style and management tool that focuses
on the components of morality and ethics, integ-
rity, and identity of the individual.

The structure of value based leadership can be
represented using such components as [14]:

1) the concept of authenticity;

2) the ethical concept;

3) the concept of transformational leadership.
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The development of value theories of leader-
ship is associated with the works of such scholars
as R. Greenleaf, S. Kuchmarski and T. Kuchmarski,
K. Hodgkinson, G. Feirlholm and others.

The questions of female leadership and gender
psychology are considered in works by T. Bendas
and S. Bern [2; 3; 4].

Emphasizing previously unsettled parts of
the general problem. Despite a large number of
scientific and applied publications devoted to the
issues of leadership as a management style, the
problems of gender mainstreaming of the manag-
ers, the study of existing models of the leadership
in the contemporary organizations that take into
account the gender component are relevant today.

In addition, the phenomenon of value based
leadership in the modern organizations is the lat-
est area of interdisciplinary research on manage-
ment, psychology, sociology and philosophy.

Setting objectives and the purpose of the
study. The purpose of the article is to substanti-
ate the approach to implementing the practice of
value based leadership and the formation of the
leadership potential in the modern organizations
taking into account the gender approach. The
main research objectives are:

1) to define the essence and main features of
the value based leadership;

2) to consider the peculiarities of the value the-
ory of leadership;

3) to establish the influence of the gender com-
ponent on the peculiarities of the leadership in the
modern organizations.

Presentation of the main research material.
If management can be defined as an effective
achievement of corporate goals through plan-
ning, organization, recruitment, management and
resource allocation control, then leadership is the
relationship between the leader and the members
of the group that are influencing each other and
are jointly striving for real change and achieve-
ment, reflecting common goals. Among the deci-
sive components of the leadership — the goal,
personal responsibility and honesty, change,
common goals, influence, group. [8].

Leadership is not only a separate management
function; there is a comparative study of the defi-
nition of the management features in the sense
of rigid administrative activity and leadership as
a lever for achieving goals at the organizational
level, structural units, groups of employees or
individuals.

Therefore, the study of leadership in terms of
its interrelationships with the issues of values, eth-
ics and morals is also the subject of the philosoph-
ical analysis.

Value theory of leadership of S. and T. Kuch-
marski relies on the premise that people are
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ready to follow a person from whom they have
something to learn (leadership behaviour, out-
look, effective interaction with others, etc.). The
authors associate the leadership process with the
opportunities for all the members of the group
(organization), and not just for a particular person,
to demonstrate their leadership abilities, based
on their value model of leadership based on two
main provisions:

— the leader (as a separated individual) has a
significant influence on the development of the
values and norms of the individual members and
organizations as a whole;

— the leadership based on values must be
learned in the process of activity.

That is, the most effective way of mastering
leadership is through the activity and practice of
interaction of the individuals with each other.

We emphasize that the value based leader-
ship is determined not only by some or other
behavioural models, but also by the value orien-
tations that are broadcast by the leader-manager.
Such values represent the corporate culture.

The values are an effective decision criterion
in an ever-changing context that is described in
terms of the VUCA-world model. [9; 12]. Note that
VUCA is an abbreviation of words in English:

1) volatility;

2) uncertainty;

3) complexity;

4) ambiguity.

In the VUCA-world all the knowledge gained
is unreliable. The information is of short dura-
tion. The significant weight is implicit, hidden
knowledge, although previously only the explicit
knowledge that was in the focus of consciousness
played a key role in making managerial decisions.
For understanding and solving the problems in
the VUCA-world systemic knowledge becomes
important.

Today the new content of the leadership is
updated. At the moment, in a context of rapid
changes to the VUCA-world concept, the leaders
are focused on creating a Learning Organization,
where each employee is involved in the process of
identifying and solving the problems that ensures
the qualitative development of both the employee
and the organization.

In such circumstances, instead of manag-
ing and controlling (management model in the
sense of administration), the leaders create the
image of the future and form a corporate cul-
ture that is adaptable to the requirements of the
VUCA-world.

The traditional hierarchical structure recog-
nizes the transformational changes - the organi-
zation becomes a community of people with the
same goals and interests. Hence, the effective-
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ness of the leadership depends on the ability to
adapt to change.

In addition, there is a question about the study
of gender leadership (behaviour, functions and
managers’ roles). According to [5], genderis not a
physical difference between a man and a woman,
but socially-formed peculiarities of masculinity
and femininity. Consequently, gender should be
understood as:

a) social organization of sex differences;

b) cultural characteristics of behaviour that cor-
responds to sex in a particular society at a certain
point in time.

