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A MODERN APPROACH TO THE LEADERSHIP DIMENSION
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Ya. Jamal

A summary of modern views on the leadership at the enterprise has been presented. The following different
dimensions of leadership have been discussed: the style of leaders, the leadership domains of action, the connection
between the leadership and the management and main classical and modern leadership theories. Based on the analysis of
monographs, the main ideas of the leadership definition, leadership characteristic have been summarized and comparison
of leadership and management core concepts has been presented. The contingency theory of leadership and the
participative leadership model have been analyzed and grounded based on the main types of leader (formal and informal)
and leadership taxonomy. Leadership styles have also been reviewed and analyzed. Special attention has been focussed
on how leadership is connected with the demographic aspects, such as age, gender, hierarchical level. The main leadership
theories have been analyzed including: the trait theory, the behavior theories (X and Y, Blake and Mouton's leadership grid,
Fiedler's contingency theory, Hersey and Blanchard's situational theory, House's path-goal model, participative behavior
leadership, Vroom and Yetton model) and a group of new leadership theories. A conclusion has been drawn that
transformational leadership is positively correlated with subordinates' job satisfaction, lower turnover rates, better
performance and higher productivity and its impact on other factors such as trust in leaders or organizational commitment
has been determined. There is no single leadership style or behavior that can be effective in every situation, therefore the
concept of multidimensional leadership should be implemented.
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CYYACHWM NIAXiQ 0O NOHATTA NIAEPCTBA

T. Jleneuko
A. [kamanb

BanporioHogaHo y3azarnbHeHHs cydacHux roansdie Ha nidepcmeo Ha nidnpuemMcmsi. Po3ansHymo pisHi acriekmu
niidepcmea, maki sK: cmusb nidepis, 30HU Oii nidepcmea, 36'930K MiXK 11i0epcmeom i MEHEOKMEHMOM, @ MaKOX OCHOBHI
KrnacuyHi ma cydacHi meopii nidepcmea. Ha ocHosi aHanisy moHoepadill y3a2anbHeHO OCHOBHI idei 8U3Ha4YeHHs MOHAMMS
nidepcmea, xapakmepucmuku rnidepcmea U HagedeHO MOPiBHSIHHS KIHO8UX KOHUenuyid nidepcmea ma mMeHedXXMeHmy.
CumyauidHy meopito nidepcmea ma demokpamuyHy modernb nidepcmea rnpoaHarnizoeaHo ma obrpyHmogaHo Ha 6asi
OCHOBHUX murie niidepa (¢popmanbHO20 ma HeghopMmaribHO20) | Knacugbikauii nidepcmea. Takox po3arissHymo ma rpo-
aHarnizoeaHo cmusnb nidepcmea. Okpemy yegazy npudineHo aHanisy 38'a3Ky nidepcmea ma makux OemozpachbiyHuUx ac-
riekmis, sK: 6iK, cmamb, pigeHb iepapxii. [lpoaHanizoeaHo OCHO8HI Mmeopii idepcmea, a came. meopito puc, meopii bixesio-
pusmy (X i 'Y, ynpaeniHceky pewimky P. Bbnelka ma [x. C. Moymowna, cumyauitiHy meopito nidepcmea @. ®idnepa,
cumyauitiHy meopito nidepcmea [1. Xepci ma K. brnaHwapda, modenb "mymb — mema" P. Xaysa, deMokpamu4Hoe2o ridep-
cmea, modesnb B. Bpyma ma ®. MlemmoHa), a makox apyry cyyacHux meopiti nidepcmea. 3pobrieHO 8UCHOBOK Mpo me,
wo mpaHcgopmauitiHe 1idepcmeo Mo3UMUEBHO KOPEtoe i3 3a0080SIEHICMIO npaueto nidneanux, MeHWOoK MAUHHICMIO

© T. Lepeyko, Ya. Jamal, "EkoHoMika po3suTky" (Economics of Development), Ne 3 (79), 2016



EKOHOMIKa mignpmremMcTBa Ta yrpas/iiHHA BUPODHVIL TBOM

42

Kadpis, 8UCOKOI egheKmueHIiCmMIo ma npoOyKMUGHICMIO fpaui, 8 makoX 8u3HayeHo Llio20 38'430K 3 iHWuMU ¢hakmopamu,
makumu sik. doeipa 0o nidepie abo opeaHizauiliHa eiddaHicmb. Hemae €0UHO20 egheKmMUBHO20 li0EPCHKO20 CMUJI0
yu rnogediHKU, MPUUHAMHO20 0151 KOXHOI cumyauii, momy cr1id 3acmocogyeamu KoHuenuito 6azamosumipHo2o nidepcmea.

Kmroyoei cnioea: nidepcmeo, cmurii nidepcmea, cghepu nidepcmea, acriekmu sidepcmea.
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COBPEMEHHbIV NOAX0A K NOHATUIO IMOEPCTBA

T. Jleneuko
A. Dxamanb

lpednoxeHo 0b60bweHUe coBpeMeHHbIX 8325151008 Ha nudepcmeo Ha rnpednpusmuu. PaccMompeHbl pa3nuyHbie
acriekmsl fludepcmea, makue Kak. cmurb fludepos, 30Hbi Oelicmeus nudepcmesa, c8s3b MexOy nudepcmeom U me-
HEOXMEHMOM, a MmakKXe OCHOBHbIE KIlacCU4YecKue U CcOoB8peMeHHble meopuu nudepcmea. Ha ocHose aHanusa
MoHoepaghuli 0606weHbI OCHOBHbIE Udeu orpedenieHusi noHsmusi nudepcmea, xapakmepucmuku nudepcmea u npeo-
CmaesieHo CpasHeHUe KIlo4YesbiX KoHuenuul nudepcmea u meHedxmeHma. CumyayuoHHass meopusi nudepcmea u Oe-
MOKpamuueckass Molenb nudepcmea npoaHanu3uposaHbl U 060CHOBaHbI Ha ba3e OCHOBHbIX muros nudepa
(popmarnbHbIl U HeghopmarbHbIl) u Knaccugbukayuu nudepcmea. Takxe pacCMOMmMpPeHbl U MpoaHanu3uposaHbl cmunu
nudepcmea. Ocoboe sHuMaHue yOefieHO aHanu3dy ces3u nudepcmea U makux O0emozpaghuyecKux acrekmos, Kak:
go3pacm, nosn, yposeHb uepapxuu. [lpoaHanu3uposaHbl OCHOBHbIE mMeopuu nudepcmea, a UMEHHO: meopusi depm,
meopuu buxesuopusma (X u 'Y, ynpaeneHyeckas pewemka P. bnelika u [x. C. MoymoHa, cumyayuoHHasi meopusi
nudepcmea ®. ®udnepa, cumyayuoHHas meopusi nudepcmea 1. Xepcu u K. bnaHwapda, modenb "nymb — yesnb"
P. Xaysa, demokpamuyeckoe nudepcmso, modens B. Bpyma u @. Mlemmona), a makxe 2pynna coepeMeHHbIX meoputi
nudepcmea. CdenaH 818600 0 MOM, YmMO mMpaHchopMayUOHHOE TUGepPCcmMaeo MoI0XKUMEsbLHO Koppenupyem c ydosnem-
80PEHHOCMbIO MPYyOOM MOOYUHEHHbIX, MEeHbWeU MmeKy4Yecmbto Kadpos, 8bICOKOU 3ghheKmueHOCMbO U Mpou3eodu-
mernbHOCMbo mpyda, a makxe onpedesieHa e20 Cc8s3b C OpyauMu ¢hakmopamu, makumu Kak: dosepue K nudepam umu
npedaHHOCMb opeaHu3ayuu. Hem eGuHcmeeHHO20 3¢hghekmueHO20 UGEPCKO20 cmuss Unu nosedeHusi, npuemnemoao

Onis1 kaxx@ol cumyauyuu, Noamomy criedyem rMpUMeHsIMb KOHUENyuUo MHO20MepHO20 nudepcmaa.