A gender approach to the consideration of any
activity suggests that differences in the behaviour
and education of men and women are deter-
mined not so much by their physiological, biolog-
ical, anatomical features, as by the socio-cultural
factors.

Today, the study and application of a gen-
der-based approach to improving the effective-
ness and efficiency of the activities is realized
through the prism of a particular sector — gender
psychology. [4].

Worthy is the development of T.V. Bendas [2;
3] in the field of gender leadership research. The
author singled out two basic models of the leader
behaviour that differentiate according to differ-
ent personality characteristics: a) competitive; b)
cooperative. Table 1 below shows a comparison
of the competitive and cooperative models of the
leader's behaviour.

Also T.V. Bendas proposed to distinguish
between masculine and feminine leadership mod-
els, which are manifestations, individual varieties
of a competitive model.

The masculine model of leadership is subject
to the so-called “principle of duty” — that is why
the candidate for a leadership role certainly fights
for it. This model is described by the following
indicators:

a) male sex (although a woman with masculine
characteristics may also be a leader);

b) mature (or just older) age;

c) high competition, masculinity, sexuality,
dominance, aggressiveness.

The feminine model of leadership is subject
to the principle of complementarity, additionality,
and vacuum - so the leadership role is perceived
only if there is a so-called “vacuum of leader-
ship” when there is no representative that meets
the characteristics of the masculine model. This
model is described by the following indicators:

a) female sex (or man with feminine charac-
teristics);

b) young age;

c¢) high femininity and subordination (and low
domination),
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Table 1

Comparative characteristic of the competitive and cooperative models of the leader's behaviour

Comparison criteria

Leader behaviour model
Competitive Cooperative

Individual characteristics of others
(sex, age, sexual attractiveness)

High significance | Low significance

Indicators of competition, dominance, aggressiveness, etc. High Low

Gender identification rate High Low

Self-confidence, self-centeredness, self-sufficiency, motivation |High Low

to have power

Need for achievements, emotional stability, success in High Low

accordance with business criteria

Stereotyped views on women's and men's leadership Strongly Not expressed

expressed

Motivation for the formation of leadership potential, emotional |Not expressed Strongly

intelligence, success in socio-emotional criteria expressed

Focus is on creating a cooperative environment, maintaining Not expressed Strongly

communication expressed

Altruism, extroversion, affiliation motivation Not expressed Strongly
expressed

others

Importance of well-being in the personal life and the lives of

Low significance |High significance

Source: developed by the authors on the basis of [2; 3]

d) low competition, aggressiveness and sexuality.

In addition, in the works [2; 3] the gender
specificity of the leaders' success in solving
various problems is established. For example,
women-leaders are more successful in solving
problems related to the relationship between
people, and male-leaders — in solving technical
problems.

We emphasize that in addition to the psycho-
logical, social, cultural and managerial aspects,
the “gender issue” also applies to the norma-
tive-legal field.

In the modern world, in particular in econom-
ically developed countries and developing coun-
tries, the principles of leadership and gender
equality are declared in various legal documents
of various levels. The implementation of these
principles in practice should provide the basis for
the growth of women's leadership potential, as
well as the elimination of gender stereotypes in
the labour market.

Thus, in a context of rapid changes in the eco-
nomic, informational and social spaces, the orga-
nizational leadership based on common human
values, shared by employees, is the key to the
company's success.

In contrast to the competitive model of leader-
ship, the relevance of the cooperative leadership
model, aimed at communicating characteristics
(communication, altruism, extraversion, affilia-
tion motivation), is growing. Taking into account
the psychological, social, cultural and manage-

rial aspects, this implies the demand for leader-
ship in women and the development of an ade-
quate gender approach to the consideration of
any activity.

Conclusions and perspectives of further
research. The leader in the 21st century is a men-
tor, a participant, a team “driver”. He/she inspires,
motivates, shapes the corporate culture, under-
stands his/her own values and is able to identify
the values of the subordinates, shares organiza-
tional goals and values.

Today we can talk about the emergence and
development of a new paradigm of the leadership,
the focus of which are the following components:

a) individual and collective (people and
organization);

b) processes and structures (influence of effec-
tive leadership on the organization);

c) expediency and balance (conformity to the
values of the individual and organization, gender
representation, balance and equality — especially
in the management apparatus);

d) management of the level of self-awareness
(cognitive-competent approach to the develop-
ment of the leadership potential through raising
self-awareness and manifestation of the values
and actual personality settings).

So, based on our research, we can talk about
the emergence of a new leader and the develop-
ment of a new paradigm of the leadership - value
based leadership in the modern organizations.
These issues are the focus of our further research.
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