Knroueesnie cnoea: nudepcmeo, cmunu nudepcmsa, cehepbl nudepcmea, acrnekmsl qudepcmea.
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Leadership means different things to different people
around the world, and different things in different situations.
Simply, leadership is the art of getting someone else to do
something you want done because he wants to do it. Leaders
help themselves and others to do the right things. They set
direction, build an inspiring vision, and create something new.
Leadership is about mapping out where you need to go to "win"
as a team or an organization; and it is dynamic, exciting, and
inspiring. Here are some definitions of the leadership concept
presented in the current scientific publications:

¢ the process whereby one individual influences others
to willingly and enthusiastically direct their effort and abilities
towards attaining a defined group's or organizational goals" [1];

e the reciprocal process of mobilizing people with
certain motives and values, various economic, political, and
other resources in the context of competition and conflict, in
order to realize goals independently or mutually held by both
leaders and followers" [2];

e an influential relationship between leaders and
followers who intend real changes that reflect their mutual
purposes [3];

o the ability of an individual to motivate others to forego
self-interest in favour of a collective vision, and to contribute
to the attainment of that vision and to the collective by making
significant personal self-sacrifice over and above the call
of duty [4].

The research has focussed on the main dimensions of
leadership. In particular, the theories, the styles and the global
idea about it have been discussed to make it more clear.

Another way to understand the concept of leadership is
through the way it is studied and the different models it
encompasses. N. Deanne [5] found that leadership research
can be classified into three domains and that each domain
comes with its own assumption and consequently its own
definition. The first of these domains is the leader-centered
approach where the main area of focus is on the leader
behaviour and characteristics and their effects. This has been
the most popular domain with the most research done. The
second domain is the follower-based approach [6] which
focuses on such issues as the followers' characteristics,
behaviour and perception. And, finally, the relationship-based
approach [7] which emphasizes the relationship between the
leader and the followers as the main point of focus and is
concerned with such issues as reciprocal influence and the
development and maintenance of effective relationships. The
leader-centered approach and the relationship-based approach
have been at the centre of most research, however, the
follower-based approach is becoming more and more popular
in determining leadership results [8]. With each change of
domains used, leadership is seen as described and defined
differently. For example, the core characteristics (tenets)
change for each domain.

The main three tenets of the leader-centered approach
are: group, influence and goal [7] while with a more relationship-
based approach, Rost [3] found that the four characteristics are
the most prevalent: influence, mobilization, relationship and
ability. Leadership can be better explained and understood with
the use of the domain classification of N. Deanne [5].
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Further attributes of the leadership dimension need to be
analyzed to better understand the concept and its meaning. This
can be accomplished through the analysis of the distinctions and
similarities between leadership and management and power as
these terms are often confused [9].

Often the terms "manager" and "leader" are seen as
interchangeable. While in certain cases it is true, it is not always
the case. Management is described as "the coordination of
human, material, technological, and financial resources needed
for an organisation to achieve its goals" [4]. The difference
between the two is quite clear: a manager plans, organises,
controls and motivates, while a leader influences others. The
basic difference is shown in [10] and the influence managers
exert over others is highlighted by French and Raven famous
taxonomy: reward, coercive, legitimate, referent, expert power.

Managers can use these sources of power in isolation
and simultaneously. These powers are subjective and what one
subordinate sees as a strong source of power might be seen by
another as a weak source [1]. But, according to P. Kotter [11]
leaders have three roles to perform: "establishing direction —
developing a vision of the future and the strategies for producing
the changes needed to achieve that vision. Aligning people —
communicating directions in words and deeds to everyone
whose cooperation is needed to create the vision. And finally,
motivating and inspiring — energizing people to overcome major
political, bureaucratic, and resource barriers to change by
satisfying basic, but often unfuffilled, human needs" [11].
Power, for leaders, is the means used to potentially influence
others. Power for leaders can come but is not limited to in the
form of referent power (followers identify themselves with the
leader), expertise, and the ability to reward or punish [9; 12].

The main conclusion about comparison of the
leadership and management is presented in Table 1.
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define leadership better. The three categories are trait,
behaviour and contingency. Each category can be seen as
reflecting an area which is characterised by a particular focus of
interest and a specific research interest [15]. This classification
can be used in conjunction with a new category called new
leadership. However another taxonomy exists such as the one
used in [5] which divided the theories into two groups, namely,
universalist and contingent. The former referred to such
theories as great person theories, psychoanalytic theories,
charismatic, transformational and transactional theories while
the latter referred to such theories as Fielder contingency
theory [18; 19] or Vroom participative leadership model [5]. The
situational approach is more recent and is based on the
assumption that in certain situations some styles of leadership
are more appropriate than others [16]. Other frameworks
exist [17] that are built up on the universalist/situational divide
and include two more focuses, namely, trait and behaviour as
shown in Table 2.

Table 2
Jago's framework of leadership theories [20]
Approach
Focus Universalist Contingent
On traits The leader traits theory Fiedler's contingency

theory

The early behavioral

On behaviors The path-goal theory

theory

Table 1
Leadership vs management [1]
Criteria Leadership Management
Change Provide a vision and | Implement changes as
9 initiate change suggested by leaders
People Inspire and develop Control
The ability to influence "
Power source others Authority
Task Do the right things Do things right
Commitment :
goals Passionate Impersonal

The next dimension is leader's type. There are two
types of leaders: formal leaders and informal leaders. A formal
leader is "a member of an organisation who is given authority
by the organisation to influence other organisational members
to achieve organisational goals" and an informal leader is "an
organisational member with no formal authority to influence
others who, nevertheless, is able to exert considerable influence
because of special skills or talents" [13].

Leadership is essential at every level of an organisation.
At the supervisory level, leaders complement the organisational
system [9; 14] and improve their followers' motivation level,
effectiveness and overall satisfaction [6]. At the strategic level,
leaders ensure that the organisation is properly coordinated
and works effectively with its external environment [1; 14]. On
the whole, leaders guide, align and "lead" the organisation and
its people towards the objective and goals of the organisation
and make sure that the organisational functions are aligned
with the external environment [9].

Leadership theories according to [5; 15 — 17] can be
classified into three categories which like domains can help to

The third dimension is leadership style. While a
democratic leadership style has been found as predominant in
western organisations or a consultative leadership style in non-
western organisations, not all leaders have the same leadership
styles. The leadership styles adopted by leaders might be a
result of a number of factors. G. Yukl [20] believes that eight
factors influence the leader choice of his leadership style: the
level in the authority hierarchy, the function of the organisational
unit, the size of the organisational unit, the task characteristic
and technology, the lateral interdependence, the crisis situation,
the stages in the organisation life cycle and the subordinates'
competence and performance. M. Smit in [21; 22] ferers to
R. Tannebaum and W. H. Schmidt who list three forces that
they consider to be influencing the leadership style: the force in
the leader himself, those in the subordinates and those in the
situation. On the other hand, J. A. Conger deems that the
decision-making style is the result of the need for participation,
the result of commitment and closeness of supervision
required.

As mentioned in [23], I. Blanchard and M. Wakin argue
that the difficulty of the task is also an important factor in finding
the appropriate leadership style. According to N. Deanne [5] the
choice of the leadership style depends on the nature of the task,
the power available, the followers' experience, the organisational
culture, the preferred style of the leader, the preferred style of
the subordinate and the time available for the task.

Other researchers such as [1; 16; 17; 21 — 24] have
found demographic factors of the leader that influence his
leadership style:

e Age has been found to be an important factor in the
leadership style. Different generations (X-ers, Baby Boomers,
and Y generation) are quite different due to different events,
culture, mentality etc. which happened to that generation.
These different work characteristics lead to the belief that
different leadership styles are necessary for each generation to
be more productive. X-ers, for example, tend to be more
independent, self-motivated and self-sufficient while Baby
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Boomers tend to be more diligent and prefer a stable working
environment. As discussed by B. J. Avolio, D. A. Waldman and
F. J. Yammarino [23], each generation has a peculiar preference
for its leadership style. For example, age has been found to
influence the type of leadership style preferred by employees in
such a way that older employees are less willing to participate
than younger employees and as such prefer a leadership style
that promotes less participation.

e Gender has also been found to influence the
leadership style. J. C. Rost [3] has found that men and women
prefer different leadership styles. The difference in the
leadership style is believed to be based on the difference in the
abilities of men and women. Women are believed to be more
socially oriented, egalitarian, equality-based, self-aware and
nurturing than men. The difference in the abilities has been
believed to lead women to communicate with their co-workers
in order to satisfy the need for affection whereas men
communicate to satisfy the need for control. Firstly, the
leadership styles of women have been found to be more
democratic and transformational [1]. "Evidence suggests that
males prefer greater democracy while others propose that
women prefer a more democratic system" [24]. Women leaders
prefer to use a consideration and personal relation leadership
style while men are more likely to use a task-oriented
leadership behaviour [1].

¢ The hierarchical level has also been found to have an
influence on the leadership style of managers. Leadership style
of leaders is believed to be different according to the
hierarchical level of the manager where first, middle and upper
managers have different delegative, directive and participative
practices. Similarly, B. J. Avolio and B. M. Bass in their
research found that transformational leadership is more
prevalent at the top level while lower and middle managers are
more likely to be more transactional in their leadership style and
behaviour [23]. Moreover, P. Kotter [11] highlighted the
difference in leadership styles and practices at seven different
management levels and nine different job functions.

The fourth dimension is main leadership theories.

The first approach to leadership is presented in [5; 9;
25] and it is mostly focused on what a leader is and not on what
a leader does. Three main categories of characteristics were
created, namely, physical features, abilites and, lastly,
personality traits [5]. After hundreds of studies the list of traits is
still not certain, generally the predominant traits are:

o intelligence: capability to solve problems;

o task-relevant knowledge: clarification of what/how
things should be done;

e dominance: exerting influence on others;

¢ self-confidence: helps a leader influence others;

e energy/activity levels: charisma;

e tolerance to stress: the ability to work under
pressure;

e integrity: ethical behaviour and trustworthiness;

e emotional maturity: accepting criticism and not being
self-centred [13].

Due to a large number of critiques and the lack of
findings on common traits and lack of empirical evidence [5],
researchers moved away from the trait theory toward a group of
theories called the leadership style. J. A. Mello [26] concludes
that "50 years of study have failed to produce qualities that can
be used to discriminate leaders and nonleaders". However
recent research [8; 27] has made the trait theory popular once
again in leadership research [9].

The next group of theories is behaviour. This approach
is focused on the behaviour and action taken by leaders and

how they treat and perceive their followers [9]. This group
includes such theories as the consideration and initiating
structure [28], McGregor theory X and theory Y, and Blake and
Mouton's leadership grid.

The main critique of the theory is focused on the
weakness of the universal approach. The critiques are based
on the idea that not one style of leadership is adequate for
every situation which is what the theory is based on. Many
researchers gave further critiques for the theory on the ground
of, "inconsistent findings and measurement problems, the
problem of causality, the problem of the group, informal
leadership and, more important, the lack of situational analysis"
[9]. A. K. Korman [29] found that the magnitude and direction of
correlation of the leadership style and outcomes vary greatly
and the statistics is not always significant. Findings in
behavioural studies seemed very contradictory and it became
apparent that success of the style of the leader behaviour was
dependent on the situation and, consequently, researchers
focused on the group of theories that can be classified under
contingency theories [9].

The third group of theories is contingency. They attempt
to rectify many of the deficiencies mentioned in behavioural
theories [5], which start with the notion that being an effective
leader cannot be attributed to a single leadership style, but
rather effective leadership is a product of a combination of
traits, situations, behaviours and cognitions [1]. The contin-
gency approach thus tries to fit all such variables that play a
role in the leadership process into one framework. The main
idea is that the effectiveness of a particular leadership style is
contingent on the situation [16]. The contingency theory
movement is mostly credited to F. E. Fiedler [4; 30] but there
are other well-known theories such as House goal theory or the
Vroom and Yetton model [5] or Hersey and Blanchard
situational theory [6].

The main arguments of the model critiques are based
on [1; 31]:

e consistency — it is inconsistent in the way it connects
concern for task or relationships with ability or willingness;

e continuity — the development level continuum lacks
continuity since it requires willingness to appear, disappear and
reappear as the development level increases;

e conformity — it runs counter to conformity in that it
does not start with a style of high task and high relationship for
a group which is simultaneously unable and unwilling.

The most influential and complete contingency theory is
believed to be R. House's path-goal theory of leadership [5].
One of the key roles of a leader is to motivate his/her followers,
as motivation can often translate into high performance. One
way to motivate workers is through the process of goal setting.
R. House's path-goal model is a goal-setting theory that
describes the ways in which leaders can motivate their
subordinates to achieve both group and organizational goals.
A. G. Jago in [30] mentioned that R. J. House and T. R. Mitchell
advanced two propositions. Firstly, that the "leader behaviour is
acceptable to subordinates to the extent that followers see such
behaviour as a source of satisfaction and, secondly, that leader
behaviour is motivational to the extent that such behaviour
makes followers need satisfaction contingent on the effective
performance and to the extent that such behaviour com-
plements the environment of subordinates by providing
guidance, support and rewards necessary for effective per-
formance". These actions are consistent with the four types of
behaviour (styles) that leaders can engage in to motivate
subordinates as shown in the Figure under the leader
behaviour [13; 26].
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Outcome

Impact on
the follower

Supportive

« Courteous and friendly

» Concern for well-being and needs

* Open and approachable

« Balance equal treatment with status

Follower lacks
self-confidence

Increase confi-
dence to achieve
work outcome

Based on achievement

+ Set challenging

» Seek continuous improvement
 Expect highest performance

+ Confident in effort and achievement
* Workers assume more responsibility

Ambiguous job

Clarify path
to reward
More effort;
improved
satisfaction and
performance

» How the person fits with others
* Keep to schedules and norms
 Procedures and regulations

Lack of job Participative _
challenge * Share work problem Set goals high
« Solicit suggestions, concerns
* Include in decision making
Incorrect Directive Clarify follower's
reward « Tell what is expected needs and
* How and when to do it

change rewards

Figure. Robert House's path-goal diagram [26]

In the path-goal model, two contingency variables
exist: the environment and the follower characteristics [26].
Thus in order to motivate subordinates, a leader not only
has to be aware of the individuals' goals and needs, but
must also take into consideration the individuals' nature, as
well as the nature of the work they perform. Unlike Fielder's
contingency theory, the path-goal method assumes that
leaders are flexible with regard to their style, and must
engage in different behaviours depending on the varying
nature of situations in order to maximise the follower-desired
outcomes [26].

A. Bryman [7] highlights several problems with the
theory, in particular: "inconsistent findings, problems associated
with using group average methods of describing leaders, no
attention to informal leadership, causality and measurement
problems" [5]. According to M. G. Evans [32] the theory has
not yet been fully and adequately tested.

Vroom and Yetton theory, similarly to other contingency
theories, focuses on the criteria to determine that the leader
should involve their subordinates in different types of de-
cision making but goes further by including which decision
procedure will be most effective according to the situation [5].
Leaders play an active role in decision making in firms.
In the decision-making process, leaders can choose from
two styles: the autocratic leadership style or the participative
leadership style. The participative leadership style is one
that places value on subordinates' inputs in the decision-
making process. Alternatively, in the autocratic leadership
style, leaders prefer to make decisions without subordinate
involvement. The Vroom and Yetton model describes the
different ways in which leaders can make decisions and
provides a guide to leaders on when and to what extent
subordinates should be incorporated in the decision-making
process [13].

Answering the above questions, the problem type (a
feasible set) is found, which indicates the decision style to be
used [13]:

o the autocratic style: the manager makes decisions
without the input from subordinates;

o the consultative style: subordinates may give some
input, but the leader makes the ultimate decision;

o the group style: the group makes the decision, and
the leader is considered to be part of the group;

o delegated style: the subordinates make the decision,
without any input from the leader.

Thus, many researchers tend to be critical of the model
for various reasons including:

1. The model tends to dictate the style of leadership that
may not be compatible with the leader's preferred style. For
example, the model might suggest the personal participative
style but the leader might prefer not to engage subordinates
and vice versa.

2. Critics believe that the level of employee's participation
in decision making should be relatively constant. If this is not
the case, the employee may feel entitled, frustrated and
resentful. However the model does not address the issue.

3. Researchers are sceptical of the model which leads
to better decisions [22].

Both the trait and behavioural approaches to leadership
provide an important insight into what makes effective leaders,
both theories are missing an important variable. The trait
approach looks at the characteristics of great leaders, but ignores
the situation in which those characteristics are used. The trait
theory fails to recognise that a certain characteristic might be
more important than others in certain scenarios. The behaviour
approach researches various actions that leaders may engage in,
in order to maximise their effectiveness. Ultimately, however,
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the behaviour approach takes a universal approach,
concluding that there is one ultimate behavioural leadership
style, this is not a realistic view with regards to varying
situations [13]. As a result of the above, additional theories
have come into play, so called "new leadership theories".

The new leadership paradigm (transactional-transform-
ational) was first compared and contrasted by R. Quinn with
other theories such as the consideration-initiative theory [18;
29] and the task-oriented model, however, the new paradigm
was quickly seen as a new set of theories [12] that was added
to the other models and didn't replace them and was
consequently seen [7] as a new leadership approach [5].

Although researchers use many definitions such as
transformational [2; 12], charismatic [20; 30], transforming,
inspirational, visionary [33], or value-based [5] to describe this
new type of leadership, a close inspection shows that there
seem to be more similarities than differences between these
researchers' views of leadership. The two terms — "transform-
ational" and "charismatic" are the two most common definitions
which both refer to the same type of leadership [5].

The new leadership theories aim to explain how specific
leaders are able to create a very high level of motivations,
admiration, respect, loyalty, performance, dedication and
commitment in their followers and are able to guide their
organisations towards great goals and objectives [5].

The paradigm is based on the work of B. J. Avolio,
D. A. Waldman and F. J. Yammarino [23], J. J. Hater [16] and
B. M. Bass [12] and many others. B. M. Bass believed that
previous leadership approaches were transaction-based
(reward for behaviour) and that a different type of approach was
needed to explain why followers are motivated to perform more
than is required [12].

Transformational leadership can be seen as having four
dimensions: charisma (the leaders provide vision or sense of
vision, create pride, trust and respect i.e. they inspire others),
inspiration (the leader is seen as a model by his followers, who
clarifies a vision in communication and uses symbols to focus
effort), individual consideration (the leader uses coaching and
mentoring, provides feedback and links the individuals' needs
to the organisation's mission), intellectual stimulation (the
transformational leader provides subordinates with new
challenging ideas which makes the followers rethink old ways
of doing things) [12].

The research suggests that transformational leadership
is positively correlated with subordinates' job satisfaction, lower
turnover rates, performance and higher productivity [7; 13; 26;
34] and also other factors such as trust in leaders [24] or
organisational commitment [9]. In addition transformational
leadership may lead to organisational citizenship behaviours [24].

Charismatic leadership can, however, have a negative
effect such as lower interpersonal relationship, poor adminis-
trative practice, failure to plan for succession, negative conse-
quences of self-confidence and impression management and an
increased "group think effect" due to unquestioned obedience [12].

Critique of the new leadership theories focuses on such
issues as the "excessive, almost evangelical role accorded to
the transformational leader, who virtually unaided has the vision
to guide the organisation through turbulent changes and crises" [25].

While leadership is easily observable in action, defining
it precisely is much more difficult because each researcher
sees leadership differently according to the researcher
paradigm. Always, it seems, the concept of leadership eludes
us or turns up in another form to taunt us again with its
slipperiness and complexity.

There is no question on the effect of leaders in leading
the organization to success and higher profit. Therefore
organizational success consequently depends on leaders being
present at all levels to perform the organizational mission.

However, determining what makes a leader is still unknown.
There is no single leadership trait or behavior that is effective in
every situation, however, the concept is now better understood
and leadership remains a prevalent subject in the organizational
behavior study.

Whilst most research is still North American-based,
various leadership theories should be tested to develop a new
one, if needed, for other countries especially those which have
a very different culture to the North American's one.
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CUHEPITETUYHE YNPABIJIIHHA
EKOHOMIYHOIO BE3MNEKOKO NIANPUEMCTBA

Kopueecnka Jl. O.

HocnidxeHo Haykogo-npuknadHy rnpobnemy ¢hopmysaHHs ma po38UMKY OCHO8 CUHEP2EMUYHO20 yrpaesiiHHS eKo-
HOMIYHOO 6e3rnekoro nidnpuemcmea.

YmouHeHo mepmiHonozaidHull i kameeopilHul anapam y cghepi A0CNiOKEeHHS CUHEP2EMUYHO20 yrpassiHHs nid-
rpuemcmeamu ma eKOHOMIYHOK 6e3reKor0. Po32isiHymo rnoHamms "yrpaesriHHA", a maKkox xapakmepucmuky iMnepamusie
ynpaesniHHs 3 nosuyiti KibepHemu4yHo20 ma cuHepeemu4yHo20 rnidxodie. BuokpemneHO KepigHy ma KeposaHy cybcuc-
memu eKoHoMiYHOI 6e3reku nidnpuemMcmea Ha OCHosi "Memody 4YopHO20 AuwuKa", wo 0o3gonuno 0amu efacHe 8u3Ha-
YeHHS yrpaesriHHI0 eKOHOMIYHO 6e3nekoro nidnpuemMcmaa.

LloeedeHo, w0 docsicHeHHs1 Memamemu eKOHOMIYHOT 6e3neku nidnpuemcmea — rnidmpumaHHsi OUHaMIYHOI pieHO-
8azu — nompebye cuHepaemu4Ho20 yrpassiHHs, mobmo amnnichikauii Mpoyecie camoopeaHisauii ma rnocnabrneHHs npouecie
camoOde3opeaaHizauii. [JocridxeHo 8rniue rno3umueHo20 ma He2amueHO20 380POMHUX 38'a3Ki8. Po32rsiHymo 8iOMiHHOCMI
mepmiHig "gidxuneHHs1" ma "hrykmyauis"”. Po3pobrneHo knacugbikauito eKOHOMIYHUX ¢hriykmyauit. [emarnbHoO po3assiHymo
rykmyauii 3a xapakmepom Hacriokie i 008edeHo, wo HezamusHi ¢hriykmyauii 8idobpaxkaromb 8UHUKHEHHST 3agpo3, a rno-
3UMUBHI — CMBOPEHHST HOBUX MOXIugocmedl. [JaHO 8U3Ha4YeHHSI 3a2p03 y KOHMEKCMIi CUHep2emuYHoi napaduzmu.

lposedeHe OocnidxeHHs 00380/UMO asmopy O0amu 8r1aCHe BU3HAYEHHSI CUHEP2emuYHO20 yrpassiiHHSI eKOHO-
MiyHoo besrnekor nidnpuemMcmea ma PO3KpUMU 3MiCM PE30HaHCHO20 Brlusy, a MaKOX 8U3Ha4Yumu pOJib KepieHOI
ma KeposgaHoi cybcucmem 3a CUHeEpP2emUYHO20 yrpassiHHs eKOHOMIYHO be3nekoro nidnpuemcmaea.

Knro4oei crioega: cuHepeemuyHe yripasriHHs, eKoHoMiYHa 6e3neka nidnpuemcmea, grykmyauii, 3aepo3su, camo-
opezaHisayisi, eHmporiis, ampakmop, KepigHa U KeposaHa cybcucmemu, 3860pomHuli 38'930K, PE30HaHCHUU 8rus.

©0000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000000

CUHEPIETUYECKOE YNPABJIEHUE
3KOHOMWYECKOWN BE3OMNACHOCTbIO NPEANPUATUA

Kopuyeeckas J1. A.

UccnedosaHa Hay4yHO-rpuknadHas npobrema hopMupO8aHUsi U pa3sumusi OCHO8 CUHEP2eMUYECKO20 yrpaeieHusl
3KOHOMuYecKoU b6e3ornacHocmbio pednpusmusi.

YmouHeH mepmMuHoio2u4eckull u kamez2opulHbil annapam 8 cghepe uccriedo8aHusi CUHep2emu4YecKoao yrpas-
neHus npednpusmusamu U 3KOHoMu4yeckol be3onacHocmblo. PaccmMompeHo noHsmue "yripasneHue", a makxe xapak-
mepucmuka umnepamueos yrpassieHus ¢ no3uyuli KUbepHemuU4YeCcKoao U CuHep2emuyeckoeo nooxo0os. BbideneHbi
ynpasnsowas u yrnpasnsemasi cybcucmembl 3KoHoMuYeckol 6e3onacHocmu npednpusimusi Ha ocHoge "Memoda YepHO20
Awuka", ymo noseonusno dame cobecmeeHHoe ornpederieHue yrpaesneHuUto 3KOHoMu4eckol 6e3onacHoOCmbio Pednpusmus.

[JokazaHo, 4mo docmuXeHUe Memauesnu 3KoHoMuYeckol 6esonacHocmu npednpusmusi — noddepxaHusi QUHaMu-
4YecKoeo paeHogecusi — mpebyem CUHep2emu4YecKo20 yrpassieHusi, mo ecmb amrugukayuu rnpoyecco8 camoopaa-
Hu3ayuu u ocrabneHusi npouyeccos camodeldopaaHulayuu. MccriedosaHo ernusiHUe nonoxumesbHol U ompuuyamesisHoU
obpamHou ces3u. PaccmMompeHbl omau4us mepMuHos "omkroHeHue" u "conykmyauyus”. Paspabomara knaccugbukayusi
9KOHOMUYeCKUX hrykmyauyul. [JemarnbHo paccMompeHb! ¢hriykmyayuu rno xapakmepy rnocnedcmaud, u 0okazaHo, 4Ymo
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